Lucile Packard Children’s Hospital Stanford strongly
values diversity and is committed to equal opportunity
and non-discrimination in all of its policies and practices,
including the area of employment. Accordingly, LPCH
does not discriminate against any person on the basis of
race, color, sex, sexual orientation or identity, religion,
age, national or ethnic origin, political beliefs, marital
status, medical condition, genetic information, veteran
status, or disability. Women and men, members of all
racial and ethnic groups, people with disabilities, and
veterans are encouraged to apply.

THE LAW
Equal Employment Opportunity is

Private Employers, State and Local Governments, Educational Institutions, Employment Agencies and Labor Organizations �
Applicants to and employees of most private employers, state and local governments, educational institutions,
employment agencies and labor organizations are protected under Federal law from discrimination on the following bases: �

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN
Title VII of the Civil Rights Act of 1964, as amended, protects applicants and
employees from discrimination in hiring, promotion, discharge, pay, fringe benefits,
job training, classification, referral, and other aspects of employment, on the basis
of race, color, religion, sex (including pregnancy), or national origin. Religious
discrimination includes failing to reasonably accommodate an employee’s religious
practices where the accommodation does not impose undue hardship.
DISABILITY
Title I and Title V of the Americans with Disabilities Act of 1990, as amended, protect
qualified individuals from discrimination on the basis of disability in hiring, promotion,
discharge, pay, fringe benefits, job training, classification, referral, and other
aspects of employment. Disability discrimination includes not making reasonable
accommodation to the known physical or mental limitations of an otherwise qualified
individual with a disability who is an applicant or employee, barring undue hardship.
AGE
The Age Discrimination in Employment Act of 1967, as amended, protects
applicants and employees 40 years of age or older from discrimination based on
age in hiring, promotion, discharge, pay, fringe benefits, job training, classification,
referral, and other aspects of employment.
SEX (WAGES)
In addition to sex discrimination prohibited by Title VII of the Civil Rights Act, as
amended, the Equal Pay Act of 1963, as amended, prohibits sex discrimination in
the payment of wages to women and men performing substantially equal work,
in jobs that require equal skill, effort, and responsibility, under similar working
conditions, in the same establishment.

GENETICS
Title II of the Genetic Information Nondiscrimination Act of 2008 protects applicants
and employees from discrimination based on genetic information in hiring,
promotion, discharge, pay, fringe benefits, job training, classification, referral, and
other aspects of employment. GINA also restricts employers’ acquisition of genetic
information and strictly limits disclosure of genetic information. Genetic information
includes information about genetic tests of applicants, employees, or their family
members; the manifestation of diseases or disorders in family members (family
medical history); and requests for or receipt of genetic services by applicants,
employees, or their family members.
RETALIATION
All of these Federal laws prohibit covered entities from retaliating against a
person who files a charge of discrimination, participates in a discrimination
proceeding, or other wise opposes an unlawful employment practice.
WHAT TO DO IF YOU BELIEVE DISCRIMINATION HAS OCCURRED
There are strict time limits for filing charges of employment discrimination. To
preserve the ability of EEOC to act on your behalf and to protect your right to file a
private lawsuit, should you ultimately need to, you should contact EEOC promptly
when discrimination is suspected:
The U.S. Equal Employment Opportunity Commission (EEOC), 1-800-669-4000
(toll-free) or 1-800-669-6820 (toll-free TTY number for individuals with hearing
impairments). EEOC field office information is available at www.eeoc.gov or
in most telephone directories in the U.S. Government or Federal Government
section. Additional information about EEOC, including information about charge
filing, is available at www.eeoc.gov.

Employers Holding Federal Contracts or Subcontracts
Applicants to and employees of companies with a Federal government contract or subcontract
are protected under Federal law from discrimination on the following bases:
RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN
Executive Order 11246, as amended, prohibits job discrimination on the basis
of race, color, religion, sex or national origin, and requires affirmative action to
ensure equality of opportunity in all aspects of employment.
INDIVIDUALS WITH DISABILITIES
Section 503 of the Rehabilitation Act of 1973, as amended, protects qualified
individuals from discrimination on the basis of disability in hiring, promotion,
discharge, pay, fringe benefits, job training, classification, referral, and
other aspects of employment. Disability discrimination includes not making
reasonable accommodation to the known physical or mental limitations of an
otherwise qualified individual with a disability who is an applicant or employee,
barring undue hardship. Section 503 also requires that Federal contractors take
affirmative action to employ and advance in employment qualified individuals
with disabilities at all levels of employment, including the executive level.
DISABLED, RECENTLY SEPARATED, OTHER PROTECTED,
AND ARMED FORCES SERVICE MEDAL VETERANS
The Vietnam Era Veterans’ Readjustment Assistance Act of 1974, as amended, 38
U.S.C. 4212, prohibits job discrimination and requires affirmative action to employ
and advance in employment disabled veterans, recently separated veterans (within

three years of discharge or release from active duty), other protected veterans
(veterans who served during a war or in a campaign or expedition for which a
campaign badge has been authorized), and Armed Forces service medal veterans
(veterans who, while on active duty, participated in a U.S. military operation for
which an Armed Forces service medal was awarded).
RETALIATION
Retaliation is prohibited against a person who files a complaint of discrimination,
participates in an OFCCP proceeding, or otherwise opposes discrimination
under these Federal laws.
Any person who believes a contractor has violated its nondiscrimination or
affirmative action obligations under the authorities above should contact
immediately:
The Office of Federal Contract Compliance Programs (OFCCP), U.S.
Department of Labor, 200 Constitution Avenue, N.W., Washington, D.C.
20210, 1-800-397-6251 (toll-free) or (202) 693-1337 (TTY). OFCCP may also be
contacted by e-mail at OFCCP-Public@dol.gov, or by calling an OFCCP regional
or district office, listed in most telephone directories under U.S. Government,
Department of Labor.

Programs or Activities Receiving Federal Financial Assistance
RACE, COLOR, NATIONAL ORIGIN, SEX
In addition to the protections of Title VII of the Civil Rights Act of 1964, as
amended, Title VI of the Civil Rights Act of 1964, as amended, prohibits
discrimination on the basis of race, color or national origin in programs or
activities receiving Federal financial assistance. Employment discrimination
is covered by Title VI if the primary objective of the financial assistance is
provision of employment, or where employment discrimination causes or may
cause discrimination in providing services under such programs. Title IX of the
Education Amendments of 1972 prohibits employment discrimination on the
basis of sex in educational programs or activities which receive Federal financial
assistance.
EEOC 9/02 and OFCCP 8/08 Versions Useable With 11/09 Supplement

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

EEOC-P/E-1 (Revised 11/09)

CALIFORNIA LAW PROHIBITS
WORKPLACE DISCRIMINATION AND HARASSMENT
The California Department of Fair Employment and Housing (DFEH) enforces laws that protect you
from illegal discrimination and harassment in employment based on your actual or perceived:
• Ancestry
• Age (40 and above)
• Color
• Disability (physical and mental, including HIV and AIDS)
• Genetic information
• Gender, gender identity, or gender expression
• Marital status
• Medical condition (genetic characteristics, cancer or a record or history of cancer)
• Military or veteran status
• National origin (includes language use restrictions)
• Race
• Religion (includes religious dress and grooming practices)
• Sex (includes pregnancy, childbirth, breastfeeding and/or related medical conditions)
• Sexual orientation
The California Fair Employment and Housing Act (Government Code sections 12900 through 12996)
and its implementing regulations (California Code of Regulations, title 2, sections 7285.0 through 8504):
• Prohibit harassment of employees, applicants, and independent contractors by any persons and
require employers to take all reasonable steps to prevent harassment. This includes a prohibition against sexual
harassment, gender harassment, harassment based on pregnancy, childbirth, breastfeeding and/or related
medical conditions, as well as harassment based on all other characteristics listed above.
• Prohibit employers from limiting or prohibiting the use of any language in any workplace unless
justified by business necessity. The employer must notify employees of the language restriction and
consequences for violation.
• Require that all employers provide information to each of their employees on the nature, illegality,
and legal remedies that apply to sexual harassment. Employers may either develop their own publications,
which must meet standards set forth in California Government Code section 12950, or use a brochure from the
DFEH.
• Require employers with 50 or more employees and all public entities to provide sexual
harassment prevention training for all supervisors.
• Require employers to reasonably accommodate an employee or job applicant’s religious beliefs and
practices, including the wearing or carrying of religious clothing, jewelry or artifacts, and hair styles, facial hair,
or body hair, which are part of an individual’s observance of his or her religious beliefs.
• Require employers to reasonably accommodate employees or job applicants with a disability to
enable them to perform the essential functions of a job.
• Permit job applicants and employees to file complaints with the DFEH against an employer,
employment agency, or labor union that fails to grant equal employment as required by law.

• Prohibit discrimination against any job applicant or employee in hiring, promotions, assignments,
termination, or any term, condition, or privilege of employment.
• Require employers, employment agencies, and unions to preserve applications, personnel records,
and employment referral records for a minimum of two years.
• Require employers to provide leaves of up to four months to employees disabled because of
pregnancy, childbirth, or a related medical condition.
• Require an employer to provide reasonable accommodations requested by an employee, on the
advice of her health care provider, related to her pregnancy, childbirth, or related medical conditions.
• Require employers of 50 or more persons to allow eligible employees to take up to 12 weeks leave
in a 12-month period for the birth of a child; the placement of a child for adoption or foster care; for an
employee’s own serious health condition; or to care for a parent, spouse, or child with a serious health
condition. The law also requires employers to post a notice informing employees of their family and medical
leave rights.
• Require employment agencies to serve all applicants equally, refuse discriminatory job orders, and
prohibit employers and employment agencies from making discriminatory pre-hiring inquiries or publishing
help-wanted advertisements that express a discriminatory hiring preference.
• Prohibit unions from discriminating in member admissions or dispatching members to jobs.
• Prohibit retaliation against a person who opposes, reports, or assists another person to oppose
unlawful discrimination.
The law provides for remedies for individuals who experience prohibited discrimination or
harassment in the workplace. These remedies include hiring, front pay, back pay, promotion, reinstatement,
cease-and-desist orders, expert witness fees, reasonable attorney’s fees and costs, punitive damages, and
emotional distress damages.
Job applicants and employees: If you believe you have experienced discrimination, you may file a
complaint with the DFEH.
Independent contractors: If you believe you have been harassed, you may file a complaint with the
DFEH.
Complaints must be filed within one year of the last act of discrimination/harassment or, for victims who are
under the age of 18, not later than one year after the victim’s eighteenth birthday.
For more information contact (800) 884-1684; TTY (800) 700-2320;
videophone for the hearing impaired (916) 226-5285; contact.center@dfeh.ca.gov; or www.dfeh.ca.gov.
Government Code section 12950 and California Code of Regulations, title 2, section 7287, require all
employers to post this document. It must be conspicuously posted in hiring offices, on employee bulletin
boards, in employment agency waiting rooms, union halls, and other places employees gather.
In accordance with the California Government Code and ADA requirements, this publication can be made
available in Braille, large print, computer disk, or voice recording as a disability-related accommodation for an
individual with a disability. To discuss how to receive a copy in an alternative format, please contact the
DFEH at the telephone numbers or e-mail address above.

EMPLOYEE RIGHTS
EMPLOYEE POLYGRAPH
PROTECTION ACT

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

The Employee Polygraph Protection Act prohibits most private
employers from using lie detector tests either for pre-employment
screening or during the course of employment.
PROHIBITIONS

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

EXEMPTIONS

Federal, State and local governments are not affected by the law. Also, the law does not
apply to tests given by the Federal Government to certain private individuals engaged in
national security-related activities.
The Act permits polygraph (a kind of lie detector) tests to be administered in the private
sector, subject to restrictions, to certain prospective employees of security service firms
(armored car, alarm, and guard), and of pharmaceutical manufacturers, distributors and
dispensers.
The Act also permits polygraph testing, subject to restrictions, of certain employees of
private firms who are reasonably suspected of involvement in a workplace incident (theft,
embezzlement, etc.) that resulted in economic loss to the employer.
The law does not preempt any provision of any State or local law or any collective
bargaining agreement which is more restrictive with respect to lie detector tests.

EXAMINEE
RIGHTS

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

ENFORCEMENT

The Secretary of Labor may bring court actions to restrain violations and assess civil
penalties up to $10,000 against violators. Employees or job applicants may also bring
their own court actions.

THE LAW REQUIRES EMPLOYERS TO DISPLAY THIS POSTER WHERE
EMPLOYEES AND JOB APPLICANTS CAN READILY SEE IT.

For additional information:

1-866-4-USWAGE
(1-866-487-9243)

TTY: 1-877-889-5627

WWW.WAGEHOUR.DOL.GOV
Scan your QR phone reader to
learn more about the Employee
Polygraph Protection Act.

U.S. Department of Labor

Wage and Hour Division
WHD 1462
Rev. Jan 2012

EMPLOYEE RIGHTS

Under The Fair Labor Standards Act
THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

FEDERAL MINIMUM WAGE

$7.25

PER HOUR

BEGINNING JULY 24, 2009
OVERTIME PAY

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

CHILD LABOR

An employee must be at least 16 years old to work in most non-farm jobs and at least 18 to work in non-farm
jobs declared hazardous by the Secretary of Labor.
Youths 14 and 15 years old may work outside school hours in various non-manufacturing, non-mining,
non-hazardous jobs under the following conditions:
No more than
   • 3 hours on a school day or 18 hours in a school week;
   • 8 hours on a non-school day or 40 hours in a non-school week.
Also, work may not begin before 7 a.m. or end after 7 p.m., except from June 1 through Labor Day, when
evening hours are extended to 9 p.m. Different rules apply in agricultural employment.

TIP CREDIT

Employers of “tipped employees” must pay a cash wage of at least $2.13 per hour if they claim a tip credit
against their minimum wage obligation. If an employee’s tips combined with the employer’s cash wage of
at least $2.13 per hour do not equal the minimum hourly wage, the employer must make up the difference.
Certain other conditions must also be met.

ENFORCEMENT The Department of Labor may recover back wages either administratively or through court action, for the

employees that have been underpaid in violation of the law. Violations may result in civil or criminal action.
Employers may be assessed civil money penalties of up to $1,100 for each willful or repeated violation of
the minimum wage or overtime pay provisions of the law and up to $11,000 for each employee who is the
subject of a violation of the Act’s child labor provisions. In addition, a civil money penalty of up to $50,000
may be assessed for each child labor violation that causes the death or serious injury of any minor employee,
and such assessments may be doubled, up to $100,000, when the violations are determined to be willful
or repeated. The law also prohibits discriminating against or discharging workers who file a complaint or
participate in any proceeding under the Act.

ADDITIONAL
INFORMATION

• Certain occupations and establishments are exempt from the minimum wage and/or overtime pay
provisions.
• Special provisions apply to workers in American Samoa and the Commonwealth of the Northern Mariana
Islands.
• Some state laws provide greater employee protections; employers must comply with both.
• The law requires employers to display this poster where employees can readily see it.
• Employees under 20 years of age may be paid $4.25 per hour during their first 90 consecutive calendar days
of employment with an employer.
• Certain full-time students, student learners, apprentices, and workers with disabilities may be paid less than
the minimum wage under special certificates issued by the Department of Labor.

For additional information:

1-866-4-USWAGE
WHD
WWW.WAGEHOUR.DOL.GOV
(1-866-487-9243)

TTY: 1-877-889-5627

U.S. Department of Labor

U.S. Wage and Hour Division

Wage and Hour Division
WHD Publication 1088 (Revised July 2009)

Amends General
Minimum Wage Order
and IWC Industry and
Occupation Orders

Please Post Next to Your IWC Industry or Occupation Order

OFFICIAL NOTICE

California
Minimum Wage
MW-2014
Minimum Wage - Every employer shall pay to each employee wages not less than the following:

$8.00 $9.00 $10.00
per hour beginning January 1, 2008

per hour beginning July 1, 2014

per hour beginning January 1, 2016

To employers and representatives of persons working in industries and occupations in the State of California:

SUMMARY OF ACTIONS
TAKE NOTICE that on September 25, 2013, the California Legislature enacted legislation signed by the Governor of California, raising the
minimum wage for all industries. (AB10, Stats of 2013, amending section 1182.12 of the California Labor Code.) Pursuant to its authority
under Labor Code section 1182.13, the Department of Industrial Relations amends and republishes Sections 2, 3, and 5 of the General
Minimum Wage Order, MW-2007. Section 1, Applicability, and Section 4, Separability, have not been changed. Consistent with this
enactment, amendments are made to the minimum wage, and the meals and lodging credits sections of all of the IWC’s industry and
occupation orders.
This summary must be made available to employees in accordance with the IWC’s wage orders. Copies of the full text of the
amended wage orders may be obtained by ordering on-line at www.dir.ca.gov/WP.asp, or by contacting your local Division of Labor
Standards Enforcement office.

1. APPLICABILITY
The provisions of this Order shall not apply to outside salespersons and individuals who are the parent, spouse, or children of the
employer previously contained in this Order and the IWC’s industry and occupation orders. Exceptions and modifications provided by
statute or in Section 1, Applicability, and in other sections of the IWC’s industry and occupation orders may be used where any such
provisions are enforceable and applicable to the employer.

2. MINIMUM WAGES
Every employer shall pay to each employee wages not less than eight dollars ($8.00) per hour for all hours worked, effective January
1, 2008, not less than nine dollars ($9.00) per hour for all hours worked, effective July 1, 2014, and not less than ten dollars ($10.00)
per hour for all hours worked, effective January 1, 2016.

3. MEALS AND LODGING
Meals or lodging may not be credited against the minimum wage without a voluntary written agreement between the employer and the
employee. When credit for meals or lodging is used to meet part of the employer’s minimum wage obligation, the amounts so credited
may not be more than the following:

LODGING
Room occupied alone………………………………............................
Room shared……………………………………………………………..
Apartment – two thirds (2/3) of the ordinary rental value, and in no
event more than:…………………………………………………………
Where a couple are both employed by the employer, two thirds
(2/3) of the ordinary rental value, and in no event more than:..…….
MEALS
Breakfast………………………………………………………………….
Lunch……………………………………………………………………...
Dinner……………………………………………………………………...

Effective
January 1, 2008

Effective
July 1, 2014

Effective
January 1, 2016

$37.63 per week
$31.06 per week

$42.33 per week
$34.94 per week

$47.03 per week
$38.82 per week

$451.89 per month

$508.38 per month

$564.81 per month

$668.46 per month

$752.02 per month

$835.49 per month

$2.90
$3.97
$5.34

$3.26
$4.47
$6.01

$3.62
$4.97
$6.68

4. SEPARABILITY
If the application of any provision of this Order, or any section, subsection, subdivision, sentence, clause, phrase, word or portion of
this Order should be held invalid, unconstitutional, unauthorized, or prohibited by statute, the remaining provisions thereof shall not be
affected thereby, but shall continue to be given full force and effect as if the part so held invalid or unconstitutional had not been
included herein.

5. AMENDED PROVISIONS
This Order amends the minimum wage and meals and lodging credits in MW-2007, as well as in the IWC’s industry and occupation
orders. (See Orders 1-15, Secs. 4 and 10; and Order 16, Secs. 4 and 9.) This Order makes no other changes to the IWC’s industry and
occupation orders.
These Amendments to the Wage Orders shall be in effect as of July 1, 2014.
Questions about enforcement should be directed to the Division of Labor Standards Enforcement. Consult the white pages of your telephone directory
under CALIFORNIA, State of, Industrial Relations for the address and telephone number of the office nearest you. The Division has offices in the
following cities: Bakersfield, El Centro, Fresno, Long Beach, Los Angeles, Oakland, Redding, Sacramento, Salinas, San Bernardino, San Diego,
San Francisco, San Jose, Santa Ana, Santa Barbara, Santa Rosa, Stockton, and Van Nuys.

STATE OF CALIFORNIA

DEPARTMENT OF FAIR EMPLOYMENT AND HOUSING

FAMILY CARE AND MEDICAL LEAVE (CFRA LEAVE)
AND PREGNANCY DISABILITY LEAVE
Under the California Family Rights Act of 1993 (CFRA), if you have more than 12 m onths of service with
us a nd ha ve w orked at l east 1,250 hour s i n t he 12-month pe riod be fore the da te you w ant t o be gin your
leave, you m ay h ave a r ight t o f amily c are o r m edical l eave ( CFRA l eave). T his l eave m ay b e up t o 1 2
workweeks in a 12-month period for the birth, adoption, or foster care placement of your child or for your
own s erious he alth c ondition or t hat of your child, pa rent or s pouse. W hile t he l aw pr ovides onl y unpa id
leave, employees may choose or employers may require use of accrued paid leave while taking CFRA leave
under certain circumstances.
Even i f you a re not e ligible f or C FRA l eave, i f you are di sabled b y p regnancy, childbirth or a r elated
medical condition, you are entitled to take a pregnancy disability leave of up t o four months, depending on
your pe riod(s) of a ctual di sability. If you a re CFRA-eligible, you h ave cer tain r ights t o t ake BOTH a
pregnancy di sability l eave a nd a C FRA l eave f or r eason of t he bi rth of your c hild. B oth l eaves contain a
guarantee of reinstatement─for pregnancy disability it is to the same position and for CFRA it is to the same
or a comparable position─at the end of the leave, subject to any defense allowed under the law.
If possible, you must provide at least 30 da ys’ advance notice for foreseeable events (such as the expected
birth of a child or a pl anned m edical t reatment for yourself or o f a f amily m ember). For events t hat a re
unforeseeable, we ne ed you t o not ify us , at l east verbally, as s oon as you l earn of t he need f or t he l eave.
Failure to comply with these notice rules is grounds for, and may result in, deferral of the requested leave
until you comply with this notice policy.
We m ay require c ertification f rom your he alth care pr ovider be fore a llowing you a l eave fo r p regnancy
disability or for your own serious health condition. We also may require certification from the health care
provider of your child, parent or spouse, who has a serious health condition, before allowing you a leave to
take car e o f t hat f amily m ember. W hen m edically n ecessary, l eave m ay be t aken o n an i ntermittent o r
reduced work schedule.
If you a re t aking a l eave f or t he bi rth, a doption, or f oster c are pl acement of a c hild, t he ba sic minimum
duration of t he l eave i s t wo w eeks, and you must c onclude t he l eave w ithin one year of t he bi rth or
placement for adoption or foster care.
Taking a family care or pregnancy disability leave may impact certain of your benefits and your seniority
date. If you want more information regarding your eligibility for a l eave and/or the impact of the leave on
your seniority and benefits, please contact Matrix Absence Management at (800) 980-1006.
DFEH-100-21 (07/15)

Notice to Employees:
UI

THIS EMPLOYER IS REGISTERED UNDER THE CALIFORNIA UNEMPLOYMENT
INSURANCE CODE AND IS REPORTING WAGE CREDITS THAT ARE BEING
ACCUMULATED FOR YOU TO BE USED AS A BASIS FOR:

Unemployment Insurance
(funded entirely by employers’ taxes)
When you are unemployed or working less than full time and are ready, willing, and able to work, you may be
eligible to receive Unemployment Insurance (UI) benefits. There are three ways to file a claim:
Internet
File online with eApply4UI—the fast, easy way to file a UI claim! Access eApply4UI at
https://eapply4ui.edd.ca.gov/.
Telephone
File by contacting a customer service representative at one of the toll-free numbers listed below:
English 1-800-300-5616		
Spanish 1-800-326-8937
Cantonese 1-800-547-3506
Vietnamese 1-800-547-2058
Mandarin 1-866-303-0706
TTY (non voice) 1-800-815-9387
Mail or Fax
File by mailing or faxing UI Application, DE 1101I, by accessing the paper application online at
www.edd.ca.gov/unemployment. The paper application can be filled out online and printed, or printed and
completed by hand. Then the application can be mailed or faxed to an EDD office for processing.

DI

Note: File promptly. If you delay in filing, you may lose benefits to which you would otherwise be entitled.

Disability Insurance
(funded entirely by employees’ contributions)
When you are unable to work or reduce your work hours because of sickness, injury, or pregnancy, you may be
eligible to receive Disability Insurance (DI) benefits.
Your employer must provide a copy of Disability Insurance Provisions, DE 2515, to each newly hired employee
and to each employee leaving work due to pregnancy or due to sickness or injury that is not job related.
To file a claim:
 Online, create an account at www.edd.ca.gov/disability. This is the easiest and fastest way to file a new claim
and obtain claim status information.
 By mail, obtain the data capturing Claim for Disability Insurance Benefits (Optical Character Recognition),
DE 2501, from your employer, physician/practitioner, hospital, by calling us at 1-800-480-3287, or online
at www.edd.ca.gov/forms.
Note: If your employer maintains an approved Voluntary Plan for DI coverage, contact your employer for assistance.

PFL

FOR MORE INFORMATION ABOUT DI, PLEASE VISIT www.edd.ca.gov/disability OR
CONTACT DI CUSTOMER SERVICE BY PHONE AT 1-800-480-3287.
STATE GOVERNMENT EMPLOYEES SHOULD CALL 1-866-352-7675.
TTY (FOR DEAF OR HEARING-IMPAIRED INDIVIDUALS ONLY) IS AVAILABLE AT 1-800-563-2441.

Paid Family Leave
(funded entirely by employees’ contributions)
When you stop working or reduce your work hours to care for a family member who is seriously ill or to bond
with a new child, you may be eligible to receive Paid Family Leave (PFL) benefits.
Your employer must provide a copy of Paid Family Leave Program Brochure, DE 2511, to each newly hired employee
and to each employee leaving work to care for a seriously ill family member or to bond with a new child.
To file a claim:
 Online, create an account at www.edd.ca.gov/disability. This is the easiest and fastest way to file a new claim.
 By mail, obtain the data capturing Claim for Paid Family Leave Benefits (Optical Character Recognition),
DE 2501F, from your employer, physician/practitioner, hospital, by calling us at 1-877-238-4373, or online at
www.edd.ca.gov/forms.
Note: If your employer maintains an approved Voluntary Plan for PFL coverage, contact your employer for assistance.
FOR MORE INFORMATION ABOUT PFL, PLEASE VISIT www.edd.ca.gov/disability OR
CONTACT CUSTOMER SERVICE BY PHONE AT 1-877-238-4373.
STATE GOVERNMENT EMPLOYEES SHOULD CALL 1-877-945-4747.
TTY (FOR DEAF OR HEARING-IMPAIRED INDIVIDUALS ONLY) IS AVAILABLE AT 1-800-445-1312.
NOTE: SOME EMPLOYEES MAY BE EXEMPT FROM COVERAGE BY THE ABOVE INSURANCE PROGRAMS.
IT IS ILLEGAL TO MAKE A FALSE STATEMENT OR TO WITHHOLD FACTS TO CLAIM BENEFITS.
FOR ADDITIONAL GENERAL INFORMATION, VISIT THE EDD WEBSITE AT www.edd.ca.gov.

DE 1857A Rev. 42 (11-13) (INTERNET)
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Division of Labor Standards Enforcement - Office of the Labor Commissioner

THIS POSTER MUST BE DISPLAYED WHERE EMPLOYEES CAN EASILY READ IT

(Re-publication of poster may exclude pictures but must include subsequent title and text which is mandatory)

HEALTHY WORKPLACES/HEALTHY FAMILIES ACT OF 2014
PAID SICK LEAVE
Entitlement:
•

An employee who, on or after July 1, 2015, works in California for 30 or more days
within a year from the beginning of employment is entitled to paid sick leave.

•

Paid sick leave accrues at the rate of one hour per every 30 hours worked, paid at the
employee’s regular wage rate. Accrual shall begin on the first day of employment or July
1, 2015, whichever is later.

•

Accrued paid sick leave shall carry over to the following year of employment and may
be capped at 48 hours or 6 days. However, subject to specified conditions, if an
employer has a paid sick leave, paid leave or paid time off policy (PTO) that provides no
less than 24 hours or three days of paid leave or paid time off, no accrual or carry over
is required if the full amount of leave is received at the beginning of each year in
accordance with the policy.

Usage:
•

An employee may use accrued paid sick days beginning on the 90th day of employment.

•

An employer shall provide paid sick days upon the oral or written request of an
employee for themselves or a family member for the diagnosis, care or treatment of an
existing health condition or preventive care, or specified purposes for an employee who
is a victim of domestic violence, sexual assault, or stalking.

•

An employer may limit the use of paid sick days to 24 hours or three days in each year
of employment.

Retaliation or discrimination against an employee who requests paid sick days or uses paid
sick days or both is prohibited. An employee can file a complaint with the Labor Commissioner
against an employer who retaliates or discriminates against the employee.
For additional information, you may contact your employer or the local office of the Labor
Commissioner. Locate the office by looking at the list of offices on our website
http://www.dir.ca.gov/dlse/DistrictOffices.htm using the alphabetical listing of cities, locations,
and communities. Staff is available in person and by telephone.
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YOUR RIGHTS UNDER USERRA
THE UNIFORMED SERVICES EMPLOYMENT
AND REEMPLOYMENT RIGHTS ACT

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake
military service or certain types of service in the National Disaster Medical System. USERRA also prohibits employers
from discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

REEMPLOYMENT RIGHTS

HEALTH INSURANCE PROTECTION

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

you ensure that your employer receives advance written or verbal
notice of your service;
you have five years or less of cumulative service in the uniformed
services while with that particular employer;
you return to work or apply for reemployment in a timely manner
after conclusion of service; and
you have not been separated from service with a disqualifying
discharge or under other than honorable conditions.

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

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION

I

I

are a past or present member of the uniformed service;
have applied for membership in the uniformed service; or
are obligated to serve in the uniformed service;

I

I

I

then an employer may not deny you:

I
I
I
I
I

initial employment;
reemployment;
retention in employment;
promotion; or
any benefit of employment

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

ENFORCEMENT

If you:
I
I
I

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

I

The U.S. Department of Labor, Veterans Employment and Training
Service (VETS) is authorized to investigate and resolve complaints
of USERRA violations.
For assistance in filing a complaint, or for any other information on
USERRA, contact VETS at 1-866-4-USA-DOL or visit its website at
http://www.dol.gov/vets. An interactive online USERRA Advisor can
be viewed at http://www.dol.gov/elaws/userra.htm.
If you file a complaint with VETS and VETS is unable to resolve it,
you may request that your case be referred to the Department
of Justice or the Office of Special Counsel, as applicable, for
representation.
You may also bypass the VETS process and bring a civil action
against an employer for violations of USERRA.

because of this status.
In addition, an employer may not retaliate against anyone assisting in
the enforcement of USERRA rights, including testifying or making a
statement in connection with a proceeding under USERRA, even if that
person has no service connection.
The rights listed here may vary depending on the circumstances. The text of this notice was prepared by VETS, and may be viewed on the internet at
this address: http://www.dol.gov/vets/programs/userra/poster.htm. Federal law requires employers to notify employees of their rights under USERRA,
and employers may meet this requirement by displaying the text of this notice where they customarily place notices for employees.

U.S. Department of Labor
1-866-487-2365

U.S. Department of Justice

Office of Special Counsel

1-800-336-4590

Publication Date—October 2008

EMPLOYEE RIGHTS AND RESPONSIBILITIES
UNDER THE FAMILY AND MEDICAL LEAVE ACT
Basic Leave Entitlement

a regimen of continuing treatment, or incapacity due to pregnancy, or
incapacity due to a chronic condition. Other conditions may meet the
definition of continuing treatment.

• for incapacity due to pregnancy, prenatal medical care or child birth;
• to care for the employee’s child after birth, or placement for adoption
or foster care;
• to care for the employee’s spouse, son, daughter or parent, who has
a serious health condition; or
• for a serious health condition that makes the employee unable to
perform the employee’s job.

Use of Leave

Military Family Leave Entitlements

Substitution of Paid Leave for Unpaid Leave

FMLA requires covered employers to provide up to 12 weeks of unpaid,
job-protected leave to eligible employees for the following reasons:

Eligible employees whose spouse, son, daughter or parent is on covered
active duty or call to covered active duty status may use their 12-week
leave entitlement to address certain qualifying exigencies. Qualifying
exigencies may include attending certain military events, arranging for
alternative childcare, addressing certain financial and legal arrangements,
attending certain counseling sessions, and attending post-deployment
reintegration briefings.
FMLA also includes a special leave entitlement that permits eligible
employees to take up to 26 weeks of leave to care for a covered servicemember during a single 12-month period. A covered servicemember is:
(1) a current member of the Armed Forces, including a member of the
National Guard or Reserves, who is undergoing medical treatment,
recuperation or therapy, is otherwise in outpatient status, or is otherwise
on the temporary disability retired list, for a serious injury or illness*;
or (2) a veteran who was discharged or released under conditions other
than dishonorable at any time during the five-year period prior to the
first date the eligible employee takes FMLA leave to care for the covered
veteran, and who is undergoing medical treatment, recuperation, or
therapy for a serious injury or illness.*

*The FMLA definitions of “serious injury or illness” for
current servicemembers and veterans are distinct from
the FMLA definition of “serious health condition”.
Benefits and Protections

During FMLA leave, the employer must maintain the employee’s health
coverage under any “group health plan” on the same terms as if the
employee had continued to work. Upon return from FMLA leave, most
employees must be restored to their original or equivalent positions
with equivalent pay, benefits, and other employment terms.
Use of FMLA leave cannot result in the loss of any employment benefit
that accrued prior to the start of an employee’s leave.

An employee does not need to use this leave entitlement in one block.
Leave can be taken intermittently or on a reduced leave schedule when
medically necessary. Employees must make reasonable efforts to schedule
leave for planned medical treatment so as not to unduly disrupt the
employer’s operations. Leave due to qualifying exigencies may also be
taken on an intermittent basis.
Employees may choose or employers may require use of accrued paid
leave while taking FMLA leave. In order to use paid leave for FMLA
leave, employees must comply with the employer’s normal paid leave
policies.

Employee Responsibilities

Employees must provide 30 days advance notice of the need to take
FMLA leave when the need is foreseeable. When 30 days notice is not
possible, the employee must provide notice as soon as practicable and
generally must comply with an employer’s normal call-in procedures.
Employees must provide sufficient information for the employer to determine
if the leave may qualify for FMLA protection and the anticipated timing
and duration of the leave. Sufficient information may include that the
employee is unable to perform job functions, the family member is unable
to perform daily activities, the need for hospitalization or continuing
treatment by a health care provider, or circumstances supporting the need
for military family leave. Employees also must inform the employer if
the requested leave is for a reason for which FMLA leave was previously
taken or certified. Employees also may be required to provide a certification
and periodic recertification supporting the need for leave.

Employer Responsibilities

Covered employers must inform employees requesting leave whether
they are eligible under FMLA. If they are, the notice must specify any
additional information required as well as the employees’ rights and
responsibilities. If they are not eligible, the employer must provide a
reason for the ineligibility.
Covered employers must inform employees if leave will be designated
as FMLA-protected and the amount of leave counted against the employee’s
leave entitlement. If the employer determines that the leave is not
FMLA-protected, the employer must notify the employee.

Unlawful Acts by Employers

FMLA makes it unlawful for any employer to:

Eligibility Requirements

Employees are eligible if they have worked for a covered employer for at
least 12 months, have 1,250 hours of service in the previous 12 months*,
and if at least 50 employees are employed by the employer within 75 miles.

*Special hours of service eligibility requirements apply to
airline flight crew employees.

• interfere with, restrain, or deny the exercise of any right provided
under FMLA; and
• discharge or discriminate against any person for opposing any practice
made unlawful by FMLA or for involvement in any proceeding under
or relating to FMLA.

Enforcement

Definition of Serious Health Condition

A serious health condition is an illness, injury, impairment, or physical
or mental condition that involves either an overnight stay in a medical
care facility, or continuing treatment by a health care provider for a
condition that either prevents the employee from performing the functions
of the employee’s job, or prevents the qualified family member from
participating in school or other daily activities.
Subject to certain conditions, the continuing treatment requirement may
be met by a period of incapacity of more than 3 consecutive calendar days
combined with at least two visits to a health care provider or one visit and

An employee may file a complaint with the U.S. Department of Labor
or may bring a private lawsuit against an employer.
FMLA does not affect any Federal or State law prohibiting discrimination,
or supersede any State or local law or collective bargaining agreement
which provides greater family or medical leave rights.

FMLA section 109 (29 U.S.C. § 2619) requires FMLA
covered employers to post the text of this notice. Regulation
29 C.F.R. § 825.300(a) may require additional disclosures.

For additional information:
1-866-4US-WAGE (1-866-487-9243) TTY: 1-877-889-5627

WWW.WAGEHOUR.DOL.GOV

U.S. Department of Labor Wage and Hour Division

WHD Publication 1420 · Revised February 2013

Lucile Packard Children’s Hospital

Friday; every other week

Carolyn Caywood
HR Compliance Specialist

TIME OFF TO VOTE
Polls are open from 7:00 a.m. to 8:00 p.m. each Election
Day. If you are scheduled to be at work during that time,
California law allows you to take up to two hours oﬀ to
vote, without losing any pay.
You may take as much time as you need to vote, but only
two hours of that time will be paid.
Your time oﬀ for voting can be only at the beginning or
end of your regular work shift, unless you make another
arrangement with your employer.
If you think you will need time oﬀ to vote, you must
notify your employer at least two working days prior to
the election.
California Elections Code section 14000

Secretary of State Debra Bowen 1500 11th Street, 5th Floor Sacramento, CA 95814
(800) 345-VOTE (8683)

www.sos.ca.gov

The Division of Labor Standards Enforcement believes that the sample posting below meets the requirements of Labor Code Section
1102.8(a). This document must be printed to 8.5 x 11 inch paper with margins no larger than one-half inch in order to conform to the
statutory requirement that the lettering be larger than size 14 point type.

!
"#

$
%

&

'(
) "

$
*

+

)
)
,

-

-

.
)
+

)
)

/

)

-

0

%

12 '
3

.

-

!
" #
%&' ( ( &) * + &* + + * 4

)

5

$

OFFICIAL NOTICE
INDUSTRIAL WELFARE COMMISSION
ORDER NO. 5-2001
REGULATING
WAGES, HOURS AND WORKING CONDITIONS IN THE

PUBLIC HOUSEKEEPING
INDUSTRY
Effective July 1, 2003 as amended
Sections 4(A) and 10(C) amended and republished by the Department of Industrial Relations,
effective January 1, 2007, pursuant to AB 1835, Chapter 230, Statutes of 2006
This Order Must Be Posted Where Employees Can Read It Easily

IWC FORM 1105 (Rev. 03-2013)
OSP 06 98763

•

Please Post With This Side Showing

OFFICIAL NOTICE

•

Effective July 1, 2003 as amended
Sections 4(A) and 10(C) amended and republished by the Department of Industrial Relations,
effective January 1, 2007, pursuant to AB 1835, Chapter 230, Statutes of 2006

INDUSTRIAL WELFARE COMMISSION
ORDER NO. 5-2001
REGULATING
WAGES, HOURS AND WORKING CONDITIONS IN THE

PUBLIC HOUSEKEEPING INDUSTRY
TAKE NOTICE: To employers and representatives of persons working in industries and occupations in the State of California: The

Department of Industrial Relations amends and republishes the minimum wage and meals and lodging credits in the Industrial Welfare
Commission’s Orders as a result of legislation enacted (AB 1835, Ch. 230, Stats of 2006, adding sections 1182.12 and 1182.13 to the
California Labor Code.) The amendments and republishing make no other changes to the IWC’s Orders.

1. APPLICABILITY OF ORDER
This order shall apply to all persons employed in the public housekeeping industry whether paid on a time, piece rate, commission, or
other basis, except that:
(A) Except as provided in Sections 1,2,4,10, and 20, the provisions of this order shall not apply to student nurses in a school accredited

by the California Board of Registered Nursing or by the Board of Vocational Nurse and Psychiatric Technician Examiners are exempted by
the provisions of sections 2789 or 2884 of the Business and Professions Code;
(B) Provisions of sections 3 through 12 shall not apply to persons employed in administrative, executive, or professional capacities.
The following requirements shall apply in determining whether an employee’s duties meet the test to qualify for an exemption to those

sections:
(1) Executive Exemption. A person employed in an executive capacity means any employee:
(a) Whose duties and responsibilities involve the management of the enterprise in which he or she is employed or of a
customarily recognized department or subdivision thereof; and
(b) Who customarily and regularly directs the work of two or more other employees therein; and
(c) Who has the authority to hire or fire other employees or whose suggestions and recommendations as to the hiring or firing

and as to the advancement and promotion or any other change of status of other employees will be given particular weight; and
(d) Who customarily and regularly exercises discretion and independent judgment; and
(e) Who is primarily engaged in duties which meet the test of the exemption. The activities constituting exempt work and nonexempt work shall be construed in the same manner as such items are construed in the following regulations under the Fair Labor
Standards Act effective as of the date of this order: 29 C.F.R. Sections 541.102, 541.104-111, and 541.115-116. Exempt work shall

include, for example, all work that is directly and closely related to exempt work and work which is properly viewed as a means for carrying
out exempt functions. The work actually performed by the employee during the course of the work week must, first and foremost, be
examined and the amount of time the employee spends on such work, together with the employer’s realistic expectations and the realistic
requirements of the job, shall be considered in determining whether the employee satisfies this requirement.
(f) Such an employee must also earn a monthly salary equivalent to no less than two (2) times the state minimum wage for
full-time employment. Full-time employment is defined in Labor Code Section 515(c) as 40 hours per week.
(2) Administrative Exemption. A person employed in an administrative capacity means any employee:
(a) Whose duties and responsibilities involve either:

(i) The performance of office or non-manual work directly related to management policies or general business operations
of his employer or his employer’s customers; or
(ii) The performance of functions in the administration of a school system, or educational establishment or institution, or
of a department of subdivision thereof, in work directly related to the academic instruction or training carried on therein; and
(b) Who customarily and regularly exercises discretion and independent judgment; and
(c) Who regularly and directly assists a proprietor, or an employee employed in a bona fide executive or administrative capacity

(as such terms are defined for purposes of this section); or
(d) Who performs under only general supervision work along specialized or technical lines requiring special training,
experience, or knowledge; or
(e) Who executes under only general supervision special assignments and tasks; and
(f) Who is primarily engaged in duties which meet the test of the exemption. The activities constituting exempt work and non-

exempt work shall be construed in the same manner as such terms are construed in the following regulations under the Fair Labor Standards
Act effective as of the date of this order: 29 C.F.R. Sections 541.201-205, 541.207-208, 541.210, and 541.215. Exempt work shall include, for

example, all work that is directly and closely related to exempt work and work which is properly viewed as a means for carrying out exempt
functions. The work actually performed by the employee during the course of the work week must, first and foremost, be examined and the

amount of time the employee spends on such work, together with the employer’s realistic expectations and the realistic requirements of the
job, shall be considered in determining whether the employee satisfies this requirement.
(g) Such employee must also earn a monthly salary equivalent to no less than two (2) times the state minimum wage for fulltime employment. Full-time employment is defined in Labor Code Section 515(c) as 40 hours per week.
(3) Professional Exemption. A person employed in a professional capacity means any employee who meets all of the following
requirements:
(a) Who is licensed or certified by the State of California and is primarily engaged in the practice of one of the following
recognized professions: law, medicine, dentistry, optometry, architecture, engineering, teaching, or accounting; or
(b) Who is primarily engaged in an occupation commonly recognized as a learned or artistic profession. For the purposes of

this subsection, “learned or artistic profession” means an employee who is primarily engaged in the performance of:
(i) Work requiring knowledge of an advanced type in a field or science or learning customarily acquired by a prolonged
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course of specialized intellectual instruction and study, as distinguished from a general academic education and from an apprenticeship,
and from training in the performance of routine mental, manual, or physical processes, or work that is an essential part of or necessarily
incident to any of the above work; or
(ii) Work that is original and creative in character in a recognized field of artistic endeavor (as opposed to work which can

be produced by a person endowed with general manual or intellectual ability and training), and the result of which depends primarily on the
invention, imagination, or talent of the employee or work that is an essential part of or necessarily incident to any of the above work; and
(iii) Whose work is predominantly intellectual and varied in character (as opposed to routine mental, manual, mechanical,
or physical work) and is of such character that the output produced or the result accomplished cannot be standardized in relation to a given
period of time.
(c) Who customarily and regularly exercises discretion and independent judgment in the performance of duties set forth in
paragraph (a).
(d) Who earns a monthly salary equivalent to no less than two (2) times the state minimum wage for full-time employment.
Full-time employment is defined in Labor Code Section 515 (c) as 40 hours per week.
(e) Subparagraph (b) above is intended to be construed in accordance with the following provisions of federal law as they
existed as of the date of this Wage Order: 29 C.F.R. Sections 541.207, 541.301(a)-(d), 541.302, 541.306, 541.307, 541.308, and 541.310.
(f) Notwithstanding the provisions of this subparagraph, pharmacists employed to engage in the practice of pharmacy, and
registered nurses employed to engage in the practice of nursing, shall not be considered exempt professional employees, nor shall they be
considered exempt from coverage for the purposes of this subsection unless they individually meet the criteria established for exemption

as executive or administrative employees.
(g) Subparagraph (f) above, shall not apply to the following advanced practice nurses:
(i) Certified nurse midwives who are primarily engaged in performing duties for which certification is required pursuant to

Article 2.5 (commencing with Section 2746) of Chapter 6 of Division 2 of the Business and Professions Code.
(ii) Certified nurse anesthetists who are primarily engaged in performing duties for which certification is required pursuant
to Article 7 (commencing with Section 2825) of Chapter 6 of Division 2 of the Business and Professions Code.
(iii) Certified nurse practitioners who are primarily engaged in performing duties for which certification is required pursuant
to Article 8 (commencing with Section 2834) of Chapter 6 of Division 2 of the Business and Professions Code.
(iv) Nothing in this subparagraph shall exempt the occupations set forth in clauses (i), (ii), and (iii) from meeting the

requirements of subsection 1(B)(3)(a)-(d), above.
(h) Except as provided in subparagraph (i), an employee in the computer software field who is paid on an hourly basis shall

be exempt, if all of the following apply:
(i) The employee is pr imarily engaged in work that is intellectual or creative and requires the exercise of discretion and
independent judgment.

(ii) The employee is primarily engaged in duties that consist of one or more of the following:
—The application of systems analysis techniques and procedures, including consulting with users, to determine hardware,
software, or system functional specifications.
— The design, development, documentation, analysis, creation, testing, or modification of computer systems or programs,
including prototypes, based on and related to, user or system design specifications.

—The documentation, testing, creation, or modification of computer programs related to the design of software or hard-

ware for computer operating systems.
(iii) The employee is highly skilled and is proficient in the theoretical and practical application of highly specialized
information to computer systems analysis, programming, and software engineering. A job title shall not be determinative of the

applicability of this exemption.
(iv) The employee’s hourly rate of pay is not less than forty-one dollars ($41.00). The Office of Policy, Research and
Legislation shall adjust this pay rate on October 1 of each year to be effective on January 1 of the following year by an amount equal to
the percentage increase in the California Consumer Price Index for Urban Wage Earners and Clerical Workers.*
(i) The exemption provided in subparagraph (h) does not apply to an employee if any of the following apply:
(i) The employee is a trainee or employee in an entry-level position who is learning to become proficient in the theoretical
and practical application of highly specialized information to computer systems analysis, programming, and software engineering.
(ii) The employee is in a computer-related occupation but has not attained the level of skill and expertise necessary to
work independently and without close supervision.
(iii) The employee is engaged in the operation of computers or in the manufacture, repair, or maintenance of computer
hardware and related equipment.
(iv) The employee is an engineer, drafter, machinist, or other professional whose work is highly dependent upon or facilitated by the use of computers and computer software programs and who is skilled in computer-aided design software, including CAD/CAM,
but who is not in a computer systems analysis or programming occupation.
(v) The employee is a writer engaged in writing material, including box labels, product descriptions, documentation,
promotional material, setup and installation instructions, and other similar written information, either for print or for onscreen media or who

writes or provides content material intended to be read by customers, subscribers, or visitors to computer-related media such as the World
Wide Web or CD-ROMs.
(vi) The employee is engaged in any of the activities set forth in subparagraph (h) for the purpose of creating imagery for
effects used in the motion picture, television, or theatrical industry.
(C) Except as provided in Sections 1, 2, 4, 10, and 20, the provisions of this order shall not apply to any employees directly employed
by the State or any political subdivision thereof, including any city, county, or special district.
(D) The provisions of this order shall not apply to outside salespersons.
(E) Provisions of this order shall not apply to any individual who is the parent, spouse, child, or legally adopted child of the employer.
(F) The provisions of this order shall not apply to any individual participating in a national service program, such as AmeriCorps,
carried out using assistance provided under Section 12571 of Title 42 of the United States Code. (See Stats. 2000, ch. 365, amending
Labor Code § 1171.)

2. DEFINITIONS

(A) An “alternative workweek schedule” means any regularly scheduled workweek requiring an employee to work more than eight (8)
hours in a 24-hour period.

* Pursuant to Labor Code section 515.5, subdivision (a)(4), the Office of Policy, Research and Legislation, Department of Industrial
Relations, has adjusted the minimum hourly rate of pay specified in this subdivision to be $49.77, effective January 1, 2007. This hourly
rate of pay is adjusted on October 1 of each year to be effective on January 1, of the following year, and may be obtained at
www.dir.ca.gov/IWC or by mail from the Department of Industrial Relations.
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(B) “Commission” means the Industrial Welfare Commission of the State of California.
(C) “Division” means the Division of Labor Standards Enforcement of the State of California.
(D) “Emergency” means an unpredictable or unavoidable occurrence at unscheduled intervals requiring immediate action.
(E) “Employ” means to engage, suffer, or permit to work.
(F) “Employee” means any person employed by an employer, and includes any lessee who is charged rent, or who pays rent for a

chair, booth, or space and
(1) who does not use his or her own funds to purchase requisite supplies, and
(2) who does not maintain an appointment book separate and distinct from that of the establishment in which the space is located,
and

(3) who does not have a business license where applicable.

(G) “Employees in the Healthcare Industry” means any of the following:

(1) Employees in the healthcare industry providing patient care; or
(2) Employees in the healthcare industry working in a clinical or medical department, including pharmacists dispensing prescrip
tions in any practice setting; or

(3) Employees in the healthcare industry working primarily or regularly as a member of a patient care delivery team
(4) Licensed veterinarians, registered veterinary technicians and unregistered animal health technicians providing patient care.
(H) “Employer” means any person as defined in Section 18 of the Labor Code, who directly or indirectly, or through an agent or any
other person, employs or exercises control over the wages, hours, or working conditions of any person.
(I) “Healthcare Emergency” consists of an unpredictable or unavoidable occurrence at unscheduled intervals relating to healthcare

delivery, requiring immediate action.

(J) “Healthcare Industry” is defined as hospitals, skilled nursing facilities, intermediate care and residential care facilities, convalescent

care institutions, home health agencies, clinics operating twenty-four (24) hours per day, and clinics performing surgery, urgent care,
radiology, anesthesiology, pathology, neurology or dialysis.
(K) “Hours worked” means the time during which an employee is subject to the control of an employer, and includes all the time the

employee is suffered or permitted to work, whether or not required to do so, and in the case of an employee who is required to reside on the
employment premises, that time spent carrying out assigned duties shall be counted as hours worked. Within the health care industry, the

term “hours worked” means the time during which an employee is suffered or permitted to work for the employer, whether or not required
to do so, as interpreted in accordance with the provisions of the Fair Labor Standards Act.
(L) “Minor” means, for the purpose of this Order, any person under the age of 18 years.
(M) “Outside Salesperson” means any person, 18 years of age or over, who customarily and regularly works more than half the working
time away from the employer’s place of business selling tangible or intangible items or obtaining orders or contracts for products, services

or use of facilities.
(N) “Personal attendant” includes baby sitters and means any person employed by a non-profit organization covered by this order to
supervise, feed or dress a child or person who by reason of advanced age, physical disability or mental deficiency needs supervision. The
status of “personal attendant” shall apply when no significant amount of work other than the foregoing is required.
(O) “Primarily” as used in Section 1, Applicability, means more than one-half the employee’s work time.
(P) “Public Housekeeping Industry” means any industry, business, or establishment which provides meals, housing, or maintenance

services whether operated as a primary business or when incidental to other operations in an establishment not covered by an industry
order of the Commission, and includes, but is not limited to the following:
(1) Restaurants, night clubs, taverns, bars, cocktail lounges, lunch counters, cafeterias, boarding houses, clubs, and all similar

establishments where food in either solid or liquid form is prepared and served to be consumed on the premises;
(2) Catering, banquet, box lunch service, and similar establishments which prepare food for consumption on or off the premises;
(3)
Hotels, motels, apartment houses, rooming houses, camps, clubs, trailer parks, office or loft buildings, and similar
establishments offering rental of living, business, or commercial quarters;
(4) Hospitals, sanitariums, rest homes, child nurseries, child care institutions, homes for the aged, and similar establishments of-

fering board or lodging in addition to medical, surgical, nursing, convalescent, aged, or child care;
(5) Private schools, colleges, or universities, and similar establishments which provide board or lodging in addition to educational
facilities;

(6) Establishments contracting for development, maintenance or cleaning of grounds; maintenance or cleaning of facilities and/or
quarters of commercial units and living units; and
(7) Establishments providing veterinary or other animal care services.
(Q) “Shift” means designated hours of work by an employee, with a designated beginning time and quitting time.
(R) “Split shift” means a work schedule which is interrupted by non-paid non-working periods established by the employer, other than

bona fide rest or meal periods.

(S) “Teaching” means, for the purpose of section 1 of this Order, the profession of teaching under a certificate from the Commission

for Teacher Preparation and Licensing or teaching in an accredited college or university.

(T) “Wages” include all amounts of labor performed by employees of every description, whether the amount is fixed or ascertained by

the standard of time, task, piece, commission basis, or other method of calculation.

(U) “Workday” and “day” mean any consecutive 24-hour period beginning at the same time each calendar day.
(V) “Workweek” and “week” mean any seven (7) consecutive days, starting with the same calendar day each week. “Workweek” is a
fixed and regularly recurring period of 168 hours, seven (7) consecutive 24-hour periods.

3. HOURS AND DAYS OF WORK
(A) Daily Overtime - General Provisions
(1) The following overtime provisions are applicable to employees 18 years of age or over and to employees 16 or 17 years of age

who are not required by law to attend school and are not otherwise prohibited by law from engaging in the subject work. Such employees
shall not be employed more than eight (8) hours in any workday or more than 40 hours in any workweek unless the employee receives one
and one-half (11/2) times such employee’s regular rate of pay for all hours worked over 40 hours in the workweek. Eight (8) hours of labor

constitutes a day’s work. Employment beyond eight (8) hours in any workday or more than six (6) days in any workweek is permissible
provided the employee is compensated for such overtime at not less than:
(a) One and one-half (11/2) times the employee’s regular rate of pay for all hours worked in excess of eight (8) hours up to
and including twelve (12) hours in any workday, and for the first eight (8) hours worked on the seventh (7th) consecutive day of work in a
workweek; and
(b) Double the employee’s regular rate of pay for all hours worked in excess of 12 hours in any workday and for all hours
worked in excess of eight (8) hours on the seventh (7th) consecutive day of work in a workweek.
(c) The overtime rate of compensation required to be paid to a nonexempt full-time salaried employee shall be computed by
using the employee’s regular hourly salary as one fortieth (1/40) of the employee’s weekly salary.
(2) Employees with direct responsibility for children who are under 18 years of age or who are not emancipated from the foster care
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system and who, in either case, are receiving 24 hour residential care, may, without violating any provision of this section, be compensated
as follows:
(a) An employee who works in excess of 40 hours in a workweek shall be compensated at one and one-half (11/2) times the
employee’s regular rate of pay for all hours over 40 hours in the workweek.
(b) An employee shall be compensated at two (2) times the employee’s regular rate of pay for all hours in excess of 48 hours

in the workweek.
(c) An employee shall be compensated at two (2) times the employee’s regular rate of pay for all hours in excess of 16 in a
workday.
(d) No employee shall work more than 24 consecutive hours until said employee receives not less than eight (8) consecutive
hours off-duty immediately following the 24 consecutive hours of work. Time spent sleeping shall not be included as hours worked.
(e) Section (A)(2) above shall apply to employees of 24 hour non-medical out of home licensed residential facilities of 15 beds
or fewer for the developmentally disabled, elderly, and mentally ill adults.
This section, (3)(A)(2)(e), shall sunset on July 1, 2005.
(B) Alternative Workweek Schedules
(1) No employer shall be deemed to have violated the daily overtime provisions by instituting, pursuant to the election procedures
set forth in this wage order, a regularly scheduled alternative workweek schedule of not more than ten (10) hours per day within a 40 hour

workweek without the payment of an overtime rate of compensation. All work performed in any workday beyond the schedule established
by the agreement up to twelve (12) hours a day or beyond 40 hours per week shall be paid at one and one-half (11/2) times the employee’s

regular rate of pay. All work performed in excess of twelve (12) hours per day and any work in excess of eight (8) hours on those days
worked beyond the regularly scheduled number of workdays established by the alternative workweek agreement shall be paid at double
the employee’s regular rate of pay. Any alternative workweek agreement adopted pursuant to this section shall provide for not less than

four (4) hours of work in any shift. Nothing in this section shall prohibit an employer, at the request of the employee, to substitute one day
of work for another day of the same length in the shift provided by the alternative workweek agreement on an occasional basis to meet the
personal needs of the employee without the payment of overtime. No hours paid at either one and one-half (11/2) or double the regular rate
of pay shall be included in determining when 40 hours have been worked for the purpose of computing overtime compensation.
(2) If an employer, whose employees have adopted an alternative workweek agreement permitted by this order requires an
employee to work fewer hours than those that are regularly scheduled by the agreement, the employer shall pay the employee overtime
compensation at a rate of one and one-half (11/2) times the employee’s regular rate of pay for all hours worked in excess of eight (8) hours,
and double the employee’s regular rate of pay for all hours worked in excess of 12 hours for the day the employee is required to work the

reduced hours.
(3) An employer shall not reduce an employee’s regular rate of hourly pay as a result of the adoption, repeal or nullification of an
alternative workweek schedule.

(4) An employer shall explore any available reasonable alternative means of accommodating the religious belief or observance
of an affected employee that conflicts with an adopted alternative workweek schedule, in the manner provided by subdivision (j) of Section
12940 of the Government Code.

(5) An employer shall make a reasonable effort to find a work schedule not to exceed eight (8) hours in a workday, in order to
accommodate any affected employee who was eligible to vote in an election authorized by this Section and who is unable to work the
alternative workweek schedule established as the result of that election.
(6) An employer shall be permitted, but not required, to provide a work schedule not to exceed eight (8) hours in a workday to
accommodate any employee who is hired after the date of the election and who is unable to work the alternative workweek schedule established by the election.
(7) Arrangements adopted in a secret ballot election held pursuant to this order prior to 1998, or under the rules in effect prior to
1998, and before the performance of the work, shall remain valid after July 1, 2000 provided that the results of the election are reported by
the employer to the Office of Policy, Research and Legislation by January 1, 2001, in accordance with the requirements of Section C below

(Election Procedures). If an employee was voluntarily working an alternative workweek schedule of not more than ten (10) hours a day as
of July 1, 1999, that alternative workweek was based on an individual agreement made after January 1, 1998 between the employee and
employer, and the employee submitted, and the employer approved, a written request on or before May 30, 2000 to continue the agreement, the employee may continue to work that alternative workweek schedule without payment of an overtime rate of compensation for
the hours provided in the agreement. An employee may revoke his or her voluntary authorization to continue such a schedule with 30 days

written notice to the employer. New arrangements can only be entered into pursuant to the provisions of this section. Notwithstanding the
foregoing, if a health care industry employer implemented a reduced rate for 12 hour shift employees in the last quarter of 1999 and desires
to re-implement a flexible work arrangement that includes 12 hour shifts at straight time for the same work unit, the employer must pay a
base rate to each affected employee in the work unit that is no less than that employee’s base rate in 1999 immediately prior to the date of

the rate reduction.
(8) Notwithstanding the above provisions regarding alternative workweek schedules, no employer of employees in the healthcare
industry shall be deemed to have violated the daily overtime provisions by instituting, pursuant to the election procedures set forth in this
wage order a regularly scheduled alternative workweek schedule that includes work days exceeding ten (10) hours but not more than 12
hours within a 40-hour workweek without the payment of overtime compensation, provided that:
(a) An employee who works beyond 12 hours in a workday shall be compensated at double the employee’s regular rate of

pay for all hours in excess of (12);
(b) An employee who works in excess of 40 hours in a workweek shall be compensated at one and one-half (11/2) times the
employee’s regular rate of pay for all hours over 40 hours in the workweek;
(c) Any alternative workweek agreement adopted pursuant to this section shall provide for not less than four (4) hours of work
in any shift.
(d) The same overtime standards shall apply to employees who are temporarily assigned to a work unit covered by this sub-

section;
(e) Any employer who instituted an alternative workweek schedule pursuant to this subsection shall make a reasonable effort
to find another work assignment for any employee who participated in a valid election prior to 1998 pursuant to the provisions of Wage
Orders 4 and 5 and who is unable to work the alternative workweek schedule established.
(f) An employer engaged in the operation of a licensed hospital or in providing personnel for the operation of a licensed hospital
who institutes, pursuant to a valid order of the Commission, a regularly scheduled alternative workweek that includes no more than three
(3) 12-hour workdays, shall make a reasonable effort to find another work assignment for any employee who participated in the vote which
authorized the schedule and is unable to work the 12-hour shifts. An employer shall not be required to offer a different work assignment to
an employee if such a work assignment is not available or if the employee was hired after the adoption of the 12 hour, three (3) day
alternative workweek schedule.
(9) No employee assigned to wor k a 12 hour shift established pursuant to this Order shall be required to work more than 12 hours
in any 24 hour period unless the Chief Nursing Officer or authorized executive declares that:

(a) A “healthcare emergency”, as defined, exists in this Order, and
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(b) All reasonable steps have been taken to provide required staffing, and
(c) Considering overall operational status needs, continued overtime is necessary to provide required staffing.
(10) Provided further that no employee shall be required to work more than 16 hours in a 24-hour period unless by voluntary mutual
agreement of the employee and employer, and no employee shall work more than 24 consecutive hours until said employee receives not
less than eight (8) consecutive hours off-duty immediately following the 24 consecutive hours of work.
(11) Notwithstanding subsection (B)(9) above, an employee may be required to work up to 13 hours in any 24-hour period if the
employee scheduled to relieve the subject employee does not report for duty as scheduled and does not inform the employer more than

two (2) hours in advance of that scheduled shift that he/she will not be appearing for duty as scheduled.
(C) Election Procedures

Election procedures for the adoption and repeal of alternative workweek schedules require the following:
(1) Each proposal for an alternative workweek schedule shall be in the form of a written agreement proposed by the employer.
The proposed agreement must designate a regularly scheduled alternative workweek in which the specified number of work days and work
hours are regularly recurring. The actual days worked within that alternative workweek schedule need not be specified. The employer may

propose a single work schedule that would become the standard schedule for workers in the work unit, or a menu of work schedule options,
from which each employee in the unit would be entitled to choose. If the employer proposes a menu of work schedule options, the employee

may, with the approval of the employer, move from one menu option to another.
(2) In order to be valid, the proposed alternative workweek schedule must be adopted in a secret ballot election, before the
performance of work, by at least a two-thirds (2/3) vote of the affected employees in the work unit. The election shall be held during
regular working hours at the employees’ work site. For purposes of this subsection, “affected employees in the work unit” may include all
employees in a readily identifiable work unit, such as a division, a department, a job classification, a shift, a separate physical location, or a
recognized subdivision of any such work unit. A work unit may consist of an individual employee as long as the criteria for an identifiable
work unit in this subsection is met.

(3) Prior to the secret ballot vote, any employer who proposed to institute an alternative workweek schedule shall have made a
disclosure in writing to the affected employees, including the effects of the proposed arrangement on the employees’ wages, hours, and

benefits. Such a disclosure shall include meeting(s), duly noticed, held at least fourteen (14) days prior to voting, for the specific purpose
of discussing the effects of the alternative workweek schedule. An employer shall provide that disclosure in a non-English language, as
well as in English, if at least five (5) percent of the affected employees primarily speak that non-English language. The employer shall mail

the written disclosure to employees who do not attend the meeting. Failure to comply with this paragraph shall make the election null and
void.

(4) Any election to establish or repeal an alternative workweek schedule shall be held at the work site of the affected employees.
The employer shall bear the costs of conducting any election held pursuant to this section. Upon a complaint by an affected employee,
and after an investigation by the Labor Commissioner, the Labor Commissioner may require the employer to select a neutral third party to
conduct the election.
(5) Any type of alternative workweek schedule that is authorized by the Labor Code may be repealed by the affected employees.
Upon a petition of one-third (1/3) of the affected employees, a new secret ballot election shall be held and a two-thirds (2/3) vote of the
affected employees shall be required to reverse the alternative workweek schedule. The election to repeal the alternative workweek
schedule shall be held not more than 30 days after the petition is submitted to the employer, except that the election shall be held not less
than 12 months after the date that the same group of employees voted in an election held to adopt or repeal an alternative workweek
schedule. However, where an alternative workweek schedule was adopted between October 1, 1999 and October 1, 2000, a new secret

ballot election to repeal that alternative workweek schedule shall not be subject to the 12-month interval between elections. The election
shall take place during regular working hours at the employees’ work site. If the alternative workweek schedule is revoked, the employer
shall comply within 60 days. Upon proper showing of undue hardship, the Division of Labor Standards Enforcement may grant an
extension of time for compliance.
(6) Only secret ballots may be cast by affected employees in the work unit at any election held pursuant to this section. The results

of any election conducted pursuant to this section shall be reported by the employer to the Office of Policy, Research and Legislation
within 30 days after the results are final, and the report of election results shall be a public document. The report shall include the final tally
of the vote, the size of the unit, and the nature of the business of the employer.
(7) Employees affected by a change in the work hours resulting from the adoption of an alternative workweek schedule may not
be required to work those new work hours for at least 30 days after the announcement of the final results of the election.
(8) Employers shall not intimidate or coerce employees to vote either in support of or in opposition to a proposed alternative workweek. No employees shall be discharged or discriminated against for expressing opinions concerning the alternative workweek election or
for opposing or supporting its adoption or repeal. However, nothing in this section shall prohibit an employer from expressing his/her position
concerning that alternative workweek to the affected employees. A violation of this subsection shall be subject to Labor Code section 98 et
seq.
(D) No employer engaged in the operation of a hospital or an establishment which is an institution primarily engaged in the care of the

sick, the aged, or the mentally ill or defective who reside on the premises shall be deemed to have violated any provision of this section if,
pursuant to an agreement or understanding arrived at between the employer and employee before performance of work, a work period of

14 consecutive days is accepted in lieu of the workweek of seven (7) consecutive days for purposes of overtime computation and if, for any
employment in excess of 80 hours in such 14 day period, the employee receives compensation at a rate not less than one and one-half
(11/2) times the regular rate at which the employee is employed.
(E) This section does not apply to organized camp counselors who are not employed more than 54 hours and not more than six (6) days
in any workweek except under the conditions set forth below. This section shall also not apply to personal attendants as defined in Section

2 (N), nor to resident managers of homes for the aged having less than eight (8) beds; provided that persons employed in such occupations
shall not be employed more than 40 hours nor more than six (6) days in any workweek, except under the following conditions:
In the case of emergency, employees may be employed in excess of forty (40) hours or six (6) days in any workweek provided the

employee is compensated for all hours in excess of 40 hours and days in excess of six (6) days in the workweek at not less than one and
one-half (11/2) times the employee’s regular rate of pay. However, regarding organized camp counselors, in case of emergency they may
be employed in excess of 54 hours or six (6) days, provided that they are compensated at not less than one and one-half (11/2) times the
employee’s regular rate of pay for all hours worked in excess of 54 hours and six (6) days in the workweek.
(F) One and one-half (11/2) times a minor’s regular rate of pay shall be paid for all work over 40 hours in any workweek except minors

16 or 17 years old who are not required by law to attend school and may therefore be employed for the same hours as an adult
are subject to subsection (A), (B), (C), or (D) above.
(VIOLATIONS OF CHILD LABOR LAWS are subject to civil penalties of from $500 to $10,000 as well as to criminal penalties.
Refer to California Labor Code sections 1285 to 1312 and 1390 to 1399 for additional restrictions on the employment of minors
and for descriptions of criminal and civil penalties for violation of the child labor laws. Employers should ask school districts about
any required work permits.)
(G) An employee may be employed on seven (7) workdays in a workweek when the total hours of employment during such workweek
do not exceed 30 and the total hours of employment in any one workday thereof do not exceed six (6).
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(H) If a meal period occurs on a shift beginning or ending at or between the hours of 10 p.m. and 6 a.m., facilities shall be available for
securing hot food and drink or for heating food or drink, and a suitable sheltered place shall be provided in which to consume such food or
drink.
(I) The provisions of this section are not applicable to employees whose hours of service are regulated by:
(1) The United States Department of Transportation Code of Federal Regulations, title 49, sections 395.1 to 395.13, Hours of
Service of Drivers, or

(2) Title 13 of the California Code of Regulations, subchapter 6.5, section 1200 and following sections, regulating hours or
drivers.
(J) The daily overtime provisions of subsection (A) above shall not apply to ambulance drivers and attendants scheduled for 24 hours

shifts of duty who have agreed in writing to exclude from daily time worked not more than three (3) meal periods of not more than one hour
each and a regularly scheduled uninterrupted sleeping period of not more than eight (8) hours. The employer shall provide adequate
dormitory and kitchen facilities for employees on such a schedule.
(K) The provisions of Labor Code Sections 551 and 552 regarding one (1) day’s rest in seven (7) shall not be construed to prevent an
accumulation of days of rest when the nature of the employment reasonably requires the employee to work seven (7) or more consecutive

days; provided, however, that in each calendar month, the employee shall receive the equivalent of one (1) day’s rest in seven (7).
(L) Except as provided in subsections (F) and (K), this section shall not apply to any employee covered by a valid collective bargaining

agreement if the agreement expressly provides for the wages, hours of work, and working conditions of the employees, and if the
agreement provides premium wage rates for all overtime hours worked and a regular hourly rate of pay for those employees of not less
than 30 percent more than the state minimum wage.
(M) Notwithstanding subsection (L) above, where the employer and a labor organization representing employees of the employer have
entered into a valid collective bargaining agreement pertaining to the hours of work of the employees, the requirement regarding the
equivalent of one (1) day’s rest in seven (7) (see subsection (K) above) shall apply, unless the agreement expressly provides otherwise.
(N) If an employer approves a written request of an employee to make up work time that is or would be lost as a result of a personal
obligation of the employee, the hours of that make up work time, if performed in the same workweek in which the work time was lost, may

not be counted toward computing the total number of hours worked in a day for purposes of the overtime requirements, except for hours in
excess of 11 hours of work in one (1) day or 40 hours of work in one (1) workweek. If an employee knows in advance that he or she will be
requesting make up time for a personal obligation that will recur at a fixed time over a succession of weeks, the employee may request to

make up work time for up to four (4) weeks in advance; provided, however, that the make up work must be performed in the same week that
the work time was lost. An employee shall provide a signed written request for each occasion that the employee makes a request to make
up work time pursuant to this Section. While an employer may inform an employee of this make up time option, the employer is prohibited

from encouraging or otherwise soliciting an employee to request the employer’s approval to take personal time off and make up the work
hours within the same workweek pursuant to this Section.

4. MINIMUM WAGES
(A) Every employer shall pay to each employee wages not less than seven dollars and fifty cents ($7.50) per hour for all hours worked,
effective January 1, 2007, and not less than eight dollars ($8.00) per hour for all hours worked, effective January 1, 2008, except:
LEARNERS. Employees during their first one hundred and sixty (160) hours of employment in occupations in which they have no
previous similar or related experience, may be paid not less than 85 percent of the minimum wage rounded to the nearest nickel.
(B) Every employer shall pay to each employee, on the established payday for the period involved, not less than the applicable minimum
wage for all hours worked in the payroll period, whether the remuneration is measured by time, piece, commission, or otherwise.
(C) When an employee works a split shift, one hour’s pay at the minimum wage shall be paid in addition to the minimum wage for that
workday, except when the employee resides at the place of employment.
(D) The provisions of this section shall not apply to apprentices regularly indentured under the State Division of Apprenticeship

Standards.

5. REPORTING TIME PAY
(A) Each workday an employee is required to report for work and does report, but is not put to work or is furnished less than half said

employee’s usual or scheduled day’s work, the employee shall be paid for half the usual or scheduled day’s work, but in no event for less
than two (2) hours nor more than four (4) hours, at the employee’s regular rate of pay, which shall not be less than the minimum wage.
(B) If an employee is required to report for work a second time in any one workday and is furnished less than two hours of work on the
second reporting, said employee shall be paid for two hours at the employee’s regular rate of pay, which shall not be less than the minimum

wage.
(C) The foregoing reporting time pay provisions are not applicable when:
(1) Operations cannot commence or continue due to threats to employees or property; or when recommended by civil authorities;
or

(2) Public utilities fail to supply electricity, water, or gas, or there is a failure in the public utilities, or sewer system; or
(3) The interruption of work is caused by an Act of God or other cause not within the employer’s control.
(D) This section shall not apply to an employee on paid standby status who is called to perform assigned work at a time other than the

employee’s scheduled reporting time.

6. LICENSES FOR DISABLED WORKERS
(A) A license may be issued by the Division authorizing employment of a person whose earning capacity is impaired by physical disability
or mental deficiency at less than the minimum wage. Such licenses shall be granted only upon joint application of employer and employee

and employee’s representative if any.
(B) A special license may be issued to a nonprofit organization such as a sheltered workshop or rehabilitation facility fixing special

minimum rates to enable the employment of such persons without requiring individual licenses of such employees.
(C) All such licenses and special licenses shall be renewed on a yearly basis or more frequently at the discretion of the Division. (See

California Labor Code, Sections 1191 and 1191.5.)

7. RECORDS
(A) Every employer shall keep accurate information with respect to each employee including the following:
(1) Full name, home address, occupation and social security number.
(2) Birth date, if under 18 years, and designation as a minor.
(3) Time records showing when the employee begins and ends each work period. Meal periods, split shift intervals and total daily
hours worked shall also be recorded. Meal periods during which operations cease and authorized rest periods need not be recorded.
(4) Total wages paid each payroll period, including value of board, lodging, or other compensation actually furnished to the
employee.
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(5) Total hours worked in the payroll period and applicable rates of pay. This information shall be made readily available to the
employee upon reasonable request.
(6) When a piece rate or incentive plan is in operation, piece rates or an explanation of the incentive plan formula shall be provided
to employees. An accurate production record shall be maintained by the employer.
(B) Every employer shall semimonthly or at the time of each payment of wages furnish each employee, either as a detachable part of
the check, draft, or voucher paying the employee’s wages, or separately, an itemized statement in writing showing: (1) all deductions; (2) the

inclusive dates of the period for which the employee is paid; (3) the name of the employee or the employee’s social security number; and (4)
the name of the employer, provided all deductions made on written orders of the employee may be aggregated and shown as one item.
(C) All required records shall be in the English language and in ink or other indelible form, properly dated, showing month, day and

year, and shall be kept on file by the employer for at least three years at the place of employment or at a central location within the State of
California. An employee’s records shall be available for inspection by the employee upon reasonable request.
(D) Clocks shall be provided in all major work areas or within reasonable distance thereto insofar as practicable.

8. CASH SHORTAGE AND BREAKAGE
No employer shall make any deduction from the wage or require any reimbursement from an employee for any cash shortage, break-

age, or loss of equipment, unless it can be shown that the shortage, breakage, or loss is caused by a dishonest or willful act, or by the gross
negligence of the employee.

9. UNIFORMS AND EQUIPMENT
(A) When uniforms are required by the employer to be worn by the employee as a condition of employment, such uniforms shall be

provided and maintained by the employer. The term “uniform” includes wearing apparel and accessories of distinctive design or color.

NOTE: This section shall not apply to protective apparel regulated by the Occupational Safety and Health Standards Board.
(B) When tools or equipment are required by the employer or are necessary to the performance of a job, such tools and equipment

shall be provided and maintained by the employer, except that an employee whose wages are at least two (2) times the minimum wage
provided herein may be required to provide and maintain hand tools and equipment customarily required by the trade or craft.
Notwithstanding any other provision of this section, employees in beauty salons, schools of beauty culture offering beauty care to the
public for a fee, and barber shops may be required to furnish their own manicure implements, curling irons, rollers, clips, haircutting
scissors, combs, blowers, razors, and eyebrow tweezers. This subsection (B) shall not apply to apprentices regularly indentured under the

State Division of Apprenticeship Standards.
NOTE: This section shall not apply to protective equipment and safety devices on tools regulated by the Occupational Safety and
Health Standards Board.
(C) A reasonable deposit may be required as security for the return of the items furnished by the employer under provisions of subsec-

tions (A) and (B) of this section upon issuance of a receipt to the employee for such deposit. Such deposits shall be made pursuant to Section
400 and following of the Labor Code or an employer with the prior written authorization of the employee may deduct from the employee’s
last check the cost of an item furnished pursuant to (A) and (B) above in the event said item is not returned. No deduction shall be made at
any time for normal wear and tear. All items furnished by the employer shall be returned by the employee upon completion of the job.

10. MEALS AND LODGING

(A) “Meal” means an adequate, well-balanced serving of a variety of wholesome, nutritious foods.
(B) “Lodging” means living accommodations available to the employee for full-time occupancy which are adequate, decent, and sanitary
according to usual and customary standards. Employees shall not be required to share a bed.
(C) Meals or lodging may not be credited against the minimum wage without a voluntary written agreement between the employer and

the employee. When credit for meals or lodging is used to meet part of the employer’s minimum wage obligation, the amounts so credited
may not be more than the following:

Effective
January 1, 2007

Effective
January 1, 2008

Room occupied alone ....................................................

$35.27 per week

$37.63 per week

Room shared .................................................................

$29.11 per week

$31.06 per week

Apartment—two-thirds (2/3) of the ordinary rental value,
and in no event more than .............................................

$423.51 per month

$451.89 per month

Where a couple are both employed by the employer,
two-thirds (2/3) of the ordinary rental value, and in
no event more than ........................................................

$626.49 per month

$668.46 per month

$2.72
$3.72
$5.00

$2.90
$3.97
$5.34

Lodging:

Meals:
Breakfast .........................................................................
Lunch...............................................................................
Dinner ..............................................................................

(D) Meals evaluated, as part of the minimum wage, must be bona fide meals consistent with the employee’s work shift. Deductions shall
not be made for meals not received nor lodging not used.
(E) If, as a condition of employment, the employee must live at the place of employment or occupy quarters owned or under the control
of the employer, then the employer may not charge rent in excess of the values listed herein.

11. MEAL PERIODS
(A) No employer shall employ any person for a work period of more than five (5) hours without a meal period of not less than 30 minutes, except that when a work period of not more than six (6) hours will complete the day’s work the meal period may be waived by mutual
consent of the employer and employee. Unless the employee is relieved of all duty during a 30 minute meal period, the meal period shall
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be considered an “on duty” meal period and counted as time worked. An “on duty” meal period shall be permitted only when the nature of

the work prevents an employee from being relieved of all duty and when by written agreement between the parties an on-the-job paid meal
period is agreed to. The written agreement shall state that the employee may, in writing, revoke the agreement at any time.
(B) If an employer fails to provide an employee a meal period in accordance with the applicable provisions of this Order, the employer
shall pay the employee one (1) hour of pay at the employee’s regular rate of compensation for each work day that the meal period is not
provided.
(C) In all places of employment where employees are required to eat on the premises, a suitable place for that purpose shall be
designated.
(D) Notwithstanding any other provision of this order, employees in the health care industry who work shifts in excess of eight (8) total

hours in a workday may voluntarily waive their right to one of their two meal periods. In order to be valid, any such waiver must be
documented in a written agreement that is voluntarily signed by both the employee and the employer. The employee may revoke the
waiver at any time by providing the employer at least one day’s written notice. The employee shall be fully compensated for all working time,
including any on-the-job meal period, while such a waiver is in effect.
(E) Employees with direct responsibility for children who are under 18 years of age or who are not emancipated from the foster care

system and who, in either case, are receiving 24 hour residential care, and employees of 24 hour residential care facilities for the elderly,
blind or developmentally disabled individuals may be required to work on-duty meal periods without penalty when necessary to meet
regulatory or approved program standards and one of the following two conditions is met:
(1) (a) The residential care employees eats with residents during residents’ meals and the employer provides the same meal at
no charge to the employee; or
(b) The employee is in sole charge of the resident(s) and , on the day shift, the employer provides a meal at no charge to the
employee.

(2) An employee, except for the night shift, may exercise the right to have an off-duty meal period upon 30 days’ notice to the
employer for each instance where an off-duty meal is desired, provided that, there shall be no more than one off-duty meal period every
two weeks.

12. REST PERIODS
(A) Every employer shall authorize and permit all employees to take rest periods, which insofar as practicable shall be in the middle of each work

period. The authorized rest period time shall be based on the total hours worked daily at the rate of ten (10) minutes net rest time per four (4) hours
or major fraction thereof. However, a rest period need not be authorized for employees whose total daily work time is less than three and onehalf (31/2) hours. Authorized rest period time shall be counted, as hours worked, for which there shall be no deduction from wages.
(B) If an employer fails to provide an employee a rest period in accordance with the applicable provisions of this Order, the employer

shall pay the employee one (1) hour of pay at the employee’s regular rate of compensation for each work day that the rest period is not
provided.
(C) However, employees with direct responsibility for children who are under 18 years of age or who are not emancipated from the
foster care system and who, in either case, are receiving 24 hour residential care and employees of 24 hour residential care facilities for
elderly, blind or developmentally disabled individuals may, without penalty, require an employee to remain on the premises and maintain

general supervision of residents during rest periods if the employee is in sole charge of residents. Another rest period shall be authorized
and permitted by the employer when an employee is affirmatively required to interrupt his/her break to respond to the needs of residents.

13. CHANGE ROOMS AND RESTING FACILITIES
(A) Employers shall provide suitable lockers, closets, or equivalent for the safekeeping of employees’ outer clothing during working
hours, and when required, for their work clothing during non-working hours. When the occupation requires a change of clothing, change
rooms or equivalent space shall be provided in order that employees may change their clothing in reasonable privacy and comfort. These

rooms or spaces may be adjacent to but shall be separate from toilet rooms and shall be kept clean.
NOTE: This section shall not apply to change rooms and storage facilities regulated by the Occupational Safety and Health Standards
Board.
(B) Suitable resting facilities shall be provided in an area separate from the toilet rooms and shall be available to employees during
work hours.

14. SEATS
(A) All working employees shall be provided with suitable seats when the nature of the work reasonably permits the use of seats.
(B) When employees are not engaged in the active duties of their employment and the nature of the work requires standing, an adequate
number of suitable seats shall be placed in reasonable proximity to the work area and employees shall be permitted to use such seats when

it does not interfere with the performance of their duties.

15. TEMPERATURE
(A) The temperature maintained in each work area shall provide reasonable comfort consistent with industry-wide standards for the
nature of the process and the work performed.
(B) If excessive heat or humidity is created by the work process, the employer shall take all feasible means to reduce such excessive
heat or humidity to a degree providing reasonable comfort. Where the nature of the employment requires a temperature of less than 60° F.,

a heated room shall be provided to which employees may retire for warmth, and such room shall be maintained at not less than 68°.
(C) A temperature of not less than 68° shall be maintained in the toilet rooms, resting rooms, and change rooms during hours of use.
(D) Federal and State energy guidelines shall prevail over any conflicting provision of this section.

16. ELEVATORS
Adequate elevator, escalator or similar service consistent with industry-wide standards for the nature of the process and the work

performed shall be provided when employees are employed four floors or more above or below ground level.

17. ExEMPTIONS
If, in the opinion of the Division after due investigation, it is found that the enforcement of any provision contained in Section 7, Records;
Section 12, Rest Periods; Section 13, Change Rooms and Resting Facilities; Section 14, Seats; Section 15, Temperature; or Section 16,
Elevators, would not materially affect the welfare or comfort of employees and would work an undue hardship on the employer, exemption
may be made at the discretion of the Division. Such exemptions shall be in writing to be effective and may be revoked after reasonable
notice is given in writing. Application for exemption shall be made by the employer or by the employee and/or the employee’s representative
to the Division in writing. A copy of the application shall be posted at the place of employment at the time the application is filed with the
Division.
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18. FILING REPORTS
(See California Labor Code, Section 1174(a))

19. INSPECTION
(See California Labor Code, Section 1174)

20. PENALTIES
(See Labor Code, Section 1199)
(A) In addition to any other civil penalties provided by law, any employer or any other person acting on behalf of the employer who
violates, or causes to be violated, the provisions of this order, shall be subject to the civil penalty of:
(1) Initial Violation — $50.00 for each underpaid employee for each pay period during which the employee was underpaid in
addition to the amount which is sufficient to recover unpaid wages.
(2) Subsequent Violations — $100.00 for each underpaid employee for each pay period during which the employee was underpaid
in addition to an amount which is sufficient to recover unpaid wages.

(3) The affected employee shall receive payment of all wages recovered.
(B) The Labor Commissioner may also issue citations pursuant to Labor Code § 1197.1 for non-payment of wages for overtime work

in violation of this order.

21. SEPARABILITY
If the application of any provision of this Order, or any section, subsection, subdivision, sentence, clause, phrase, word, or portion of this
Order should be held invalid or unconstitutional or unauthorized or prohibited by statute, the remaining provisions thereof shall not be affected

thereby, but shall continue to be given full force and effect as if the part so held invalid or unconstitutional had not been included herein.

22. POSTING OF ORDER
Every employer shall keep a copy of this Order posted in an area frequented by employees where it may be easily read during the
workday. Where the location of work or other conditions make this impractical, every employer shall keep a copy of this Order and make it
available to every employee upon request.

QUESTIONS ABOUT ENFORCEMENT of the Industrial Welfare
Commission orders and reports of violations should be directed to the
Division of Labor Standards Enforcement. A listing of the DLSE offices
is on the back of this wage order. Look in the white pages of your
telephone directory under CALIFORNIA, State of, Industrial Relations
for the address and telephone number of the office nearest you. The
Division has offices in the following cities: Bakersfield, El Centro,
Fresno, Long Beach, Los Angeles, Oakland, Redding, Sacramento,
Salinas, San Bernardino, San Diego, San Francisco, San Jose, Santa
Ana, Santa Barbara, Santa Rosa, Stockton, Van Nuys.
SUMMARIES IN OTHER LANGUAGES
The Department of Industrial Relations will make summaries of wage
and hour requirements in this Order available in Spanish, Chinese
and certain other languages when it is feasible to do so. Mail your
request for such summaries to the Department at:
P.O. Box 420603, San Francisco, CA 94142-0603.

RESUMEN EN OTROS IDIOMAS
El Departamento de Relaciones Industriales confeccionara un resumen sobre los requisitos de salario y horario de esta Disposicion
en español, chino y algunos otros idiomas cuando sea posible
hacerlo. Envie por correo su pedido por dichos resumenes al Departamento a: P.O. Box 420603, San Francisco, CA 94142-0603.

Department of Industrial Relations
P.O. Box 420603
San Francisco, CA 94142-0603
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All complaints are handled confidentially. For further information or to file your complaints, contact the State of California at the following department offices:

Division of Labor Standards Enforcement (DLSE)

BAKERSFIELD
Division of Labor Standards Enforcement
7718 Meany Ave.
Bakersfield, CA 93308
661-587-3060

REDDING
Division of Labor Standards Enforcement
2115 Civic Center Drive, Room 17
Redding, CA 96001
530-225-2655

SAN JOSE
Division of Labor Standards Enforcement
100 Paseo De San Antonio, Room 120
San Jose, CA 95113
408-277-1266

EL CENTRO
Division of Labor Standards Enforcement
1550 W. Main St.
El Centro, CA 92643
760-353-0607

SACRAMENTO
Division of Labor Standards Enforcement
2031 Howe Ave, Suite 100
Sacramento, CA 95825
916-263-1811

SANTA ANA
Division of Labor Standards Enforcement
605 West Santa Ana Blvd., Bldg. 28, Room 625
Santa Ana, CA 92701
714-558-4910

FRESNO
Division of Labor Standards Enforcement
770 E. Shaw Ave., Suite 222
Fresno, CA 93710
559-244-5340

SALINAS
Division of Labor Standards Enforcement
1870 N. Main Street, Suite 150
Salinas, CA 93906
831-443-3041

SANTA BARBARA
Division of Labor Standards Enforcement
411 E. Canon Perdido, Room 3
Santa Barbara, CA 93101
805-568-1222

LONG BEACH
Division of Labor Standards Enforcement
300 Oceangate, 3rd Floor
Long Beach, CA 90802
562-590-5048

SAN BERNARDINO
Division of Labor Standards Enforcement
464 West 4th Street, Room 348
San Bernardino, CA 92401
909-383-4334

LOS ANGELES
Division of Labor Standards Enforcement
320 W. Fourth St., Suite 450
Los Angeles, CA 90013
213-620-6330

SAN DIEGO
Division of Labor Standards Enforcement
7575 Metropolitan, Room 210
San Diego, CA 92108
619-220-5451

OAKLAND
Division of Labor Standards Enforcement
1515 Clay Street, Room 801
Oakland, CA 94612
510-622-3273

SAN FRANCISCO
Division of Labor Standards Enforcement
455 Golden Gate Ave. 10th Floor
San Francisco, CA 94102
415-703-5300

SANTA ROSA
Division of Labor Standards Enforcement
50 “D” Street, Suite 360
Santa Rosa, CA 95404
707-576-2362

STOCKTON
Division of Labor Standards Enforcement
31 E. Channel Street, Room 317
Stockton, CA 95202
209-948-7771

VAN NUYS
Division of Labor Standards Enforcement
6150 Van Nuys Boulevard, Room 206
Van Nuys, CA 91401
818-901-5315

SAN FRANCISCO – HEADQUARTERS
Division of Labor Standards Enforcement
455 Golden Gate Ave. 9th Floor
San Francisco, CA 94102
415-703-4810

EMPLOYERS:

Do not send copies of your alternative workweek
election ballots or election procedures.

Prevailing Wage Hotline (415) 703-4774

Only the results of the alternative workweek election
shall be mailed to:

Department of Industrial Relations
Office of Policy, Research and Legislation
P.O. Box 420603
San Francisco, CA 94142-0603
(415) 703-4780
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NOTICE TO EMPLOYEES
UNEMPLOYMENT INSURANCE BENEFITS
This employer is registered under the California Unemployment Insurance Code and is reporting wage credits that are being accumulated
for you to be used as a basis for unemployment insurance benefits.

If you are:
• Unemployed, or
• Working less than full-time, AND
• You are ready, willing, and able to work full-time, or as instructed by the Employment Development Department,

You may be eligible to receive unemployment insurance benefits.
Employees of Educational Institutions:
Unemployment Insurance benefits based on wages earned while employed by a public or nonprofit educational institution may not
be paid during a school recess period if the employee has reasonable assurance of returning to work at the end of the recess period
(California Unemployment Insurance Code Section 1253.3). Benefits based on other covered employment may be payable during
recess periods if the unemployed individual is in all other respects eligible, and the wages earned in other covered employment are
sufficient to establish an unemployment insurance claim after excluding wages earned from a public or nonprofit educational institution(s).
NOTE: Some employees may be exempt from unemployment and disability insurance coverage.
File your claim by telephone or Internet:
Toll-Free Telephone Numbers
English 1-800-300-5616
Spanish 1-800-326-8937
Cantonese 1-800-547-3506

Mandarin 1-866-303-0706
Vietnamese 1-800-547-2058
TTY (Non Voice) 1-800-815-9387

EDD’s Internet Address to Complete and Submit Your On-Line Application:
https://eapply4ui.edd.ca.gov
Note: If contacting us to file a claim, you must contact us by Friday to receive credit for the week.
If calling, Mondays are our busiest days. For faster service, call Tuesday through Thursday.
DE 1857D Rev. 17 (5-11) (INTERNET)
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STATE OF CALIFORNIA - DEPARTMENT OF INDUSTRIAL RELATIONS
Division of Workers' Compensation

Notice to Employees--Injuries Caused By Work
You may be entitled to workers' compensation benefits if you are injured or become ill because of your job. Workers' compensation covers
most work-related physical or mental injuries and illnesses. An injury or illness can be caused by one event (such as hurting your back in a fall)
or by repeated exposures (such as hurting your wrist from doing the same motion over and over).
Benefits. Workers' compensation benefits include:
• Medical Care: Doctor visits, hospital services, physical therapy, lab tests, x-rays, and medicines that are reasonably necessary to treat your
injury. You should never see a bill. There is a limit on some medical services.
• Temporary Disability (TD) Benefits: Payments if you lose wages while recovering. For most injuries, TD benefits may not be paid for
more than 104 weeks within five years from the date of injury.
• Permanent Disability (PD) Benefits: Payments if your injury causes a permanent disability.
• Supplemental Job Displacement Benefit: A nontransferable voucher payable to a state approved school if your injury arises on or after
1/1/04 and results in a permanent disability that prevents you from returning to work within 60 days after TD ends, and your employer does
not offer you modified or alternative work.
• Death Benefits: Paid to dependents of a worker who dies from a work-related injury or illness.
Naming Your Own Physician Before Injury or Illness (Predesignation). You may be able to choose the doctor who will treat you for a job
injury or illness. If eligible, you must tell your employer, in writing, the name and address of your personal physician or medical group before
you are injured and your physician must agree to treat you for your work injury. For instructions, see the written information about workers'
compensation that your employer is required to give to new employees.
If You Get Hurt:
1.
Get Medical Care. If you need emergency care, call 911 for help immediately from the hospital, ambulance, fire department or police
department. If you need first aid, contact your employer.
2.

Report Your Injury. Report the injury immediately to your supervisor or to an employer representative. Don't delay. There are time
limits. If you wait too long, you may lose your right to benefits. Your employer is required to provide you a claim form within one working
day after learning about your injury. Within one working day after you file a claim form, your employer shall authorize the provision of all
treatment, consistent with the applicable treating guidelines, for your alleged injury and shall be liable for up to ten thousand dollars
($10,000) in treatment until the claim is accepted or rejected.

3.

See Your Primary Treating Physician (PTP). This is the doctor with overall responsibility for treating your injury or illness. If you
predesignated by naming your personal physician or medical group before injury (see above), you may see him or her for treatment in
certain circumstances. Otherwise, your employer has the right to select the physician who will treat you for the first 30 days. You may be
able to switch to a doctor of your choice after 30 days. Different rules apply if your employer offers a Health Care Organization (HCO) or
has a Medical Provider Network (MPN). You should receive information from your employer if you are covered by an HCO or a MPN.
Contact your employer for more information.

4.

Medical Provider Networks. Your employer may be using a MPN, which is a selected network of health care providers to provide
treatment to workers injured on the job. If your employer is using a MPN, a MPN notice should be posted next to this poster to
explain how to use the MPN. You can request a copy of this notice by calling the MPN number below. If you have predesignated a
personal physician prior to your work injury, then you may receive treatment from your predesignated doctor. If you have not
predesignated and your employer is using a MPN, you are free to choose an appropriate provider from the MPN list after the first medical
visit directed by your employer. If you are treating with a non-MPN doctor for an existing injury, you may be required to change to a
doctor within the MPN. For more information, see the MPN contact information below:

http://coventrywcs.com
1-866-560-1447
Current MPN’s toll free number: __________________MPN
website: _______________________________________________________
MPN Effective Date_____________
Current MPN’s address: ______________________________________________________________
9/1/2014
PO Box 779005, Rocklin, CA 95677
Discrimination. It is illegal for your employer to punish or fire you for having a work injury or illness, for filing a claim, or testifying in
another person's workers' compensation case. If proven, you may receive lost wages, job reinstatement, increased benefits, and costs and
expenses up to limits set by the state.
Questions? Learn more about workers' compensation by reading the information that your employer is required to give you at time of hire. If
you have questions, see your employer or the claims administrator (who handles workers' compensation claims for your employer):

(866) 560-1447
Claims Administrator ________________________________________________________________Phone
_______________________
Matrix Absence Management, Inc.
Workers’ compensation insurer _______________________________________________________
(Enter “self-insured” if appropriate)
Safety National
Policy Expiration Date ____________________
8/31/2015
If the workers’ compensation policy has expired, contact a Labor Commissioner at the Division of Labor Standards Enforcement (DLSE).
You can also get free information from a State Division of Workers' Compensation Information & Assistance Officer. The nearest Information

100 Paseo de San Antonio, San Jose, CA 408-277-1292
& Assistance Officer can be found at location: ________________________________________________________________
or by calling
toll-free (800) 736-7401. Learn more information about DWC and DLSE online: www.dwc.ca.gov or www.dir.ca.gov/dlse.
False claims and false denials. Any person who makes or causes to be made any knowingly false or fraudulent material statement or material
representation for the purpose of obtaining or denying workers' compensation benefits or payments is guilty of a felony and may be fined and
imprisoned.
Your employer may not be liable for the payment of workers' compensation benefits for any injury that arises from your voluntary
participation in any off-duty, recreational, social, or athletic activity that is not part of your work-related duties.
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ESTADO DE CALIFORNIA - DEPARTAMENTO DE RELACIONES INDUSTRIALES
División de Compensación de Trabajadores

Aviso a los Empleados—Lesiones Causadas por el Trabajo
Es posible que usted tenga derecho a beneficios de compensación de trabajadores si usted se lesiona o se enferma a causa de su trabajo. La
compensación de trabajadores cubre la mayoría de las lesiones y enfermedades físicas o mentales relacionadas con el trabajo. Una lesión o enfermedad
puede ser causada por un evento (como por ejemplo el lastimarse la espalda en una caída) o por acciones repetidas (como por ejemplo lastimarse la
muñeca por hacer el mismo movimiento una y otra vez).
Beneficios. Los beneficios de compensación de trabajadores incluyen:
• Atención Médica: Consultas médicas, servicios de hospital, terapia física, análisis de laboratorio, radiografías y medicinas que son
razonablemente necesarias para tratar su lesión. Usted nunca deberá ver un cobro. Hay un límite para ciertos servicios médicos.
• Beneficios por Incapacidad Temporal (TD): Pagos si usted pierde sueldo mientras se recupera. Para la mayoría de las lesiones, beneficios de
TD no se pagarán por mas de 104 semanas dentro de cinco años después de la fecha de la lesión.
• Beneficios por Incapacidad Permanente (PD): Pagos si su lesión le causa una incapacidad permanente.
• Beneficio Suplementario por Desplazamiento de Trabajo: Un vale no-transferible pagadero a una escuela aprobada por el estado si su lesión
surge en o después del 1/1/04, y le ocasiona una incapacidad permanente que le impida regresar al trabajo dentro de 60 días después de que los
pagos por TD terminen y su empleador no le ofrece a usted un trabajo modificado o alternativo.
• Beneficios por Muerte: Pagados a los dependientes de un(a) trabajador(a) que muere a causa de una lesión o enfermedad relacionada con el
trabajo.
Designación de su Propio Médico Antes de una Lesión o Enfermedad (Designación previa). Es posible que usted pueda elegir al médico que le
atenderá en una lesión o enfermedad relacionada con el trabajo. Si elegible, usted debe informarle al empleador, por escrito, el nombre y la dirección
de su médico personal o grupo médico, antes de que usted se lesione y su médico debe estar de acuerdo de atenderle la lesión causada por el trabajo.
Para instrucciones, vea la información escrita sobre la compensación de trabajadores que se le exige a su empleador darle a los empleados nuevos.
Si Usted se Lastima:
1. Obtenga Atención Médica. Si usted necesita atención de emergencia, llame al 911 para ayuda inmediata de un hospital, una ambulancia, el
departamento de bomberos o departamento de policía. Si usted necesita primeros auxilios, comuníquese con su empleador.
2.

Reporte su Lesión. Reporte la lesión inmediatamente a su supervisor(a) o a un representante del empleador. No se demore. Hay límites de
tiempo. Si usted espera demasiado, es posible que usted pierda su derecho a beneficios. Su empleador está obligado a proporcionarle un
formulario de reclamo dentro de un día laboral después de saber de su lesión. Dentro de un día después de que usted presente un formulario de
reclamo, el empleador autorizará todo tratamiento médico de acuerdo con las pautas de tratamiento aplicables a su presunta lesión y será
responsable por diez mil dolares ($10,000) en tratamiento hasta que el reclamo sea aceptado o rechazado.

3.

Consulte al Médico que le está Atendiendo (PTP). Este es el médico con la responsabilidad total de tratar su lesión o enfermedad. Si usted
designó previamente a su médico personal o grupo médico antes lesionarse (vea uno de los párrafos anteriores), en ciertas circunstancias, usted
puede consultarlo para el tratamiento. De otra forma, su empleador tiene el derecho de seleccionar al médico que le atenderá durante los primeros
30 días. Es posible que usted pueda cambiar a un médico de su preferencia después de 30 días. Hay reglas diferentes que se aplican cuando su
empleador ofrece una Organización de Cuidado Médico (HCO) o si tiene una Red de Proveedores Médicos (MPN). Usted debe recibir
información de su empleador si está cubierto por una HCO o una MPN. Hable con su empleador para más información.

4.

Red de Proveedores Médicos (MPN): Es posible que su empleador use una MPN, lo cual es una red de proveedores de asistencia médica
seleccionados para dar tratamiento a los trabajadores lesionados en el trabajo. Si su empleador usa una MPN, una notificación de la MPN debe
estar al lado de este cartel para explicar como usar la MPN. Usted puede pedir una copia de esta notificación hablando al número de la MPN
debajo descrito. Si usted ha hecho una designación previa de un médico personal antes de lesionarse en el trabajo, entonces usted puede
recibir tratamiento de su medico previamente designado. Si usted no ha hecho una designación previa y su empleador está usando una MPN,
usted puede escoger un proveedor apropiado de la lista de la MPN después de la primera visita médica dirigida por su empleador. Si usted está
recibiendo tratamiento de parte de un médico que no pertenece a la MPN para una lesión existente, puede requerirse que usted se cambie a un
médico dentro de la MPN. Para más información, vea la siguente información del contacto de la MPN :

http://coventrywcs.com
1-866-560-1447
Número gratuito de la MPN vigente:_______________Página
web de la MPN:______________________________________________________

9/1/2014
PO Box 779005, Rocklin, CA 95677
Fecha de vigencia de la MPN ______________Dirección
de la MPN vigente _________________________________________________________
Discriminación. Es ilegal que su empleador le castigue o despida por sufrir una lesión o enfermedad en el trabajo, por presentar un reclamo o por
testificar en el caso de compensación de trabajadores de otra persona. De ser probado, usted puede recibir pagos por pérdida de sueldos, reposición del
trabajo, aumento de beneficios y gastos hasta los límites establecidos por el estado.
¿Preguntas? Aprenda más sobre la compensación de trabajadores leyendo la información que se requiere que su empleador le dé cuando es
contratado. Si usted tiene preguntas, vea a su empleador o al administrador de reclamos (que se encarga de los reclamos de compensación de
trabajadores de su empleador):

(866) 560-1447
Matrix Absence Management, Inc.
Administrador de Reclamos _____________________________________________________________________Teléfono
_______________

auto-asegurado
Asegurador del Seguro de Compensación de trabajador ___________________________________________
(Anote “autoasegurado” si es apropiado)
8/31/2015
Fecha de Vencimiento de la Póliza _______________________
Si la póliza de compensación de trabajadores se ha vencido, comuníquese con el Comisionado Laboral, en la División para el Cumplimiento de las
Normas Laborales (Division of Labor Standards Enforcement- DLSE).
Usted también puede obtener información gratuita de un Oficial de Información y Asistencia de la División Estatal de Compensación de Trabajadores.
El Oficial de Información y Asistencia más cercano se localiza en ___________________________________________________________________
100 Paseo de San Antonio, San Jose, CA 408-277-1292
o llamando al número gratuito (800) 736-7401. Usted puede obtener más información sobre de la DWC y DLSE en el Internet en: www.dwc.ca.gov o
www.dir.ca.gov/dlse.
Los reclamos falsos y rechazos falsos del reclamo. Cualquier persona que haga o que ocasione que se haga una declaración o una representación
material intencionalmente falsa o fraudulenta, con el fin de obtener o negar beneficios o pagos de compensación de trabajadores, es culpable de un
delito grave y puede ser multado y encarcelado.
Es posible que su empleador no sea responsable por el pago de beneficios de compensación de trabajadores para ninguna lesión que proviene de su
participación voluntaria en cualquier actividad fuera del trabajo, recreativa, social, o atlética que no sea parte de sus deberes laborales.
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SAFETY AND HEALTH PROTECTION ON THE JOB
State of California
Department of Industrial Relations
California law provides job safety and health protection for workers under the Cal/OSHA program. This poster explains the basic requirements and procedures for compliance with the
state’s job safety and health laws and regulations. The law requires that this poster be displayed. (Failure to do so could result in a penalty of up to $7,000.)

WHAT AN EMPLOYER MUST DO:

All employers must provide work and workplaces that are safe and healthful. In
other words, as an employer, you must follow state laws governing job safety and
health. Failure to do so can result in a threat to the life or health of workers, and
substantial monetary penalties.
You must display this poster so everyone on the job can be aware of basic
rights and responsibilities.
You must have a written and effective injury and illness prevention program for
your employees to follow.
You must be aware of hazards your employees face on the job and keep records showing that each employee has been trained in the hazards unique to each
job assignment.
You must correct any hazardous condition that you know may result in serious
injury to employees. Failure to do so could result in criminal charges, monetary
penalties, and even incarceration.
You must notify the nearest Cal/OSHA office of any serious injury or fatality
occurring on the job. Be sure to do this immediately after calling for emergency help
to assist the injured employee. Failure to report a serious injury or fatality within 8
hours can result in a minimum civil penalty of $5,000.

WHAT AN EMPLOYER MUST NEVER DO:

Never permit an employee to do work that violates Cal/OSHA law.

Never permit an employee to be exposed to harmful substances without providing adequate protection.
Never allow an untrained employee to perform hazardous work.

EMPLOYEES HAVE CERTAIN RIGHTS IN WORKPLACE SAFETY & HEALTH:

As an employee, you (or someone acting for you) have the right to file a complaint and request an inspection of your workplace if conditions there are unsafe
or unhealthful. This is done by contacting the local district office of the Division of
Occupational Safety and Health (see list of offices). Your name is not revealed by
Cal/OSHA, unless you request otherwise.
You also have the right to bring unsafe or unhealthful conditions to the attention
of the Cal/OSHA investigator making an inspection of your workplace. Upon request,
Cal/OSHA will withhold the names of employees who submit or make statements
during an inspection or investigation.
Any employee has the right to refuse to perform work that would violate a Cal/
OSHA or any occupational safety or health standard or order where such violation
would create a real and apparent hazard to the employee or other employees.
You may not be fired or punished in any way for filing a complaint about unsafe
or unhealthful working conditions, or using any other right given to you by Cal/OSHA
law. If you feel that you have been fired or punished for exercising your rights, you
may file a complaint about this type of discrimination by contacting the nearest office
of the Department of Industrial Relations, Division of Labor Standards Enforcement
(State Labor Commissioner) or the San Francisco office of the U.S. Department of
Labor, Occupational Safety and Health Administration. (Employees of state or
local government agencies may only file these complaints with the State Labor
Commissioner.) Consult your local telephone directory for the office nearest you.

EMPLOYEES ALSO HAVE RESPONSIBILITIES:

To keep the workplace and your coworkers safe, you should tell your employer
about any hazard that could result in an injury or illness to people on the job.
While working, you must always obey state job safety and health laws.

HELP IS AVAILABLE:

SPECIAL RULES APPLY IN WORK AROUND HAZARDOUS SUBSTANCES:

Employers who use any substance listed as a hazardous substance in Section
339 of Title 8 of the California Code of Regulations, or subject to the Federal Hazard Communications Standard (29 CFR 1910.1200), must provide employees with
information on the contents on Material Safety Data Sheets (MSDS), or equivalent
information about the substance that trains employees to use the substance safely.
Employers shall make available on a timely and reasonable basis a Material Safety
Data Sheet on each hazardous substance in the workplace upon request of an employee,
an employee collective bargaining representative, or an employee’s physician.
Employees have the right to see and copy their medical records and records of
exposure to potentially toxic materials or harmful physical agents.
Employers must allow access by employees or their representatives to accurate
records of employee exposures to potentially toxic materials or harmful physical
agents, and notify employees of any exposures in concentration or levels exceeding
the exposure limits allowed by Cal/OSHA standards.
Any employee has the right to observe monitoring or measuring of employee
exposure to hazards conducted pursuant to Cal/OSHA regulations.

WHEN CAL/OSHA COMES TO THE WORKPLACE:

A trained Cal/OSHA safety engineer or industrial hygienist may periodically visit
the workplace to make sure your company is obeying job safety and health laws.
An inspection will also be conducted when a legitimate complaint is filed by an
employee with the Division of Occupational Safety and Health.
Cal/OSHA also goes to the workplace to investigate a serious injury or fatality.
When an inspection begins, the Cal/OSHA investigator will show official identification from the Division of Occupational Safety and Health.
The employer, or someone the employer chooses, will be given an opportunity to
accompany the investigator during the inspection. A representative of the employees
will be given the same opportunity. Where there is no authorized employee representative, the investigator will talk to a reasonable number of employees about safety and
health conditions at the workplace.

VIOLATIONS, CITATIONS & PENALTIES:

If the investigation shows that the employer has violated a safety and health
standard or order, then the Division of Occupational Safety and Health issues a
citation. Each citation specifies a date by which the violation must be abated. A
notice, which carries no monetary penalty, may be issued in lieu of a citation for
certain non-serious violations.
Citations carry penalties of up to $7,000 for each regulatory or general violation
and up to $25,000 for each serious violation. Additional penalties of up to $7,000
per day for regulatory or general violations and up to $15,000 per day for serious
violations may be proposed for each failure to correct a violation by the abatement
date shown on the citation. A penalty of not less than $5,000 nor more than $70,000
may be assessed an employer who willfully violates any occupational safety and
health standard or order. The maximum civil penalty that can be assessed for
each repeat violation is $70,000. A willful violation that causes death or permanent
impairment of the body of any employee results, upon conviction, in a fine of not
more than $250,000, or imprisonment up to three years, or both and if the employer
is a corporation or limited liability company the fine may not exceed $1.5 million.
The law provides that employers may appeal citations within 15 working days
of receipt to the Occupational Safety and Health Appeals Board.
An employer who receives a citation, Order to Take Special Action, or Special
Order must post it prominently at or near the place of the violation for three working
days, or until the unsafe condition is corrected, whichever is longer, to warn employees of danger that may exist there. Any employee may protest the time allowed for
correction of the violation to the Division of Occupational Safety and Health or the
Occupational Safety and Health Appeals Board.

To learn more about job safety rules, you may contact the Cal/OSHA Consultation Service for free information, required forms and publications. You can also contact a
local district office of the Division of Occupational Safety and Health. If you prefer, you may retain a competent private consultant, or ask your workers’ compensation insurance carrier for guidance in obtaining information.

Call the FREE Worker Information Hotline - 1-866-924-9757

O FFI C ES O F TH E D IVISIO N OF OCCUP ATI O N AL S AFETY AN D H E ALTH
HEADQUARTERS: 1515 Clay Street, Ste. 1901, Oakland, CA 94612 — Telephone (510) 286-7000

District Offices

Bakersfield
Concord
Foster City
Fremont
/San Jose
Fresno
Los Angeles
Modesto
Oakland
Sacramento
San Bernardino
San Diego
San Francisco
Santa Ana
Santa Rosa
Torrance
Van Nuys
West Covina

7718 Meany Avenue, Bakersfield 93308
1450 Civic Court, Suite 525, Concord 94520
1065 East Hillsdale Blvd. Suite 110, Foster City 94404

(661)588-6400
(925)602-6517
(650)573-3812

39141 Civic Center Dr. Suite 310, Fremont 94538
2550 Mariposa St. Room 4000, Fresno 93721
320 West Fourth St. Room 670, Los Angeles 90013
4206 Technology Dr. Suite 3, Modesto 95356
1515 Clay St. Suite 1301, Oakland 94612
2424 Arden Way Suite 165, Sacramento 95825
464 West Fourth St. Suite 332, San Bernardino 92401
7575 Metropolitan Dr. Suite 207, San Diego 92108
455 Golden Gate Ave. Rm. 9516, San Francisco 94105
2000 E. McFadden Ave, Ste. 122, Santa Ana 92705
1221 Farmers Lane Suite 300, Santa Rosa 95405
680 Knox St. Suite 100, Torrance 90502
6150 Van Nuys Blvd. Suite 405, Van Nuys 91401
1906 West Garvey Ave. S. Suite 200, West Covina 91790

(510) 794-2521
(559) 445-5302
(213) 576-7451
(209) 545-7310
(510) 622-2916
(916) 263-2800
(909) 383-4321
(619) 767-2280
(415) 557-0100
(714) 558-4451
(707) 576-2388
(310) 516-3734
(818) 901-5403
(626) 472-0046

Regional Offices
Oakland
Sacramento
Santa Ana
Monrovia

1515 Clay Street, Ste. 16-22A, Oakland 94612
2424 Arden Way Suite 300, Sacramento 95825
2000 E. McFadden Ave. Ste. 119, Santa Ana 92705
750 Royal Oaks Drive, Ste 104, Monrovia 91016

(510)286-1066
(916)263-2803
(714)558-4300
(626)471-9122

Cal/OSHA Consultation Service

Headquarters: 2000 E. McFadden Ave. #214, Santa Ana, CA 92705

(714) 558-4411

Area & Field Offices
• Fresno/Central V alley

1901 North Gateway Blvd.
Suite 102, Fresno 93727

(559) 454-1295

• Oakland/Bay Area

1515 Clay St. Suite 1103
Oakland 94612

(510) 622-2891

• Sacramento/Northern CA

2424 Arden Way Suite 410
Sacramento 95825

(916) 263-0704

• San Bernardino

464 West Fourth St. Suite 339
San Bernardino 92401

(909) 383-4567

• San Diego/Imperial Counties 7575 Metropolitan Dr. Suite 204
San Diego 92108

(619) 767-2060

• San Fernando Valley

6150 Van Nuys Blvd. Suite 307
Van Nuys 91401

(818) 901-5754

• Santa Fe Springs/Los
Angeles/Orange County

1 Centerpointe Suite 150
La Palma 90623

(714) 562-5525

Enforcement of Cal/OSHA job safety and health standards is carried out by the Division of Occupational Safety and Health, under the California Department of Industrial Relations, which has
primary responsibility for administering the Cal/OSHA program. Safety and health standards are promulgated by the Occupational Safety and Health Standards Board. Anyone desiring to register
a complaint alleging inadequacy in the administration of the California Occupational Safety and Health Plan may do so by contacting the San Francisco Regional Office of the Occupational Safety
and Health Administration (OSHA), U.S. Department of Labor (Tel: 415-975-4310). OSHA monitors the operation of state plans to assure that continued approval is merited.
July 2013

Occupational Health & Safety- SHC Ground Floor
Occupational Health & Safety Clinic Manager

Occupational Health & Safety- SHC Ground Floor

9-911
9-911
9-911

9-911

Non-Emergency: 9-329-2413

Foster City: 9-573-3812

- POST WHERE EMPLOYEES CAN READ EASILY - VIOLATORS SUBJECT TO PENALTIES -

OFFICIAL NOTICE
Minimum Wage Rate

$10.30 Per Hour
SAN JOSE MINIMUM WAGE
Effective Date: January 1, 2015
Beginning January 1, 2015, employers who are subject to the San Jose Business
License Tax or who maintain a facility in San Jose must pay to each employee who
performs at least two (2) hours of work per week in San Jose wages of not less than
$10.30 per hour.
The minimum wage requirement set forth in the San Jose Minimum Wage Ordinance
applies to adult and minor employees who work two (2) or more hours per week (tips
not included). Each year, the City will adjust the minimum wage based on the US
Department of Labor’s Regional Consumer Price Index.
Under the Ordinance, employees who assert their rights to receive the City’s minimum
wage are protected from retaliation. Employees may file a civil lawsuit against their
employers for any violation of the Ordinance or may file a complaint with the City’s
Office of Equality Assurance. The City will investigate possible violations, will have
access to payroll records, and will enforce violations of the minimum wage
requirements by ordering reinstatement of employees, payment of back wages
unlawfully withheld, and penalties.
If you have questions, need additional information, or believe you are not being paid
correctly, please contact your employer or the City of San Jose’s Office of Equality
Assurance at:
Office of Equality Assurance
200 East Santa Clara Street, Fifth Floor
San Jose CA 95113
Telephone: 408-535-8430
E-Mail: SJMWO@sanjoseca.gov

Businesses with 20+ Employees (and Nonprofits with 50+ Employees) Must Post This Notice.

OFFICIAL 2015 NOTICE

San Francisco Health Care Security Ordinance (HCSO)
Businesses with 20 or more employees (and nonprofit organizations with 50 or more employees) must spend a
minimum amount on health care benefits for each of their “covered employees” – generally, those employees
who work 8 or more hours per week in San Francisco and have been employed for more than 90 days.
Employers with 20-99 employees must spend at least $1.65 for each hour worked by each covered employee.
As
Employers with 100+ employees must spend at least $2.48 for each hour worked by each covered employee.
These expenditures must be made for each employee within 30 days following the end of each calendar quarter.
As long as they make the minimum required expenditures, employers may choose how they spend the money.
For example, employers may pay for health insurance, make payments to Healthy San Francisco, etc.
The City may investigate possible violations of the Ordinance, and can order employers who violate the
Ordinance to pay penalties and make payments for health care benefits. Employers may not punish employees
who exercise their rights under the Ordinance or who cooperate with the City in enforcing the Ordinance.
If you have any questions or require additional information, please contact your employer or the City’s Office of
Labor Standards Enforcement (OLSE) at (415) 554-7892 or HCSO@sfgov.org, or visit the OLSE website at
www.sfgov.org/olse/hcso.
Los negocios con 20+ empleados (y las organizaciones sin fines de lucro con 50+ empleados) deben publicar este aviso

AVISO OFICIAL 2015
Ordenanza de Seguro para el Cuidado de la Salud en San Francisco (HCSO)
Los negocios con 20 o más empleados (y las organizaciones sin fines de lucro con 50 o más empleados) deben gastar una
cantidad mínima en beneficios de cuidado de la salud para cada uno de sus “empleados cubiertos” – generalmente,
aquellos empleados que trabajen 8 o más horas por semana en San Francisco y hayan trabajado por más de 90 días.
Los empleadores con 20-99 empleados deben gastar al menos $1.65 por cada hora trabajada por cada empleado cubierto.
Los empleadores con 100+ empleados deben gastar al menos $2.48 por cada hora trabajada por cada empleado cubierto.
Estos desembolsos deben hacerse para cada empleado durante los primeros 30 días siguientes al fin de cada trimestre
natural.
Siempre y cuando realicen los desembolsos mínimos requeridos, los empleadores pueden elegir cómo gastan el dinero.
Por ejemplo, los empleadores pueden pagar un seguro médico, hacer pagos a Healthy San Francisco, etc.
La Ciudad podría investigar los posibles incumplimientos de la Ordenanza, y puede ordenar a los empleadores que
incumplan la Ordenanza a pagar multas y realizar pagos por beneficios de cuidado de la salud. Los empleadores no deben
castigar a los empleados quienes hacen valer sus derechos conforme a la Ordenanza o quienes cooperen con la Ciudad
para hacer cumplir la Ordenanza.
Si usted tiene alguna pregunta o requiere información adicional, por favor póngase en contacto con su empleador o la
Oficina de Normas Laborales de la Ciudad (Office of Labor Standards Enforcement: OLSE) al (415) 554-7892 o
HCSO@sfgov.org, o visite el sitio web de OLSE en www.sfgov.org/olse/hcso.

有 20 名以上雇員的企業（以及有 50 名以上雇員的非營利機構）必須張貼本通知

2015 年政府通知

《三藩市医疗保健安全法例》（HCSO）
有 20 名或以上雇員的企業（以及有 50 名或以上雇員的非營利機構）必須為每一名「合资格的雇員」
（通常指每週在三藩市工作八小時或以上並受聘超過 90 天的雇員）支付的最低医疗保健费用。
有 20-99 名雇員的雇主必須為每一名合资格的雇員每小时支付 1.65 美元。
有 100 名及以上雇員的雇主必須為每一名合资格的雇員每小时支付 2.48 美元。
这些医疗保健键费用必须在每一季度结束后的三十天内支付。
雇主支付最低要求的保健費用的同时，雇主可選擇用何种方式来使用这些钱。例如，雇主可用来支付醫
療保險費用、或向健康三藩市計劃（Healthy San Francisco）付款等。
市政府對違反法例的行為将会進行調查，并可下令違反法例的雇主支付罰款和支付所欠的保健费用。雇
主不得懲罰行使法例權利的雇員或與市政府合作调查的雇員。
如果您有任何問題或者要求瞭解進一步的資訊，請與您的雇主或市政府勞工標準執行辦公室（OLSE）
聯絡，電話號碼 (415) 554-7892，電子郵件 HCSO@sfgov.org，或請查閱 OLSE 的網站
www.sfgov.org/olse/hcso

Dapat Ipaskil ang Pasabing ito ng mga Negosyong may 20+ Empleyado (at mga Nonprofit na may 50+ Empleyado)

OPISYAL NA PASABI 2015
San Francisco Health Care Security Ordinance (HCSO)
(Ordinansa sa Seguridad ng Pangangangalagang Pangkalusugan ng San Francisco)
Ang mga negosyo na may 20 o higit pang mga empleyado (at nonprofit na mga organisasyon na may 50 o higit pang mga empleyado) ay dapat
gumugol ng pinakamababang halaga sa mga benepisyo sa pangangalagang pangkalusugan para sa kanilang bawat “sakop na mga
empleyado”(“covered employees”) – sa pangkalahatan, ang mga empleyadong iyon na nagtratrabaho ng 8 o higit pang mga oras kada linggo sa San
Francisco at nagtrabaho nang mahigit sa 90 araw.
Ang mga employer na may 20-99 empleyado ay dapat gumugol ng hindi bababa sa $1.65 para sa bawat oras na trabaho ng mga sakop na empleyado.
Ang mga employer na may 100+ empleyado ay dapar gumugol ng hindi bababa sa $2.48 para sa bawat oras na trabaho ng bawat sakop na
empleyado. Ang mga paggugol na ito ay dapat gawin para sa bawat empleyado sa loob ng 30 araw kasunod ng katapusan ng bawat tatlong buwan
(quarter calendar).
Hangga’t ginugugol nila ang pinakamababang halagang kinakailangan, maaaring piliin ng mga employer kung paano nila gugulin ang kanilang
pondo. Halimbawa, maaaring bayaran ng mga employer ang para sa seguro sa kalusugan (health insurance), magbayad sa Healthy San Francisco,
atbp.
Maaaring imbestigahan ng Lungsod ang posibleng paglabag ng Ordinansa, at utusan ang lumabag na mga employer sa Ordinansa na magbayad ng
multa at mga benepisyo para sa pangangalagang pangkalusugan. Hindi maaaring parusahan ng mga employer ang mga empleyado na ginagampanan
ang kanilang mga karapatan sa ilalim ng Ordinansa o nakikipagtulungan sa Lungsod sa pagpapatupad ng Ordinansa.
Kung mayroon kayong anumang mga tanong o kailangan ninyo ng karagdagang impormasyon, mangyari lamang na kontakin ang inyong employer o
ang Office of Labor Standards Enforcement (OLSE) (Tanggapan ng Pagpapatupad ng Pamantayang Paggawa) ng Lungsod sa (415) 554-7892 o
HCSO@sfgov.org, o bumisita sa OLSE website sa www.sfgov.org/olse/hcso.

Данное уведомление должно висеть в коммерческих (20+ сотрудников) и некоммерческих (50+) организациях.

ОФИЦИАЛЬНОЕ УВЕДОМЛЕНИЕ 2015
Постановление об обязательных расходах на здравоохранение (НCSО)
Компании со штатом сотрудников не менее 20 человек (не менее 50 для некоммерческих организаций) должны тратить
определенные минимальные суммы денег на медицинское страхование каждого из «охватываемых работников»,
работающих в Сан-Франциско не менее 8 часов в неделю и проработавших на работодателя более 90 дней.

TAGALOG

Работодатели со штатом от 20 до 99 человек должны тратить минимум $1.65 за каждый отработанный сотрудником час.
Работодатели со штатом не менее 100 человек должны тратить минимум $2.48 за каждый отработанный сотрудником
час.
Выплаты на каждого работника должны производиться не позднее 30 дней по окончании каждого квартала.
Если производятся необходимые минимальные выплаты, работодатель может выбирать, как тратить эти деньги;
например: платить за медицинскую страховку или делать взносы в программу Healthy San Francisco, и т.д.
Городские власти имеют право расследовать возможные нарушения данного постановления, назначить штраф
и заставить делать выплаты нарушающих это постановление работодателей. Работодатель не вправе преследовать
сотрудников, защищающих свои права в рамках данного постановления или помогающих городским властям
приводить его в исполнение.
С вопросами и за дополнительной информацией обращайтесь к своему работодателю или в Управление по контролю
над соблюдением трудового законодательства (OLSE) по телефону: (415) 554-7892, электронной почте:
HCSO@sfgov.org, или посетив интернет-страницу OLSE по адресу: www.sfgov.org/olse/hcso.

Các Doanh nghiệp có 20 Nhân viên hoặc hơn (và các Tổ chức Phi Lợi nhuận
có 50 Nhân viên hoặc hơn ) Phải Yết thị Thông báo này.

THÔNG BÁO CHÍNH THỨC CỦA NĂM 2015

Sắc lệnh về Bảo hiểm Y tế của San Francisco
RUSSIAN

Các doanh nghiệp có 20 nhân viên hoặc hơn (và các tổ chức phi lợi nhuận có 50 nhân viên hoặc hơn) phải chi một số
tiền tối thiểu về bảo hiểm y tế cho mỗi nhân viên được “bảo hiểm”, tức là những nhân viên làm việc 8 tiếng hoặc hơn
trong một tuần tại San Francisco và đã được thuê mướn trên 90 ngày.
Các chủ thuê có 20-99 nhân viên phải chi tối thiểu $1.65 cho mỗi giờ làm việc của mỗi nhân viên được bảo hiểm.
Các chủ thuê có 100 nhân viên hoặc hơn phải chi tối thiểu $2.48 cho mỗi giờ làm việc của mỗi nhân viên được bảo
hiểm.
Những chi phí này phải được trả cho mỗi nhân viên trong vòng 30 ngày sau mỗi quý trong năm.
Các chủ thuê có thể lựa chọn cách sử dụng số tiền này miễn là họ đã chi số tiền tối thiểu được đòi hỏi. Thí dụ, họ có
thể dùng để trả cho bảo hiểm y tế hoặc trả cho chương trình Healthy San Francisco, vân vân.
Thành phố có thể điều tra những vi phạm về Sắc lệnh này và có thể ra lệnh cho các chủ thuê nào vi phạm Sắc lệnh
phải trả tiền phạt và đóng tiền bảo hiểm y tế. Các chủ thuê không được trừng phạt những nhân viên nào đã đòi hỏi
quyền của họ do Sắc lệnh qui định hoặc những nhân viên nào đã cộng tác với Thành phố trong việc thi hành Sắc
lệnh.
Nếu bạn có bất cứ thắc mắc gì hoặc cần thêm thông tin, xin vui lòng liên lạc với chủ thuê của bạn hoặc với Văn
phòng Thực thi Tiêu chuẩn Lao động của Thành phố (Office of Labor Standards Enforcement (OLSE)) ở số (415)
554-7892 hoặc địa chỉ điện thư HCSO@sfgov.org, hoặc vào trang web của OLSE tại địa chỉ
www.sfgov.org/olse/hcso.

Post where readily accessible to job applicants and employees.

CITY AND COUNTY OF SANFRANCISCO

EDWIN M. LEE, MAYOR

NOTICE TO JOB APPLICANTS AND EMPLOYEES

San Francisco Fair Chance Ordinance
Police Code, Article 49
Starting August 13, 2014, the Fair Chance Ordinance (San Francisco Police Code, Article 49) requires
employers to follow strict rules regarding the use of arrest and conviction records in hiring and
employment decisions. The ordinance covers job applicants and employees who would be or are performing
work in whole, or in substantial part, in San Francisco and applies to employers who have 20 or more employees
(regardless of the employees’ locations).
Certain matters are off-limits. An employer may never ask about, require disclosure of, or consider: an arrest
not leading to a conviction (other than an unresolved arrest that is still undergoing criminal investigation or trial);
participation in a diversion or deferral of judgment program; a conviction that has been expunged or made
inoperative; any determination in the juvenile justice system; a conviction more than 7 years old; and a criminal
offense other than a felony/misdemeanor. Matters that are off-limits cannot be used by the employer for any
reason at any stage of the hiring process.
An employer cannot ask about an individual’s conviction history or unresolved arrests at the start of the
hiring process. This includes through a job application form, informal conversation, or otherwise.
A mandatory interactive process for matters not off-limits. Only after a live interview has been conducted, or
a conditional offer of employment made, is the employer allowed to ask about an individual’s conviction history
(except as to matters that are off-limits) and unresolved arrests. Only those convictions and unresolved arrests
that directly relate to the individual’s ability to do the job may be considered in making an employment decision.
Before the employer may take an adverse action such as failing/refusing to hire, discharging, or not promoting an
individual based on a conviction history or unresolved arrest, the employer must give the individual an
opportunity to present evidence that the information is inaccurate, the individual has been rehabilitated, or other
mitigating factors. The individual has seven days to respond, at which point the employer must delay any
adverse action for a reasonable time and reconsider the adverse action. The employer must notify the individual
of any final adverse action.
Evidence of rehabilitation include satisfying parole/probation; receiving education/training; participating in
alcohol/drug treatment programs; letters of recommendation; and age at which the individual was convicted.
Mitigating factors include coercion, physical or emotional abuse, and untreated substance abuse/mental illness,
that contributed to the conviction.
No Retaliation. An employer may not take an adverse action against an applicant or employee for exercising
their rights under the ordinance or cooperating with the Office of Labor Standards Enforcement OLSE.
If you need more information, or wish to report an employer that you believe has violated this ordinance, please
contact the OLSE at 415-554-5192 or email FCE@sfgov.org.
City Hall, Room 430

OFFICE OF LABOR STANDARDS ENFORCMENT
1 Dr. Carlton B. Goodlett Place San Francisco CA 94102-4685 Tel. (415) 554-6235 Fax (415) 554-4791

Employers with 20+ Employees Must Post This Notice.

OFFICIAL NOTICE

San Francisco Family Friendly Workplace Ordinance
Employers with 20 or more employees must allow any employee who is employed within the geographic boundaries of the
City, regularly works at least 8 hours per week, and has been employed by an employer for 6 months or more, to request a
flexible or predictable working arrangement to assist with caregiving responsibilities for 1) a child or children under the age
of 18, 2) a person or persons with a serious health condition in a family relationship with the employee, or 3) a parent of the
employee, age 65 or older.

An employee’s request shall be in writing. Within 21 days of an employee’s request, an employer must meet with the employee
regarding the request. The employer must respond to an employee’s request within 21 days of that meeting. An employer who
grants the request shall confirm in writing. An employer who denies a request must provide a written response that includes a
bona fide business reason for denial and notices the employee of the right to request reconsideration.

An employer’s failure to follow the procedural, posting or documentation requirements or an employer’s denial of an employee
rights under the law shall constitute a violation. It is unlawful for an employer to discharge, threaten to discharge, demote,
suspend, or otherwise take adverse employment action against any person on the basis of Caregiver status, in retaliation for
exercising rights protected under the Ordinance, or for cooperating with the City in enforcement. The City may investigate
possible violations of the Ordinance, and order violators to pay penalties.
If you have any questions or require additional information, please contact your employer or the City’s Office of Labor
Standards Enforcement (OLSE) at (415) 554-6424 or ffwo@sfgov.org, or visit the OLSE’s website at www.sfgov.org/olse.

Los empleadores con 20 empleados o más deben publicar este aviso.

AVISO OFICIAL

Ordenanza de San Francisco de Lugar de Trabajo
Enfocado en la Familia
Los empleadores con 20 o más empleados deben permitir que cualquier empleado dentro de los límites geográficos de la
Ciudad, que trabaje de forma regular al menos durante 8 horas por semana, y que haya sido empleado de un empleador durante
6 meses o más, solicite un horario de trabajo flexible o predecible para ayudar con las responsabilidades del cuidado de 1)
un niño o niños menores de 18 años de edad, 2) una persona o varias personas que tengan una relación de parentesco con el
empleado y que tengan una afección grave de salud, o 3) uno de los padres del empleado, que además tenga 65 años o más.
La solicitud de un empleado debe estar por escrito. En un plazo no mayor a 21 días desde la solicitud de un empleado, un
empleador debe reunirse con el empleado para hablar sobre la solicitud. El empleador debe responder a la solicitud de un
empleado en un plazo de 21 días desde la reunión. Un empleador que conceda la solicitud debe confirmarla por escrito. Un
empleador que rechace una solicitud debe proporcionar una respuesta por escrito que incluya una razón comercial auténtica
para la negación y que avise al empleado sobre su derecho de solicitar una reconsideración.

La falla por parte del empleador al no apegarse a los requisitos de procedimiento, publicación o documentación, o la negación
por parte de un empleador de los derechos de un empleado conforme a la ley, constituirán una infracción. Es ilegal que un
empleador despida, amenace con despedir, baje de nivel, suspenda o emprenda cualquier otra acción adversa contra cualquier
persona con base en su estado de Cuidador, en represalia por ejercer sus derechos protegidos conforme a la Ordenanza, o
por cooperar con la Ciudad en la aplicación de la Ordenanza. La Ciudad puede investigar cualquier posible infracción a la
Ordenanza, y ordenar que los infractores paguen sanciones.

Si usted tiene alguna pregunta o si requiere información adicional, por favor comuníquese con su empleador o a la Oficina de
Normas Laborales (OLSE, por sus siglas en inglés) de la Ciudad al (415) 554-6424 o a ffwo@sfgov.org, o visite el sitio web de
OLSE en www.sfgov.org/olse.

有20+員工的僱主必須張貼本通知。

正式通知

三藩市家庭友善職場條例
任何有20名或以上員工的僱主必須允許在三藩市工作的員工，每星期工作至少8小時以及被僱用了6個月或以上，員工可
以要求一個靈活或可預料的工作安排，以協助照顧以下人士1) 一個或多個18歲以下的孩子，2) 一個或多個與該員工有
家庭關係的患有嚴重疾病的人，或3) 該員工的父母，65歲或以上。
員工的請求應採用書面形式。在員工提出請求的21天內，僱主必須就此請求面見員工。僱主必須在那次會面後的21天內
回覆員工的請求。批准請求的僱主必須以書面形式確認。如拒絕請求，僱主也必須提供書面回覆包括一個真實的業務上
的拒絕理由，並通知員工有權要求重新考慮。
根據法律，僱主沒有遵循程序﹑張貼或文件記錄要求或僱主拒絕員工的權利將構成違規。僱主用解僱﹑威脅解僱﹑降
級﹑停職或採取其他不利於就業的行動來報復行使條例權利或配合市府執法的員工將構成違規。市府會調查此條例的違
規行為並命令違規者支付罰款。
如果您有任何疑問或需要額外資訊，請聯繫您的僱主或該市府勞工標準執行辦公室(OLSE)，電話(415)554-6424 或
ffwo@sfgov.org，或瀏覽OLSE的網站 www.sfgov.org/olse。

Ang mga Employer na may 20+ Empleyado ay Dapat Ipaskil ang Pasabing Ito.

OPISYAL NA PASABI

Ordinansa ng San Francisco sa Maka-pamilyang Lugar ng Trabaho
(San Francisco Family Friendly Workplace Ordinance)
Ang mga employer na may 20 o higit pang empleyado ay dapat pahintulutan ang sinumang empleyado na nagtatrabaho sa mga lugar na
sakop ng Lungsod, regular na nagtatrabaho ng kahit na 8 oras kada linggo, at nagtrabaho sa employer ng 6 buwan o higit pa, na humiling
ng isang madaling mabago o mahuhulaang oras ng pagtatrabaho (flexible o predictable working arrangement) upang tumulong sa
responsibilidad ng pangangalaga para sa 1) isang anak o mga anak na may edad na mas mababa sa 18 taong gulang, 2) isang tao o mga tao
na may malubhang kalagayan sa kalusugan na may relasyon sa pamilya ng empleyado, o 3) magulang ng empleyado, na may edad na 65
taong gulang o mas matanda.

Ang kahilingan ng empleyado ay dapat nakasulat. Sa loob ng 21 araw ng kahilingan ng empleyado, ang employer ay dapat makipag-pulong
sa empleyado tungkol sa kahilingan. Dapat sumagot ang employer sa kahilingan ng empleyado sa loob ng 21 araw ng pulong na iyon. Ang
employer na nag-aproba ng kahilingan ay dapat pagtibayin ito sa pamamagitan ng sulat. Ang employer na tumanggi sa kahilingan ay dapat
magbigay ng nakasulat na tugon na nakalagay ang tunay na dahilan ng negosyo para sa pagtanggi at pasabi sa empleyado ng karapatang
humiling ng muling pagsasaalang-alang.
Ang kabiguan ng employer na sumunod sa pamamaraan, pagpaskil o mga kinakailangang dokumento o ang pagtanggi ng employer sa
mga karapatan ng empleyado sa ilalim ng batas ay bumubuo ng paglabag. Labag sa batas para sa employer na magsisante, magbanta ng
pagsisante, magbaba ng tungkulin, magsuspindi, o kung hindi man magsagawa ng nakakasamang aksiyon sa trabaho laban sa sinumang
tao batay sa kalagayan ng pagiging Tagapag-alaga (Caregiver), bilang ganti para sa pagganap sa mga karapatang protektado sa ilalim ng
Ordinansa, o para sa pakikipag-tulungan sa pagpapatupad ng Lungsod. Maaaring magsagawa ng imbestigasyon ang Lungsod para sa
posibleng mga paglabag ng Ordinansa, at mag-utos sa mga lumabag na magbayad ng parusang multa.

Kung mayroon kayong anumang katanungan o kailangan ng karagdagang impormasyon, mangyari lamang na kontakin ang inyong
employer o ang Office of Labor Standards Enforcement (OLSE) ng Lungsod sa (415) 554-6424 o ffwo@sfgov.org, o bisitahin ang website
ng OLSE sa www.sfgov.org/olse.

Это извещение должно быть вывешено в компаниях с персоналом в количестве 20+.

ОФИЦИАЛЬНОЕ УВЕДОМЛЕНИЕ

Постановление Сан-Франциско о создании благоприятных условий для семей

Работодатели с 20 или большим количеством сотрудников должны предоставлять любому сотруднику, работающему в
географических пределах города минимум 8 часов в неделю и проработавшему 6 месяцев или дольше, право на гибкий или
предсказуемый рабочий график, чтобы помочь ему выполнять обязанности по уходу за 1) ребенком или детьми, не достигшими
18 лет, 2) серьезно больными родственниками, или 3) пожилыми родителями, достигшими возраста 65 лет.

Работник обязан подать письменное заявление. Работодатель должен встретиться с работником относительно запроса в течение
21 дня с момента подачи. Работодатель должен ответить на заявление работника в срок, не превышающий 21 день с момента
этой встречи. Работодатель, удовлетворяющий требование, обязан предоставить об этом письменное извещение. Работодатель,
отказывающий в удовлетворении запроса, должен предоставить письменный ответ, который содержит истинную причину
отказа, и известить работника о его праве на пересмотр этого решения.
Отказ работодателя следовать процедурным нормативам и требованиям вывешивать уведомление или документацию, или
удовлетворить требования законных прав сотрудника, являются нарушением закона. Работодатель не имеет права уволить,
угрожать увольнением, понижать в должности, отстранять, или принимать какие-либо неблагоприятные действия против
кого-либо, в связи с необходимостью выполнять обязанности по уходу, в ответ на пользование правами, защищенными
данным постановлением, или за сотрудничество с муниципальными властями, требующими исполнения нормативноправовых документов. Муниципалитет может расследовать возможные нарушения данного постановления и назначить штраф
работодателям, нарушающим данное постановление.

С вопросами и за дополнительной информацией обращайтесь к вашему работодателю или в Управление по контролю за
соблюдением трудового законодательства г. Сан-Франциско (OLSE) по телефону: (415) 554-6424 или электронной почте: ffwo@
sfgov. или посетите наш веб-сайт по адресу www.sfgov.org/olse.

Chủ nhân Có trên 20 Nhân viên Phải Niêm Yết (Dán) Thông Cáo này.

THÔNG CÁO CHÍNH THỨC

Sắc Luật Gia đình Thân thiện ở Sở Làm của San Francisco
Chủ nhân có từ 20 nhân viên trở lên phải cho phép bất kỳ nhân viên nào được mướn và làm việc trong phạm vi của thành phố San
Francisco, và thường xuyên làm việc ít nhất 8 tiếng mỗi tuần, và đã được chủ mướn từ 6 tháng trở lên, có quyền yêu cầu làm việc với
giờ giấc uyển chuyển hoặc một thời khóa biểu được biết trước để họ có thể chăm sóc cho 1) một đứa bé hoặc trẻ em dưới 18 tuổi, 2) một
người hoặc những người có tình trạng sức khỏe nghiêm trọng có quan hệ gia đình với nhân viên, hoặc 3) cha hoặc mẹ của nhân viên, 65
tuổi trở lên.

Yêu cầu của nhân viên phải được viết thành văn bản. Trong vòng 21 ngày, kể từ ngày yêu cầu của nhân viên, chủ nhân phải gặp và nói
chuyện với nhân viên về yêu cầu này. Chủ phải trả lời yêu cầu của nhân viên trong vòng 21 ngày kể từ ngày họp đó. Nếu chấp nhận yêu
cầu, chủ nhân phải xác nhận trên giấy tờ. Nếu từ chối yêu cầu chủ nhân phải cung cấp một văn bản trả lời cho biết lý do kinh doanh chân
chính để từ chối và cho nhân viên biết quyền yêu cầu được cứu xét lại.
Nếu chủ nhân không tuân theo thể lệ này, (dán) yết thị hoặc đòi hỏi bằng chứng về văn bản hay tài liệu hoặc từ chối quyền lợi của nhân
viên, chủ nhân sẽ có hành vi phạm luật. Nó là bất hợp pháp cho Nếu chủ nhân đuổi, đe dọa sa thải, giáng chức, đình chỉ, hoặc có hành vi
bất lợi trong việc làm đối với bất kỳ người nào vì tình trạng phải chăm sóc cho thân nhân, hoặc trả đũa vì thực hiện các quyền được bảo
vệ dưới Sắc lệnh này, hoặc hợp tác với Thành phố trong thực thi pháp lệnh. Thành phố San Francisco có thể điều tra hành vi phạm sắc
luật của người vi phạm, nếu có, để buộc họ phải trả tiền phạt.
Nếu bạn có bất kỳ câu hỏi hoặc cần yêu cầu thêm thông tin, xin vui lòng liên lạc với chủ nhân của bạn, hoặc Văn phòng Thực thi Tiêu
chuẩn Lao động (OLSE) của San Franciscoa tại số (415) 554-6424 hoặc ffwo@sfgov.org , hoặc truy cập vào trang web của OLSE tại
www.sfgov.org/ols.

Post Where Employees Can Read Easily. Violators Shall be Subject to Penalties.

OFFICIAL NOTICE

San Francisco Paid Sick Leave
Pursuant to the San Francisco Paid Sick Leave Ordinance, Chapter 12W of the San Francisco Administrative
Code, all employers must provide paid sick leave to each employee (including temporary and part-time employees)
who performs work in San Francisco. Paid sick leave began to accrue on February 5, 2007 for employees working
for an employer on or before that date. For employees hired by an employer after February 5, 2007, paid sick leave
begins to accrue 90 calendar days after the commencement of employment.
For every 30 hours worked, an employee shall accrue one hour of paid sick leave. Employees of employers for which
fewer than 10 persons (including full-time, part-time and temporary employees) work for compensation during a
given week may have up to 40 hours of accrued paid sick leave saved at any time. Employees of other employers
may have up to 72 hours of accrued paid sick leave saved at any time. Employers may chose to provide greater sick
leave benefits. An employee’s accrued paid sick leave carries over from year to year. Employees are entitled to paid
sick leave for their own medical care and also to aid or care for a family member or designated person.
Under the Ordinance, employees who assert their rights to receive paid sick leave are protected from retaliation.
The City can investigate possible violations, shall have access to employer records, and can enforce the paid sick
leave requirements by ordering reinstatement of employees, payment of paid sick leave unlawfully withheld, and
penalties.
If you should have any questions or require additional information, please contact your employer or the Office
Labor Standards Enforcement (OLSE) at (415) 554-6271, email us at PSL@sfgov.org, or visit www.sfgov.org/olse/pslo.

Favor de publicar donde los empleados lo puedan leer fácilmente
Los Infractores Podrán ser Sujetos a Multas

AVISO OFICIAL
Licencia por Enfermedad Remunerada de San Francisco
De conformidad con la Ordenanza de Licencia por Enfermedad Remunerada de San Francisco, Capítulo 12W
del Código Administrativo de San Francisco, todos los empleadores están obligados a proveer la licencia por
enfermedad remunerada a cada empleado (incluyendo a los trabajadores temporales o de tiempo parcial) que
trabaja en San Francisco. La licencia por enfermedad remunerada empezó a acumularse a partir del 5 de Febrero
del 2007 para los empleados que ya estaban trabajando o comenzaron a trabajar en esa fecha. Los trabajadores
contratados por un empleador después del 5 de Febrero del 2007, empezarán a acumular la licencia por enfermedad
remunerada 90 días después del inicio del empleo.
Un empleado acumulará una hora de licencia por enfermedad remunerada por cada 30 horas trabajadas. Los
empleados cuyos empleadores tengan menos de 10 personas (incluyendo trabajadores a tiempo completo, tiempo
parcial, y temporal) que trabajen por remuneración durante una semana cualquiera pueden tener acumuladas
hasta 40 horas de licencia por enfermedad pagada a la vez. Los empleados de otros empleadores pueden tener
acumuladas hasta 72 horas. Los empleadores pueden elegir brindar mayores beneficios de licencia por enfermedad.
La licencia acumulada por enfermedad remunerada de un empleado se transfiere de año a año. Los empleados
podrán usar la licencia por enfermedad remunerada para su propio cuidado médico, así como para cuidar a un
miembro de la familia o persona designada.
Bajo esta ordenanza, el empleado que hace valer su derecho de recibir la licencia por enfermedad remunerada
está protegido contra represalias. La ciudad puede investigar posibles infracciones, tener acceso a los registros
del empleador, y hacer cumplir la ley de la licencia por enfermedad remunerada ordenando el restablecimiento de
empleados, pago de la licencia por enfermedad remunerada negada ilegalmente, y aplicación de sanciones.
Si tiene alguna pregunta o necesita mayor información, contacte a su empleador o a la Oficina de Ejecución de las
Normas Laborales (OLSE) al (415) 554-6271 o envíenos un correo electrónico a PSL@sfgov.org.

請張貼在僱員容易看得到的地方。違例者將受到懲罰

正式通知

三藩市有薪病假
依照三藩市行政法規有薪病假條例第12W條，所有僱主必須為每位在三藩市工作的僱員（包括臨時和兼職僱員）
提供有薪病假。 在2007年2月5或以前為僱主工作的僱員的有薪病假將從2007年2月5日開始累計。對於2007年 2月
5日以後受僱的僱員，有薪病假將在開始雇用的90天後 開始累計。
每工作30小時，僱員就累積一小時的有薪病假。如果在一週內某僱主的受薪僱員（包括全職、兼職及臨時僱員）
少於10人，其所聘僱員的累計有薪病假最多為40小時。其他僱主的僱員的累計有薪病假最多為72小時。僱主可以
選擇提供更大的病假福利。僱員的有薪病假可以累積不受年份限制。有薪病假可以用於僱員本人或照顧其家庭成
員或指定人士。
在本條例下﹐僱員如果因維護他們的有薪病假權利而遭受報復﹐將受到法律的保護。市府將對可能的違規行為進
行調查、將查看僱主的記錄和通過命令僱主恢復僱員的此項權利, 要求僱主支付非法扣留的有薪病假或對僱主處
以罰款來強制執行有薪病假的規定。
如果你有任何問題或需要更多的信息，請與你的僱主聯絡或致電（415）554-6270或電郵至PSL@sfgov.org. 與勞工
標準執行辦公室（OLSE）聯絡。

Mangyari lamang na Ipaskil kung Saan Madaling Mabasa ng mga Kawani.
Ang Mga Lumalabag ay Kailangan na Dapat Maparusahan.

OPISYAL NA PASABI

San Francisco Paid Sick Leave
Alinsunod sa Ordinansa ng San Francisco tungkol sa Paid Sick Leave, Kabanata 12W ng San Francisco Administrative Code,
lahat ng mga employer ay dapat magkaloob ng paid sick leave sa bawat isang kawani (kabilang ang hindi pirmihan at parttime na mga kawani) na nagtratrabaho sa San Francisco. Ang paid sick leave ay nagsimulang natipon noong Pebrero 5, 2007
para sa lahat ng mga kawani na nagtratrabaho para sa isang employer mula o bago sa nasabing petsa. Para sa mga kawani na
nagsimulang nagtrabaho para sa isang employer pagkaraan ng Pebrero 5, 2007, ang paid sick leave ay magsimulang matipon
pagkaraan ng 90 araw simula ng kanyang pagiging empleyado.
Para sa bawat 30 oras na pagtatrabaho, ang kawani ay makakatipon ng isang oras ng bayad na pagliban ng pagkakasakit.
Ang mga kawani ng mga employer na mayroong mas kaunti sa 10 tao (kabilang ang regular, hindi pirmihan o
pansamantalang kawani) na nagtatrabaho na may sahod sa isang linggo ay maaaring magkaroon ng hanggang 40 oras na
natipong bayad na pagliban sa pagkakasakit na naipon sa anumang panahon. Ang mga kawani ng iba pang mga employer
ay maaaring magkaroong ng hanggang sa 72 oras ng natipong bayad na pagliban sa pagkakasakit na naipon sa anumang
panahon. Maaring piliin ng mga employer na magkaloob ng mas higit na mga benepisyo ng pagliban sa pagkakasakit.
Ang bayad na pagliban sa pagkakasakit ng isang kawani ay madadala taon-taon. Ang mga kawani ay karapat-dapat na
magkaroon ng bayad na pagliban sa pagkakasakit para sa kanilang sariling pangangalagang medikal at para rin sa pagtulong
o pangangalaga para sa isang miyembro ng pamilya o taong hinirang.
Sa ilalim ng Ordinansa, ang mga kawani na ipinaglaban ang kanilang karapatan na makatanggap ng paid sick leave ay may
proteksiyon mula sa paghihiganti o panggigipit. Ang Lungsod ay maaaring mag-imbestiga ng posibleng paglabag, mayroong
karapatan na tumingin sa mga rekord ng employer, at maaaring magpatupad ng mga kautusan tungkol sa paid sick leave sa
pamamagitan ng pag-utos ng pagbabalik sa dating trabaho ng mga kawani, pagbabayad sa paid sick leave na labag sa batas
na hindi ipinagkaloob, at iba pang mga kaparusahan.
Kung mayroon kayong anumang mga katanungan o nangangailangan ng karagdagang impormasyon, mangyari lamang na
makipag-ugnayan sa inyong employer o sa Office Labor Standards Enforcement (OLSE) sa telepono na (415) 554-6271 o magemail sa amin sa PSL@sfgov.org.

Вывесить на видном для работников месте. Hарушители будут оштрафованны.

ОФИЦИАЛЬНОЕ УВЕДОМЛЕНИЕ

Оплачиваемый отпуск по болезни в Сан-Франциско

В соответствии с Распоряжением Администрации Сан-Франциско об оплачиваемом отпуске по болезни, глава 12W
Адми¬нистративного Кодекса Сан-Франциско, все работодатели обязаны предоставлять оплачиваемый отпуск по болез¬ни
каждому работнику (в том числе временным работникам и занятым неполную рабочую неделю), который выполняет работу
в Сан-Франциско. Для работников, работающих на работодателя по состоянию на 5 февраля 2007 г. или работавших до этой
даты, накопление оплачиваемого отпуска по болезни должно начинаться с 5 февраля 2007 г. Для работников, нанятых после
5 февраля 2007 г., накоп¬ление оплачиваемого отпуска по болезни должно начаться спустя 90 дней после начала работы по
найму.
На каждые 30 отработанных часов, работник должен накапливать один час оплачиваемого отпуска по болезни. Работники
или работодатели, у которых имеется менее 10 человек, (включая работающих на полную ставку, на неполную ставку
и временных работников) работающих в течение данной недели за зарплату, могут иметь до 40 часов накопленного
оплачиваемого отпуска по болезни, сохранённых в любое время. Работники или другие работодатели могут в любое время
иметь до 72 часов накопленного оплачиваемого отпуска по болезни. Работодатели могут выбрать вариант, предоставляющий
более широкие льготы оплачиваемого отпуска по болезни. Накопленный работником оплачиваемый отпуск по болезни
переносится из одного года на следующий. Работники имеют право на оплачиваемый отпуск по болезни для их собственных
медицинских нужд, а также для помощи или ухода за членом семьи, или назначенным лицом.
В соответствии с Распоряжением на работников, реализующих свое право на получение оплачиваемого отпуска по болезни,
распространяется защита от каких-либо репрессивных действий. Администрация Города может расследовать возможные
наруше¬ния, должна иметь доступ к документальным записям работодателя, и может принуждать к выполнению
требований в отношении оплачиваемого отпуска по болезни путем издания приказа о восстановлении работников на работе,
обязывать производить оплату незаконно отказанного оплачиваемого отпуска по болезни и налагать штраф.
Если у Вас имеются какие-либо вопросы, или необходима дополнительная информация, обращайтесь к своему
работодате¬лю или в Офис по исполнению трудового законодательства [Office Labor Standards Enforcement (OLSE)] по тел.
(415) 554-6271 или по электронной почте на адрес PSL@sfgov.org.

Xin hãy dán thông báo này tại nơi mà nhân viên có thể dễ dàng nhìn thấy.
Những người Vi phạm sẽ bị những Hình phạt.

THÔNG BÁO CHÍNH THỨC

Về việc nghỉ ốm hưởng lương của San Francisco

Theo Sắc lệnh Nghỉ ốm Hưởng lương của San Francisco, Chương 12W của Bộ luật Hành chính San Francisco, tất cả chủ sử dụng lao
động của San Francisco phải cho phép mọi nhân viên làm việc trong Thành phố được nghỉ ốm hưởng lương (bao gồm cả nhân viên
tạm thời và nhân viên bán thời gian). Việc nghỉ ốm hưởng lương sẽ bắt đầu được tính từ ngày 5 tháng 2 năm 2007 đối với những nhân
viên làm việc cho chủ sử dụng lao động vào hoặc trước ngày ấy. Đối với những nhân viên được chủ sử dụng lao động thuê sau ngày 5
tháng 2 năm 2007, việc nghỉ ốm hưởng lương sẽ bắt đầu được tính sau 90 ngày kể từ ngày bắt đầu làm việc.
Cứ mỗi 30 giờ làm việc, nhân viên sẽ được tính một giờ nghỉ ốm hưởng lương. Nhân viên làm việc cho chủ sử dụng lao động có ít hơn
10 nhân viên (bao gồm cả nhân viên toàn thời gian, bán thời gian và tạm thời) làm việc hưởng lương trong một tuần có thể trong bất
cứ lúc nào tích lũy được lên đến 40 giờ nghỉ ốm hưởng lương. Nhân viên làm việc cho chủ sử dụng lao động khác có thể trong bất cứ
lúc nào tích lũy được lên đến 72 giờ nghỉ ốm hưởng lương. Chủ sử dụng lao động có thể quyết định cung cấp những quyền lợi rộng rãi
hơn về nghỉ ốm hưởng lương. Số ngày nghỉ ốm hưởng lương tích lũy của một nhân viên được cộng dồn từ năm này sang năm khác.
Nhân viên có quyền được nghỉ ốm hưởng lương để chăm sóc y tế cho bản thân và chăm sóc, trợ giúp thành viên trong gia đình hoặc
một người được chỉ định.
Theo Sắc lệnh, nhân viên đòi quyền được nghỉ ốm hưởng lương được bảo vệ không bị trả đũa. Thành phố có quyền điều tra những vi
phạm có thể xảy ra, có quyền truy cập hồ sơ của chủ sử dụng lao động, và có quyền cưỡng chế thi hành các yêu cầu nghỉ ốm hưởng
lương bằng cách yêu cầu việc phục hồi sức khỏe của nhân viên, việc trả lương cho những ngày nghỉ ốm hưởng lương bị từ chối trái
pháp luật, và các hình thức xử phạt
Nếu bạn có bất cứ thắc mắc hoặc cần thêm thông tin, xin vui lòng liên hệ với chủ sử dụng lao động của bạn hoặc Văn phòng Lao động
(OLSE) tại số điện thoại (415) 554-6271 hoặc email cho chúng tôi tại địa chỉ PSL@sfgov.org

Post Where Employees Can Read Easily. Violators Shall be Subject to Penalties.

OFFICIAL NOTICE

San Francisco Minimum Wage
Rate Effective January 1, 2014

$10.74
Minimum Wage Rate

per hour

Beginning January 1, 2014, all employers
must pay to each employee who performs work in San Francisco (including temporary
and part-time employees) wages not less than $10.74 per hour.
The minimum wage requirement, set forth in the San Francisco Minimum Wage Ordinance, Chapter 12R of
the San Francisco Administrative Code, applies to adult and minor employees who work two (2) or more hours
per week. Each year, the City will adjust the amount of the minimum wage based on increases in the regional
consumer price index.
Under the Ordinance, employees who assert their rights to receive the City’s minimum wage are protected from
retaliation. Employees may file a civil lawsuit against their employers for any violation of the Ordinance. The
City can investigate possible violations, shall have access to payroll records, and can enforce the minimum wage
requirements by ordering reinstatement of employees, payment of back wages unlawfully withheld,
and penalties.
If you should have any questions or require additional information, please contact your employer or the Office
Labor Standards Enforcement (OLSE) at (415) 554-6292 or Email MWO@sfgov.org.

Favor de publicar este aviso donde los empleados lo puedan leer fácilmente
Los Infractores Podrán ser Sujetos a Multas

AVISO OFICIAL

A partir del 1 de Enero de 2014, todos los empleadores deben pagar a cada empleado que trabaja en
San Francisco (incluyendo trabajadores temporales y de tiempo parcial) no menos de $10.74 por hora.
El requisito de salario mínimo, establecido en la Ordenanza del Salario Mínimo de San Francisco, Capítulo 12R
del Código Administrativo de San Francisco, es para trabajadores adultos y menores que trabajan dos (2) o más
horas por semana. Cada año la Ciudad ajustará la cantidad del salario mínimo basado en aumentos en el índice de
precios al consumo regional.
Bajo la Ordenanza, los empleados que hacen valer sus derechos de recibir el salario mínimo de la Ciudad están
protegidos contra represalia. Los empleados pueden entablar una demanda contra sus empleadores en caso de
cualquier violación de la Ordenanza. La Ciudad podrá investigar las violaciónes posibles, tendrá acceso a registros
de nómina, y podrá imponer los requisitos del salario mínimo por medio de ordenar el restablecimiento de
empleados y el pago de sueldos atrasados retenidos ilegalmente, y podrá aplicar sanciones.
Si tiene alguna pregunta o si desea más información, contacte a su empleador o a la Oficina de Ejecución de las
Normas Laborales (Office of Labor Standards Enforcement: OLSE) llamando al (415) 554-6292 o por correo
electrónico a MWO@sfgov.org

請張貼在僱員容易看到的地方。違例者將受到懲罰

正式通告
自2014年1月1日開始﹐所有僱主必須支付在三藩市市內工作的每位僱員(包括臨時僱
員及兼職僱員)工資不低於每小時$10.74美元。
根據三藩市的最低工資法令及三藩市行政令第12R章﹐這最低工資規定適用於成人和青少年僱員在每星期工作兩
(2) 小時或以上者﹐每年市府會跟據地區性消費物價指數的增加而對最低工資作出調整。
依照本條例﹐僱員要求獲得本市最低工資的權利受法律保護不會受到報復﹐僱員有權以任何違反條例的理由控告僱主。
市政府有權調查可能的違法行為﹐有權取得員工薪水記錄﹐透過安排僱員復職﹐補償未付薪資及罰款﹐強制執行最低
工資規定。
若有任何疑問或需要其他資訊﹐請與你的僱主聯絡﹔亦可致電 (415)554-6292﹐或電郵至MWO@SFGOV.ORG與勞
工標準執行署(OLSE) 聯絡。

Tignan ang likod ng pahina para sa Tagalog

$10.74
Bắt đầu từ ngày 1 tháng Giêng, 2014, tất cả chủ nhân phải trả cho mỗi nhân viên làm việc tại San
Francisco (kể cả nhân viên tạm thời và bán thời gian) lương không ít hơn $10.74 một giờ.

. Hарушители будут оштрафованны.
Начиная с января 2014 г., все работодатели должны
$10.74

Paki Lathala Kung Saan Madaling Mabasa Ng Mga Empleyado.
Ang Mga Lumalabag ay Kailangan na Dapat Maparusahan.

PANG-UNAWANG OPISYAL

Simula sa Enero 1, 2014, sa lahat ng mga maypagawa ay kailangang bayaran ang bawat sinumang
empleyado sa San Francisco na gumagawa ng trabaho (kasama na ang mga empleyadong pansamantala at
pangpirasohang-oras) sa sahod na hindi bababa sa $10.74 bawat oras.
Ang pinakamababang sahod na kinakailangan, na nakatakdang pasulong sa Ordinansa sa Pinakamababang Sahod ng San Francisco,
Kapitulo 12R ng Kodikong Administratibo ng San Francisco, ay nalalapat sa sinumang mga matatanda at mga menor na empleyado
na nagtratrabaho ng dalawang oras (2) o higit pa sa loob ng isang linggo. Bawat taon, ang Siyudad ay nagnanais na iayon ang
pinakamababang sahod base sa dagdag sa mamimiling taluntunan ng presyong kapurukan.
Sa ilalim ng Ordinansa, sinumang empleyado na pinapanindigan ang kanilang mga karapatan na tumanggap ng pinakamababang sahod ng
Siyudad ay protektado labas sa retalyasyon. Ang mga empleyado ay maaaring maghain ng litigasyong sibil laban sa kanilang maypagawa
para sa anumang paglabag ng Ordinansa. Ang Siyudad ay maaaring mag-imbistiga sa posibilidad na paglabag, mayroon din silang daan
sa mga talaan ng suweldo, at maaaring ipasunod ang mga kinakailangan sa pinakamababang sahod sa pamamagitan ng pag-uutos ng
pagkakabalik sa dati ng mga empleyado, kabayaran sa sahod sa nakaraan na nakakalabag sa batas na, at ang mga multa.
Kung ikaw ay mayroong mga katanungan o pangailanganan na karagdagan na impormasyon, paki-kontak ang iyong maygawa o sa
Opisina ng Gawaing PamantayanTagapagtupad (OGPT) sa (415) 554-6292 o E-mail kami sa MWO@sfgov.org

