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1. Which Wage Order Applies - IWC Classifications

A. Industry vs. Occupational Wage Order
B. Industry Wage Order - Wage Order 1-3, 5-13 are “indusiry” wage orders.

L. These wage orders cover ALL employees of companies that conduct
business within a particular industry - even office or administrative staff.

2. If the business is comprised of several industries, more than one wage
order may be applicable to the different portions of the integrated
business.

3. If a business is not covered by a particular “industry” as defined in the

wage order, then an occupational order may apply.
C. Occupation Wage Order - Wage Order 4, 14-17 are occupational wage orders.
1. These wage orders cover only particular jobs.

2. Wage Order 16 and 17 are new to California and cover industry that
previously may have been exempted from the wage orders.

3. Businesses that are not subject to an “industry” wage order may be
covered by more than one occupational wage order.

IL Overtime Pay Requirements

A “Workday” and “Workweek™

1. “Work day” is defined as “any consecutive 24-hour period commencing at
the same time each calendar day.”

2. A “workweek” is “any 7 consecutive days, starting with the same calendar
day each week.” A “workweek” is a “fixed and regularly recurring period
of 168 hours, 7 consecutive 24-hour periods.”

3. If the employer fails to designate a work day or workweek, the DLSE will
assume that each work day starts at midnight and that each workweek
starts at midnight on Sunday (Sunday being the first day of the
workweek). Federal law follows the same format. Employers are free to
set up their own work day and workweek, which could have ramifications
for overtime. (9/80) example = 36 one week and 44 the next. Start the
workweek at noon on Friday and no overtime will occur.)
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4, “Shift” is defined as “designated hours of work by an employee, with a
designated beginning time and quitting time.” This has ramifications,
particularly with respect to alternative workweeks,

B. Once the worleweek is established, it cannot be changed unless the change is
intended to be permanent and not designed to evade overtime requirements. Each
workweek stands alone, and simply having a 2-week pay period does not allow
the employer to average the 2 weeks’ hours.

C. In California, overtime is provided to non-exempt employees in the following
circumstances:

1. Over 8 hours of work in a work day (time and one-halif) (private
employers only).

2, Over 40 hours of work in a workweek (also consistent with federal law)
(time and one-half) (public and private).

3. The first 8 hours of work on the 7™ consecutive day of work in a
workweek (time and one-half) (note that the employee must work all 7
days in the workweek: merely working 7 consecutive days, if the days
cross over into another workweek, will not qualify the employee for the 70
day premium) (private employers only).

4. Over 12 hours of work in a work day {double time) (private employers
only).
5. Over 8 hours of work on a 7" consecutive day in a workweek (double

time) (private employers only).
6. Federal law only has a 40-hour week.

7. “Anti-pyramiding” rules provide that employers need not combine more
than one rate of overtime compensation (¢xample: employee works 42
hours in a week, including 10 hours on one day). The 41* and 42" hour
must be compensated, but they will be deemed equivalent to the o™ and
10" hour on the one day of overtime worked, so only one set of overtime
need be paid. '

D. Exempt Employees - Exempt employees may work overtime and not be
compensated for it. Employers may designate the “regular workweek” for exempt
employees as 40 hours, but doing so does not create an overtime obligation for
hours worked in excess of 40 by exempt employees. Employers may provide a
bonus or otherwise compensate exempt employees for overtime, but doing so on a
regular basis or at a fixed hourly rate could jeopardize exempt status (but not
automatically).
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E.

Piece rate - The total of the piece rate pay shall be divided by the number of hours
worked to determine the overtime rate, if overtime is worked. Then half-time
shall be paid for the overtime hours up to 12.

HIL. Overtime Exemptions

A,

State Rules - The wage orders contain a number of exemptions for overtime. All
wage orders contain some exemptions. Some exemptions are the same in all
wage orders while other exemptions relate to specific industries or occupations.

Executive, Administrative or Professional Exemptions: Wage Orders 1 through
13 and 15 through 17 contain almost identical tests for determining these
exemptions. These exemptions are summarized below:

1. Executive - To meet the criteria of the execuiive exemption, an employee
must be employed in an executive capacity. This means:

a.

The duties and responsibilities must involve management of the
enterprise or of a customarily recognized department or
subdivision of the enterprise, and

The employee must customarily and regularly direct the work of
two (2) or more other employees, and

The employee must have 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

Who customarily and regularly exercises discretion and
independent judgment; and

Must be primarily engaged in duties which meet the test of the
exemption. The word “primarily” has been defined by the wage
orders to mean more than one half of the employee’s work time,
and is directly and closely related to exempt work and work
which is properly viewed as a means for carrying out exempt
functions.

Must be paid a “salary” equivalent to at least twice the mi'nimuin
wage for full-time employment, i.e., $33,280 per year effective
Jan. 1, 2008.

2. Administrative - A person employed in an administrative capacity means
an employee whose duties and responsibilities involve either:
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The performance of office or non-manual work directly related to
management policies or general business operations of the
employer or his employer’s customers, or

a. The performance of functions in the administration of a school
system or educational establishment or institution, or of a
department or 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 bonafide executive or administrative capacity, or

d. Who performs under only general supervision work along
specialized or technical lines requiring special training, experience
and knowledge, or

e. Who executes under only general supervision, special assignments
and tasks, and

f, The employee must primarily be engaged in duties which meet the
test of the exemption, and

2. They must be paid a salary, which is equal to at least twice the
minimum wage for full-time employment.

3. Professional
a. An employee is exempt from overtime pursuant to this exemption

when they meet the following requirements:

(1)  They are licensed or certified by the State of California and
primarily engaged in the practice of one of the following
recognized professions: law, medicine, dentistry,
optometry, architecture, engineering, teaching, or
accounting, or

(2)  Who is primarily engaged in an occupation commonly
‘recognized as a learned or artistic profession.

(3)  Who customarily and regularly exercises discretion and
independent judgment in the performance of the duties
described in paragraphs (1) and (2) above, and

(4) Who receives a salary of at least twice the minimum wage
for full-time employment.
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(5)  For other than the licensed or certified professionals set
forth in Section (1) above, employers are directed to the
following regulations of the Department of Labor to
mterpret this provision. (29 CFR §§ 541.207, 541.301(a) -
(d), 541.302, 541.306, 541.307, 541.308 and 541.310.)

4. Pharmacists and registered nurses are not considered exempt professional
employees unless they meet the criteria for the executive or administrative
exemption.

5. Advanced practice nurses may meet the test of the exemption if they are a:
a. Certified nurse or midwife for which certification is required under

the Business and Professions Code;

b. Certified nurse or anesthesiologist who is certified pursuant to the
Business and Professions Code;
c. Certified nurse practitioner who is certified pursuant to the
Business and Professions Code.
6. Outside Sales Exemption: Persons employed as outside salespersons are

b.

a.

exempt from minimum wage and overtime requirements under state law.
The following are the requirements for the exemption to apply:

The employee must be 18 years of age or over, and

The employee must customarily and regularly work more than
one-half of their working time away from the employer's place of
business, and

The employee must during one-half of their working time away
from the employer's place of business sell tangible or intangible
items or obtain orders or contracts for products, services, or use of
facilities.

The state exemption is different from the federal exemption
because it has the requirement that the employee actually work
one-half of their working time away from the employer's business
selling. Thus, in order to determine whether a person is exempt as
an outside salesperson, the Labor Commissioner looks to the actual
hours spent on sales activity away from the employer's premises to
determine if they are primarily an outside salesperson.

The outside sales exemption does not have a salary requirement.
They can be paid by commission, by salary or by the hour.
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7. Special exemptions

d.

Employees Covered by Collective Bargaining Agreements:
Employees covered under a collective bargaimng agreement
(CBA) are exempt from the overtime provisions of the wage
orders, if the CBA expressly provides for premium pay for all
overtime hours worked and the employees regular rate of pay is
30% more than minimum wage ($9.75 per hour).

Ambulance Drivers & Attendants: Ambulance drivers and
attendants on 24-hour duty. This exemption is available for
ambulance drivers who have agreed in writing to 24-hour shift
schedules, in which case three (3) one (1) hour meal periods and
one (1) eight (8) hour uninterrupted sleep period may be deducted
from the total of 24-hour shifts. The exemption does not apply to
employees on less than 24-hour shifts.

Licensed Physicians: Labor Code, Section 515.6 exempts licensed
physicians or surgeons who receive an hourly rate of pay of at least
$65.59 (eff. 1/1/08; previously $64.18, and orig. $55.00). The
DLSE has recently advised that if a physician receives this hourly
rate for all hours worked, they are exempt. Normally, professional
employees must be paid a minimum salary that is not subject to
deduction to qualify as exempt under state law. This exemption
does not require this minimum salary.

Truck Drivers: Truck drivers whose hours of service are regulated
by the United States Department of Transportation, Code of
Federal Regulations, Title 49, Sections 395.1 to 395.13. Hours of
service of drivers, or Title 13 of the California Code of
Regulations, Subchapter 6.5, Section 1200 and following sections
regulating hours of drivers are exempt from the overtime
provisions of the wage order.

Commissioned Employees: The overtime provisions of the wage
order are not applicable to employees whose earnings exceed one
and one-half times the minimum wage if more than half of the
employee's compensation represents commissions,

(0 This exemption is only applicable to employees covered
under Wage Orders 4 and 7.

Other Exemptions:

(1)  Employees who are the parents, spouses, or children of the
employer.
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(2) 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 exempt by
provisions of Section 2789 or 2284 of the Business and
Professions Code.

(3) Taxi drivers are exempt under Wage Order 9 from the
overtime provisions.

(4) Full-time ride operators employed by a traveling carnival
are exempt under Wage Order 10.

(5)  Motion picture proj ectionists are exempt under Wage Order
10.

(6)  Announcers, news editors, chief engineers of radio or |
television stations in a city with a population of 25,000 or
less are exempt under Wage Order 11.

(7}  Actors are exempt under Wage Orders 11 and 12,

(8)  Trrigators and sheep herders are exempt under Wage Order
14.

(9)  Employees engaged in commercial fishing activities are
exempt under Wage Orders 10 and 14.

Computer Employees: In 2000, the legislature created an additional
overtime exemption for certain employees in computer-related
occupations. At that time, in order to be exempt the individual had to eamn
at least $41.00 per hour. The original law required that the hourly rate had
to be increased every year in a percentage equivalent to the Consumer
Price Index. Last year, the employee had to earn an hourly rate of at least
$49.77 per hour. This resulted in an annualized salary of $103,521.60,
difficult for most employers to pay. In a rare move, the legislature
amended the law to get the compensation for the position in a more
realistic pay range. Effective January 1, 2008, the required hourly rate for
those classified under this exemption must earn an hourly rate of $36.00
per hour for all hours worked. The following also has to occur for the
employee to be exempt:

a. The employee is primarily engaged in work that is intellectual or
creative and that requires the exercise of discretion and
independent judgment, and the employee is primarily engaged in
duties that consist of one or more of the following:

(1)  including consulting with users, to determine hardware,
software, or system functional specifications.
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2) 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 specification.

3) The documentation, testing, creation, or modification of
computer programs related to the design of software or
hardware for compuler operating systems.

b. 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. Minimum Wage Increase

A,

California Minimum Wage (AB 1835) Incrcases California's minimum hourly
wage and exempt salary standards for all California employers. This law
increases the minimum wage to $8.00 per hour, effective on and after January 1,
2008. This is the second year of the two-step wage increase that brought the
minimum up from $6.75 to $8.00 in a fifteen-month period.

In addition to the direct financial impact that the increase in minimum wage will
have on business employing individuals at or near the minimum wage, the
increase will have significant impact on other areas.

i. Most importantly, after January 1, 2008, employees who are classified as
exempt employees must earn twice the minimum wage rate {o satisfy the
“salary test” of the exempt status analysis for the three major exemptions.
This amounts to a minimum annual salary of $33,280, or $2,773.34 per
month/$640 per week.

2. In certain industries, commissioned salespersons may be exempt from
overtime if they receive at least one and one-half times the minimum wage
for all hours worked and one-half of the fotal compensation is paid
through commissions, Accordingly, commissioned salespeople must earn
no less than $12.00 per hour in addition to satisfying the other terms and
conditions of the exemption.

3. Some employers require that an employee maintain their own hand tools
and equipment required by the job. Most employers do not know that if
the employee does not earn twice the minimum wage, the employer must
pay for the costs of the tools and equipment and cannot shift the burden to
the employee. Thus, in order for an employee to be entitled to be
reimbursed for the tools and equipment, the employee must earn at least
$16.00 per hour after January 1%,
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Federal Minimum Wage On May 25, President Bush signed a spending bill that
amended the FLSA to increase the federal minimum wage in three steps: to $5.85
per hour effective Tuly 24, 2007; to $6.55 per hour effective July 24, 2008; and to
$7.25 per hour effective July 24, 2009.

Since most California employers are subject to the higher state minimum wage
discussed above, the federal increase has little impact. However, since there is a
poster that must be displayed advising all employees of the federal minimum
wage, employers should have the new poster displayed in the work area.

V. Recent Labor Commissioner Interpretations on Wage and Hour Issues

A,

Meal Period Requirements for Employees Working Alone - There is no
exception from the meal and rest period requirements for small employers, or for
employees who work alone without other employees at a work site. However,
there is a provision in the wage order that allows for an exemption from the rest
period requirements. This exemption is only available upon a request to the
DLSE for a waiver due to a hardship.

Kin Care Leave & PTO Policies - A paid time off program (or any like program
by whatever name) is reviewed for compliance with Labor Code § 227.3. Any
paid time off promised which is not directly tied to an event or chain of events is
considered to be subject to the provisions of Labor Code § 227.3. In addition, any
plan or program which an employer offers promising time off without designating
the time off either as vacation or designating a specific event or chain of events to
which the time off is tied, is considered to be a form of a sick leave policy unless
time off in the event of illness is specifically excluded in the policy or program.

Post-termination Commissions - Commissions found to have been earned upon
the completion of a sale are wages earned (vested) and must be paid within the
pay period. Withholding payment of earned commissions until the end of a three-
month period is a violation of the Labor Code. Any earned commissions may not
be forfeited. Reasonable conditions may be placed on the vesting of
COMMISSIONS.

Exempt Status - The Labor Commissioner opined that an employee’s exempt
status (with some caveats) is not lost if the employer:

1. Keeps track of the employee’s time;

2. Requests an employee to be in the office during specified office hours; and

3. Gives the employee guidance regarding when certain work should be
done.
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.VI. Meal and Rest Period Requirements for California Employers

A. Meal Periods -

1.

6.

Employees are entitled to a minimum of a thirty (30) minute duty-free
meal period for every five (5) hours worked.

If an employee’s total work period is no more than six (6) hours, the
employer and employee may mutually agree to waive the meal period
requirement.

A second meal period is required if an employee works more than ten (10)
hours per day unless the work period is less than twelve (12) hours, then
the second meal period may be waived by mutual consent, if the first meal
period has not been waived.

Meal periods are unpaid - if truly “duty-free.”

a. For a meal period to be "duty-free" the employer cannot require
that an employee perform any duties while on a meal break.

b. An “on-duty” meal period is only permitted when the nature of the
work prevents an employee from being relieved of all duties and
when the employer and employee have a written agreement.

c. If an employer requires an employee to remain at the work site or
facility during the meal period, the meal period must be
compensated.

If an employer fails to provide a meal period, the employer must pay one
(1) additional hour of pay at the employee's regular rate of pay.

This additional hour is not counted for purposes of overtime calculations.

B. Rest Periods

1.

Employers are required to “permit and authorize” each employee to take at
least a ten (10) minute paid break for each four (4) hours worked (or
major fraction thereof).

If an employee works three and one-half (3 % ) hours or less, it is not
required that a break be given to that employee.

Breaks should be given to employees as near to the middle of the four (4)
hours segment of time as is practical. '

If an employer fails to provide a rest period, the employer must pay one
(1) additional hour of pay at the employee's regular rate.
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5.

This additional hour is not counted for purposes of overtime calculations.

C. Recent Developments In Meal & Rest Periods Issues

1.

This area of Wage & Hour law has been one of the most attractive claims -
for plaintiffs’ attorneys to file against unwary employers. The California
Labor Code and the Industrial Welfare Commission Wage Orders are so
confusing that a large majority of employers are not in 100% compliance.
A minor technical violation can result in hundreds of thousands of dollars
in potential exposure just for small to medium size employers.

Employees in California are entitled to a minimum of a thirty (30) minute
duty-free meal if they work for a period of five (5) hours or more. If an
employee’s total work period is no more than six (6) hours, the employer
and employee may mutually agree to waive the meal pertod requirement.
A second meal period is required if an employee works more than ten (10}
hours per day unless the work period is less than twelve (12) hours, then
the second meal period may be waived by mutual consent, if the first meal
period has not been waived.

The Labor Commissioner has been interpreting the above meal period
rules to provide that an employer who does not force an employee to take
a lunch, does not provide a lunch by the end of the fifth hour or does not
provide a lunch for every five hour work period violates the law, even 1f
the employee subsequently gets a meal period of thirty (30) minutes or
more. The Labor Commissioner goes so far as to impose a penalty if the
meal period started 1 minute after the end of the fifth hour — an unduly
harsh approach. In addition, if an employee clocked in after taking a meal
period that was recorded as 29 minutes or less on the time card, the
employer violated the law and was required to pay a penalty of one hour
of additional compensation. In essence, the Labor Commissioner’s policy
forces employers to have to babysit an employee. This one (1) additional
hour of pay must be paid at the employee's regular rate of pay. This
additional hour is not counted for purposes of overtime calculations.

A more lenient standard has been required by the California Labor
Commissioner. Pursuant to this agency’s interpretation, an employer is
only required to “permit and authorize” each employee to take at least a
ten (10) minute paid break for each four (4) hours worked (or major
fraction thereof). If an employee works three and one-half (3 %2 ) hours or

less in a workday, it is not required that a break be given to that employee.

Again, if an employer fails to provide a rest period, the employer must pay
one (1) additional hour of pay at the employee's regular rate.
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5.

Due to the difficulty in controlling the exact time that an employee took a
meal period, or that a rest period was actually observed by the employee,
plaintiff’s attorneys and aggressive Deputy Labor Commissioners have
been seeking out massive penalties against innocent California employers.
For attorneys, the incentive for filing a claim is the prospect of earning
six-figure attorneys fees for minor violations on a massive scale. As an
example, an employer with 50 employees who miss only one week’s (5
days) worth of meal breaks can be faced with a claim for as $2500 (50
employees x 5 days x $10.00 hour). While this number is not significantly
burdensome, the same employer may face bankruptcy, if the employer
does not have the proper documentation to establish that the employer met
its obligation for 52 weeks for three years. Now the exposure can jump to
a staggering amount of $390,000, exclusive of attorneys fees which can
range anywhere from $25,000 for a small claim, to over half a million
dollars for a six to seven figure award.

Also, since the California Supreme Court decided the Murphy v. Kenneth
Cole decision in early 2007, an employee who did not receive all of their
compensation for meal or rest period violations is entitled to waiting time
penalties in an amount equal to thirty (30) days’ wages. As an form of
example, an employee who failed to record on their time sheet that they
took a lunch, and was not provided the “meal period” penalty before they
were separated, could be entitled to $2,400 (assuming a $10.00 an hour
rate) for a simple $10.00 mistake. Hardly a fair proposition. Some recent
cases may stem the tide of frivolous class action litigation for technical
violations of the meal and rest period provisions.

Brinker Restanrant Corporation v. Superior Court: In this unpublished
decision, an appellate court decided that Chili’s, Macaroni Grill, and Little
Italy did not violate the state’s meal period provisions when the employees
were directed to take a meal period carly in their shift. The early lunch
break resulted in the employee working for approximately five to six
hours more, contrary to the Labor Commissioner’s interpretation of state
law. The Court held that there is no specific requirement that a meal
period be taken close to the fifth hour, or for every five (5) hours of work.
Thus, employers do retain flexibility in scheduling lunches well before the
fifth hour, as well as arguably after the fifth hour. What is left to be
decided is whether an employer has to “ensure” that an employee takes a
lunch at all. The Court hinted that an employee may only have to permit
and authorize an employee to take a meal period, similar to the rest period
rules.

White v. Starbucks: In this federal court decision issued mn July, 2007
appears to answer the question left open by the Brinker decision. In this
case, a judge in Northern California ruled that if the question of ensuring
that a lunch was taken by an employer were to be decided by the
California Supreme Court, the Supreme Court would rule that an employer
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only has to offer an employee a meal break and not forced to forego his
lunch. This decision is binding in the Northern District of California, but
only in federal court. Since most California laws are more favorable to

employees, and employees’ attorneys, most cascs are filed in state court,

following state precedent.

Lactation Accommodation

1.

Every employer must provide a reasonable amount of break time to
accommodate an employee desiring to express breast milk for the
employee's infant child.

The break time shall, if possible, run concurrently with any break time
already provided to the employee.

Break time for an employee that does not run concurrently with the rest
time authorized for the employee need not be paid.

The employer shall make reasonable efforts to provide the employee with
the use of a room or other location, other than a toilet stall, in close
proximity to the employee's work area, for the employee to express milk
in private.

An employer is not required to provide break time under this chapter if to
do so would seriously disrupt the operations of the employer.

Rest & Meal Period Policies

L.

Employers should prepare a policy that identifies that the employees have
aright to take a rest and meal breaks required by law and that if the
employee perceives that they are not being provided with the required
breaks that they can complain. '

Employers should also require that employees who sign time cards or time
sheets sign a certification that they have been allowed the opportunity to
take all required breaks during the work week and certify that they have
taken such breaks.

Penalty for Failure to Provide Rest & Meal Pertods

1.

On April 16, 2007, the California Supreme Court issued one of its most
important decisions affecting the cost of doing business in California for
employers. In Murphy v. Kenneth Cole Productions, Inc., the Supreme
Court determined that the “one additional hour of pay” for failing to
provide a proper meal (30 minute minimum) or rest period (10 minute
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minimum) was a wage and not a penalty. The distinction is significant
when one considers that the statute of limitations for a penalty is only one
(1) year, while the limitation period for a wage is three (3) years. Thus,
the potential exposure for past meal and rest period violations has just
TRIPLED as a result of this decision.

As an additional unintended consequence, if an employee 1s not
compensated for all missed meal and rest periods at the time of separation,
there is potential exposure for “waiting time” penalties under Labor Code,
Section 203.

An employer’s best defense against rest-period claims is a well-drafted
policy authorizing and permitting compliant rest breaks of at least 10
minutes every four hours worked. This policy should also be reiterated
through the timekeeping system in place.

Managers must be trained not to interfere with employees’ meal or rest
periods. Employers also may wish to implement an acknowledgment on
the time sheet under which the employee certifies that he or she was
permitted to take all authorized meal and rest periods. Although not
necessarily dispositive, the employee's certification may be evidence of
compliance.

Finally, employers should undertake a wage-hour audit of their practices
to identify potential vulnerabilities and take appropriate corrective action.
Because such audits may be evidence in future wage-hour class actions,
employers should take steps to ensure documentation created as part of the
audit is protected by the attorney-client privilege or work-product
doctrine.

This case should establish to all California employers that complance
with wage-and-hour laws requires a commitment from the entire
organization - from top-level management to human resources
professionals to front-line managers, foreman or leads. The time
necessary to draft and implement proper procedures will be more than
offset by reduced exposure.

In Ventura County, approximately four (4) class actions for meal and rest
period violations have been filed since the Murphy decision was issued.

In addition, the DLSE has taken the position that any claims for meal and
rest period violations may be reopened for the expanded period.

VII. Deductions from Emplovees’ Pay

Al

An employer can lawfully withhold amounts from an employee’s wages in the
following situations:
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LAW CORPORATION

L. When required or empowered to do so by state or federal law;

2. When a deduction is expressly authorized in writing by the employee to
cover insurance premiums, benefit plan contributions or other deductions
not amounting to a rebate on the employee’s wages; or :

3. When a deduction to cover health, welfare or pension contributions is
expressly authorized by a wage or collective bargaining agreement.

Limits On Lawful Deductions -

L. No deduction may be made from an employee's wages which would
reduce the employee's earnings below the required minimum wage or
overtime compensation.

2. Employers may not avoid minimum wage and overtime requirements by
having the employee reimburse the employer in cash for the cost of a
deductible item in lieu of deducting the cost from the employee's wages.

Wage Gamishments - although a lawful deduction, an employer cannot discharge
an employee because a garnishment of wages has been threatened or if the
employee’s wages have been subjected to ONE garnishment for the payment of
one judgment.

Cash Shortage/Breakage/Loss of Equipment - The ability of employers to deduct
amounts from an employee’s wages due to cash shortage, breakage, or loss of
equipment is specifically regulated by the Industrial Welfare Commission Orders
and limited by court decisions.

Deductions Upon Termination - Balloon payment on separation of employment to
repay employee’s debt to employer is an unlawful deduction even where the
employee authorized such payment in writing

Deductions for Salary Advances In Error - It is unlawful to deduct from current
payroll for past salary advances that were in error.

Other payroll deductions that are unlawful include:

1. Gratuities: An employer cannot collect, take, or receive any gratuity given
or left for an employee, or deduct any amount from wages due an
employee on account of a gratuity given or left for an employee.

2. Photographs: If an employer requires a photograph of an applicant or
employee, the employer must pay the cost of the photograph.

3. Bond: If an employer requires a bond of an épplicant or employee, the
employer must pay the cost of the bond.
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A LAW CORPORATION

4, Uniforms: If an employer requires a uniform to be worn by an employee,
the employer must pay the cost of the uniform.

5. Expenses: An employee is entitled to be reimbursed by his or her
employer for expenses or losses incurred in direct consequence of the
discharge of the employee’s work duties.

6. Medical Examinations: An employer cannot require an employee or
applicant to pay for a medical examination or deduct from an employee’s
wages the cost of a medical examination taken as a condition of
employment or required by any state or federal law.

VII. Uniforms

A. Employers are required to purchase any required uniform or tools for employees.

B. The FLSA does not allow uniforms, or other items which are considered to be
primarily for the benefit or convenience of the employer, to be included as wages.
Thus, an employer may not take credit for such items in meeting his/her
obligations toward paying the minimum wage or overtime.

C. If an employer requires an employee to wear clothing and accessorics of a
distinctive design, or if an employer has a policy that an employee can only wear
their label or product, then the California Labor Commissioner will take the
position that such clothing is a uniform and the employer will be required to pay
for the clothes and their maintenance.
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MEAL PERIOD WAIVER (6 Hour Shift)

I recognize that in California, an employer may not employ an employee for a work
period of more than five hours per day without providing the employee with an unpaid meal
period of not less than thirty minutes, except that if the total work period per day of the employee

is no more than six hours, the meal period may be waived by mutual consent of both the

employer and employee. I, , do hereby agree to waive the

required meal period when my workday is no more than six (6) hours. T understand that T will
receive my normal hourly wage rate during throughout the workday. I also understand that this
agreement is not applicable to situations where I work more than six (6) hours in a workday. I

acknowledge that I may revoke this agreement at any time, in writing,

Dated:

Employee

| Employer
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MEAL PERIOD WAIVER (12 Hour Shift)

I recognize that in California, an employer may not employ an employee for a work

period of more than ten (10) hours per day without providing the employee with a second unpaid
meal period of not less than thirty minutes, except that if the total hours worked is no more than
twelve (12) hours, the second meal period may be waived by mutual consent of both the

employer and employee but only if the first meal period was not waived.

1, , do hereby agree to waive the second required meal

period when my workday is no more than twelve (12) hours. I understand that this agreement is
not applicable to situations where I work more than twelve (12) hours in a workday. 1

acknowledge that I may revoke this agreement at any time, in writing,

Dated:

Employee

Employer
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ON DUTY MEAL AGREEMENT

L , do hereby agree that the nature of the work prevents me from

being relieved of all duty during my shift to take a thirty (30) minute unpaid meal period. [ agree
to waive the required meal period and agree to work during the meal period. Tunderstand that T
will receive my normal hourly wage rate during the meal period. Iunderstand that I may revoke

this agreement at any time, in writing.

Dated:

Employee

Employer
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MAKE-UP TIME POLICY

~ The Company recognizes that there may be some occasions when an employee requests
time off for personal obligations and such time is granted. Upon approval by the Company, an
employee may make up this missed time early or later in the same workweek that the time was
missed.

In order to be eligible for make up time, the employee must make a written request to
make up time missed on another day in the same workweek. The written request must be made
and approved before the employee makes up time missed. Employees are not allowed to work
more than eleven (11) hours in any workday or more than forty (40) straight time hours in the
same workweek the employee makes up time unless approval is obtained in wrnting from your
supervisor. Employees are not entitled to overtime compensation for the hours of work that are
made up unless the employee works more than eleven (11) hours of work in any workday that
the time is made up or forty (40) straight time hours of work in the same workweek that the time
is made up.

Time may be made up only if the employee’s written request is approved in advance by
the Company or Director of Human Resources. The Company does not encourage employees to
miss work for personal obligations and then make up that work at an earlier or later date, nor will
it solicit any employee to make up or request to make up work time that is lost as a result of an
absence for personal obligations. Employees must make such written request of their own
volition. In all cases, the Company has the discretion to grant or deny such a request.
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MAKE-UP TIME REQUEST

Due to personal obligations it is necessary that I, , request from
[COMPANY NAME] the opportunity to make-up hours of work on
at straight time pay for the time that will be or was missed on . T'understand

that [COMPANY NAME] can grant or deny this request. I further understand that I can not
work more than eleven (11) hours of work in any workday where I am making up time or more
than forty (40) straight time hours of work in the same Wdrkweek that I plan to make-up time. I
further understand that by law I am not entitled to overtime compensation for the hours of work
that I make-up unless I work more than eleven (11) hours of work in any workday where time is
made up or forty (40) straight time hours of work in the same workweek that time is made up.

I declare that I have made this request of my own volition and that [COMPANY NAME],
or any of its employees or agents, has not encouraged or solicited me to request this personal
time off and make-up the missed time.

DATED:

Employee’s Signature

Employee’s Name
Request:
Approved Denied

DATED:

Supervisor’s Signature

Supervisor’s Name

Page 23




DIVISION OF LABOR STANDARDS ENFORCEMENT
ENFORCEMENT POLICIES AND INTERPRETATIONS MANUAL

46 HOURS WORKED.

46.1 Under the basic definition set out in all of the IWC Orders, “Hours Worked” means
the time during which an employee is subject to the control of any employer, and
includes all of the time the employee is suffered or permitted to work, whether or not
required to do so. (e.g., Order 1-2000, § 2.(H).) Where it is determined that the
employee’s time is subject to the control of the employer, as in the contexts delineated
below, the time constitutes “hours worked”.

46.1.1 The DLSE Interpretation Of Hours Worked which provides that: “[Ujnder
California law it is only necessary that the worker be subject to the ‘control of the
employer’ in order to be entitled to compensation” was found by the California Supreme
Court to “be consistent with [the Court’s] independent analysis of hours
worked.” Morillion v. Royal Packing Co. (2000) 22 Cal.4™ 575, 583 [citing to DLSEQ.L.
1993.03.31).

46.2 Travel Time: If an employee is required to report to the employer’s business premises
before proceeding to an off-premises work site, all of the time from the moment of
reporting until the employee is released to proceed directly to his or her home is time
subject to the control of the employer, and constitutes hours worked. (O.L. 1994.02.16;
Morillion v. Royal Packing Co. (2000) 22 Cal.4"™ 575,

46.3 Extended Travel Time. The California rule requires wages to be paid for all hours
the employee is engaged in travel. The state law definition of “hours worked” does not
distinguish between hours worked during “normal” working hours or hours worked
outside “normal” working hours, nor does it distinguish between hours worked in
connection with an overnight out-of-town assignment or hours worked in connection
with a one-day out-of-town assignment. These distinctions, and the treatment of some
of this time as non-compensable, are purely creatures of the federal regulations, and are
inconsistent with state law. (O.L. 2002.02.21).

46.3.1 Under state law, if an employer requires an employee to attend an out-of-town business
meeting, training session, or any other event, the employer cammot disclaim an
obligation to pay for the employee’s time in getting to and from the location of that
event. Time spent driving, or as a passenger on an airplane, train, bus, taxi cab or car,
or other mode of transport, in traveling to and from this out-of-town event, and {ime
spent waiting to purchase a ticket, check baggage, or get on board, 1s, under such
circumstances, time spent carrying out the employer’s directives, and thus, can only be
characterized as time in which the employee is subject to the employer’s control. Such
compelled travel time therefore constitutes compensable “hours worked.” On the
other hand, time spent taking a break from travel in order to eat a meal, sleep, or engage
in purely personal pursuits not connected with traveling or making necessary travel
connections (such as, for example, spending an extra day in a city before the start or
following the conclusion of a conference in order to sightsee), is not compensable. If
the employee’s travel from his home to the airport is the same or substantially the same
as the distance (and time) between his home and usual place of reporting for work, the

MARCH, 2006 46-1
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travel time would not begin until the employee reached the airport. The employee must |
be paid for all hours spent between the time he arrives at the airport and the time he
arrives at his hotel. No further “travel” hours are incurred after the employee reaches
his hotel and is then free to chooese the place where he will go. (O.L. 2002.02.21)

46.3.2 Different Pay Rate For Travel Time Permissible. The employer may establish a
different pay scale for travel time (not less than minimum wage) as opposed to the
regular work time rate. The employee must be informed of the different pay rate for
travel before the travel beings. For purposes of determining the regular rate of pay for
overtime work under the circumstances where a different rate is applied to travel time,
the State of California adopts the “weighted average” method. (See Section 49.2.5 of
this Manual; see also O.L. 2002.02.21).

46.4 Uninterrupted Sleep Time. DLSE enforcement policy has historically allowed eight
hours to be deducted if an employee is scheduled for 24-hour work shifts and is
required to remain on the employer’s premises during the work shift and, in fact,
receives eight hours of uninterrupted sleep. (But see specific exemption for ambulance
drivers at Sections 47.3.1., 50.9.8 and 50.9.8.2 of this Manual). In addressing this issue,
the Fourth District Court of Appeal in the case of Aguilar v. Association of Retarded |
Citizens (1991) 234 Cal.App.3d 21, upheld the DLSE policy: |

First, the IWC Wage Order clearly distinguishes between employees who work 24-hour shifts and
those who work less than 24-hour shifts. The Wage Order expressly provides an exemption from
compensation for sleep time only for employees who work 24-hour shifts. The record is clear the
employees here do not work 24-hour shifts.

Second, we do not find ARC’s characterization of the shiffs as being 24-hour shifts with the
employees being ‘temporar{ily] release[d]...to attend to personal inferests’ to be persuasive . ARC’s
characterization would abrogate the distinction between employees working 24-hour shifts and
those working less than 24-hour shifts. Under ARC’s analysis, all employees in the work force
could be characterized as working 24-hour shifts, with the only variation being the fength of the
‘temporary release...to attend to personal interests.” An accountant who worked 8 hours a day
could be viewed as working a 24-hour shift with a {6-hour tempeorary release period.

ARC’s interpretation requires a non-commonsense inferpretation of the words; if TWC had |
intended the interpretation that ARC urges— that employers do not have to compensate '
employees working 17-hour shifts for sleep time— [W C easily could have so provided. They, |
however, did not. We conclude the employees here are entitled to compensation for all the hours

worked; ARC is not entitled to deduct those hours when it allows the employees to sleep.

46.5 Meal Periods: Where an employee — although relieved of all duties — is not free to
leave the work place during the time allotted to such employee for eating a meal, the
meal period is on duty time subject to the control of the employer, and constitutes |
hours worked. Bono Enterprises v. Labor Commissioner (1995) 32 Cal.App.4th 968. }

46.6 Caveat: Orders 4 and 5 contain a “Health Care Industry” exception which provides
that “hours worked” is to be interpreted in accordance with the provisions of the Fair
Labor Standards Act. This means that for the employees engaged in the “health care
industry” the provisions of 29 CFR § 785.19(b) would apply and the Bono Enterprises
case would have no applicability.

46-2 MARCH, 2006
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Westlaw.
29 CF.R. § 785.22

¢

Effective:[See Text Amendiments]

Code of Federal Regulations Currentness
Title 29, Labor
Subtitle B. Regulations Relating to Labor
Chapter V. Wage and Hour Division, Depart-
ment of Labor
Subchapter B. Statements of General
Policy or Interpretation Not Directly Re-
lated to Regulations
Part 785. Hours Worked (Refs & Annos)
~g Subpart C. Application of Prin- ciples
g Sleeping Time and Certain Other
Activities

- § 785.22 Duty of 24 hours or
more.

() General. Where an employee is required to be
on duty for 24 hours or more, the employer and the
employee may agree to exclude bona fide meal
periods and a bona fide regularly scheduled sleep-
ing period of not more than 8 hours from hours
worked, provided adequate sleeping facilities are
furnished by the employer and the employee can
usually enjoy an uninterrupted night's sleep. If
sleeping period is of more than 8 houwrs, only 8
hours will be credited. Where no expressed or im-
plied agreement to the contrary is present, the 8
hours of sleeping time and lunch periods constitute
hours worked. {(Armour v. Wantock, 323 U.S, 126
(1944); Skidmore v. Swift, 323 U.S. 134 (1944);
General Electric Co. v. Porter, 208 ¥, 2d 805 (C.A.
9, 1953), cert. demied, 347 U.S. 951, 975 (1954);
Bowers v. Remington Rand, 64 F. Supp. 620 (S.D.
M1, 1946), aff'd 159 F, 2d 114 (C.A. 7, 1946) cert.
denied 330 U.S. 843 (1947); Bell v. Porter, 159 F,
2d 117 (C.A. 7, 1946) cert. denied 330 U.S. 813
{1947); Bridgeman v. Ford, Bacon & Davis, 161 F.
2d 962 (C.A. 8, 1947); Rokey v. Day & Zimmer-

Page 2 of 2

Page |

man, 157 E. 2d 736 (C.A. 8, 1946); McLaughlin v.
Todd & Brown, Inc., 7 W.H. Cases 1014; 15 Labor
Cases para. 64,606 (N.D. Ind. 1948); Campbell v,
Jones & Laughlin, 70 F. Supp. 996 (W.D. Pa. 1947)

y)

{(b) Interruptions of sleep. If the sleeping period is
interrupted by a call to duty, the interruption must
be counted as hours worked. If the period is inter-
rupted to such an cxtent that the employee cannot
get a reagsonable night's sleep, the entire period
must be counted. For enforcement purposes, the Di-
visions have adopted the rule that if the employee
cannot get at least 5 hours' sleep during the sched-
uled period the entire time is working time. {See
Bustice v. Federal Cartridge Corp., 66 F. Supp. 55
(D. Mimn. 1946).)

SQURCE: 26 FR 190, Jan. 11, 1961, unless other-
wise noted.

AUTHORITY: 52 Stat. 1060; 29 U.5.C, 201-219.

29 C.F.R. § 785.22, 29 CFR § 785.22
Current through March 12, 2010; 75 FR 12089

© 2010 Thomson Reuters
END OF DOCUMENT

© 2010 Thomson Reuters. No Claim to Orig. US Gov. Works.

http://web2. westlaw.com/print/printstream.aspx ?pbc=BC6E23F9&destination=atp&utid=1...
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Westlaw:
20 CFR.§ 78523 Page 1

C wise noted.
Effective:[See Text Amendments]

Code of Federal Regulations Currentness AUTHORITY: 52 Stat. 1060; 29 U.5.C. 201-219,
Title 29. Labor
Subtitle B. Regulations Relating to Labor

Chapter V. Wage and Hour Division, Depart- 29 C.F. R, § 785.23,29 CFR § 785.23
ment of Labor
Subchapter B. Statements of General Current through March 12, 2010; 75 FR 12089
Policy or Inferpretation Not Directly Re-
lated to Regulations © 2010 Thomson Reuters
Part 785. Hours Worked (Refs & Annos) END OF DOCUMENT

~g Subpart C. Application of Prin- ciples
Mg Sleeping Time and Certain Other
Activities

= § 78523 Employees residing
on employer's  premises  or
working at home.

An employee who resides on his employer's
premises on a permanent basis or for extended peri-
ods of time is not considered as working all the
time he is on the premises. Ordinarily, he may en-
gage in normal private pursuits and thus have
enough time for eating, sleeping, entertaining, and
other periods of complete freedom from all duties
when he may leave the premises for purposes of his
own. It is, of course, difficult to determine the exact
hours worked under these circumstances and any
reasonable agreement of the parties which takes in-
to consideration all of the pertinent facts will be ac-
cepted. This rule would apply, for example, to the
pumper of a stripper well who resides on the
premises of his employer and also to a telephone
operator who has the switchboard in her own home.
(Skelly Oil Cao. v. Jackson, 194 Okla. 183, 148 P.
24 182 (Okla. Sup. Ct. 1944; Thompson v. Loring
il Co., 50 F. Supp. 213 (W.D. La. 1943))

SOURCE: 26 FR 190, Jan, 11, 1961, unless other-

© 2010 Thomson Reuters, No Claim to Orig. US Gov, Works.
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® Please Post With This Side Showing L]
OFFICIAL NOTICE
Effective Juiy ¥, 2003 4s anended ’
Sections 4(A) and 10(C) amended and republished by the Department of fidustrial Relations, :
effactive January 1, 2007, putsuant to AB 1835, Chapter 230, Statutes of 2006
INDUSTRIAL WELFARE COMMISSION
ORDBER NO. 5-2601
_ REGUL&T!NG
WAGES, HOURS AND WORKING CONDITIONS IN THE

PUBLIC HOUSEKEEPING INDUSTRY

TAKE NOTICE: To employers and representatives of persong working In industries and oceupations In the Stata of Galifornia: Tha
Department of Industrial Relations amends and republishes the mihimum wage and maals and lodging. eredits in the industial Welfare
Gommissien's Orders as g result of legislation enacted (AB 1835, Ch. 230, Stats of 2008, adding sections 1182.12 and 1182.13 to-the
Callfornia Labor Code.) The amendments and republishing make no other changes o the IWO's Orders.

1. APPLICABILITY OF CRDER
-This otter shall apply fo all persung employed In the public housekeeping industry whether palid ot & Hime, picoe takg, comrmission, or
other basis, except that: _

{A) Excapt as provided in Sections 1,2,4.10, and 20, the provisions of this order shall not apply to studest nurses in 2 sehool accredited
by the Californla Beard of Aégistetad Nursing or by the Board of Vocational Nurse and Psychiztric Technician Examipats are exempted by
the provisions Of seciions 2789 or 2584 of the Busitiess and Professions Code;

{B) Provislons of sections 3 through 12 shalt not apply to persons émployed in-administraiive, exacutive, or professional capacities,
The follewing requirements shall apply In determining whelher an -employee's duties. meet the tesi to .qualify for n examption 1o those
sectiona: i

{1} Executive. Exemption; A person employed in an exsoutive capacity means any empioyee:
(&) Whose dutigs and responsibilities invelve the management of the enterprize in which he or shé Is employved or of a cus-
tomarily recognized deparimard or subdivision thereof; and
(b)Y Who customarlly and regularly divects the-work of two or more-othier employees therein; and
(¢} Whiy has the authorily to:hire or firg cther employees or whose suggestions and recorimsndationy as fo the hirlng of firing
and as o the advancement and promaoticn or any other chdnge of status of other emplovass will ba glven.particilar weight: snd
{d) Wha customarity gnd feiulary exercises diseretion and independent judgment; and
(&) Who i primarily sngaged in dulies which miegt the test of the exemption. The activifles constituting exemipt work and non-
exempl watk shall ba donstroed iy the same mannse as such items are congtrued in the following regulations under the Fair Labor Stan-
dards Actaifestive as of the date of this order: 20 G.ER, Sections 541,102, 541.104-111, and 541115116 Exempt wark shall includa, Tor
tarmiple, alf work that is directly and closaly related 10 éxampt work and work which is properly viewad #s a means for carrying out exenpt
functions. The work dctually performed by the emplovee diring the course of the work week must, first and foremost, be examined and the
araount of time the employes spends en such work, together with the employer's realistic expectalions and the realistic requitements of the
Jobs, shall be consldered in determining whether the emploves satisfies this requirernent,
{fy Sugh an employes must also easm a monthly satary equivalent 1o no 2esthan two (2) times the siate minkniim wags jor
fulldime employment. Full-time employment is definea in Labor Gode Section 515{c) as 40 hours per week:
{2y Administrative Exernption,-A parson emloyed in an administialive capacity means any ethployee:
{z) Whose duties and responsipilitiss invelve either;
(1) The pérformance of office or nan-manual work directly related to manpgement policies or ganeral bisiness operations
of Hig empleyet or his employer’s customers; or
{li; The performance of functions in-ihe administration of & school syster, or etducational eatablishment or institution, or
of & department of subdivision thereof, i work directly rélated to-the acadermic instruction or fralning cdrried an therein: and
(1) Whio custormarily and regularly exertises discretion and independent judgment; and .
{6y Who regulaty and directly assists a propriefor, or an employee employad i a bona fide executive or administrativa capacity
{as such terms are defined for purposes of this seclien}; or
(d) Who perforths undier only gereral supervision worl along speaialized or technical lines reguiring speoial training, experi-
ence, or Knowladge; or
{e) Whb exectifes under only general supsrvision special agsignments anid tasks; ang
(1 Wha s primarily engaged in duties which meet the jest of the sxemplion. The agtivities conatituling exempl work and non-
exempt work shalt be construed in the'same manheras such terfis are construed in the following reguiations undsr the Fair Labor Standards
Act effective’as of the date of this order: 29 C.FH. Sections 541.201-205, 541.207-208, 541.210, and 541.215. Exermpt work shall include, for
axamiple, alf work that is ditectly and glosely related to exempt work and work which is proparly viewsd 85 a means for carrying out sxempt
functinns. The work achually perlormed by the employee during the course of the work-week must, first and foremost, be sxarmined and the
arfount of time the employes sperids on such worl, together with the employers reafistic expectations and the realistic regquirements of the
job, shall be considered In determining whelher the employee safisfies this requiremend,
{0} Such employes must also earm a mormbily salary equivalent fo no less than two (2) imes the state minlmur wage for fll-
time employment. Full-iime smployment is defined in Labor Code Seelion 5156{c) as 40 hours per waek:
(3} Profossionsl Exemption. A person emplayed g professional capacity means any employee who -mests alf of tha foliowing
requlrements:
a {&) Who is licensed or certified by the State of California and fs primarily engaged in the practige ot one of the following vec-
ognized prafessions: law, medicine, dentistry, optomelry, archifecture, engineering, teaching, of aceounting; or
{by Whi Is primarity engaged in an occupation commonly recogrized as a learnad or artistic profession. For the purposes of
this subsection, "lsamed or artlstic profession™ means an employes who is primarily engaged in the performance of.
(i1 Work requiring knowledyge of an advanced lype In a fisfd of science or learning suslemarily 2equired by a prolonged
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course of specialized nteligctual instruction and study, as distihguished from a general académic education and fram an apprenticeship,
gnd from training In the performange of routine mental, manual, or physical procesges, o work that is an essential part of or necessarily
incldent to any ¢f the above worlg or )

(i) Work that Is otiginal and créative in charactar in & recognized field of artistic srideavo? fas opposed to work which.can
be produced by a person endowed with general manual-or intellectual ability and training), and the result of Which deperds pimarily o tha
imvantion, imaglmation, or talent of the employes of work that is an essentlal part of or necegzarily incident to any of the above work; and

{iit} Whose work is predominardly intellectuat and varted in character (as opposed 1o routine merital, manual, mecharnical,
ar ghésiga;l woeky and is-of such chavattet that the giftpat preduced or the result accomplished cannol be standardized irelation to a given
period-of fire.

he )(_c:) W custormarily and regubarly exerdises discration and ndependent judgrient in the: performance of duties set forth in

patagraph (&),

(d} Who earns & monthly salary equivalent to 1o Tess than twe (2) times the state minimum waga fot full-time efnpiyment.
Full-time employment fs defined in Labor Code Saction 515 {¢).as 40 hours per wegk,

{e) Subparagraph {b) above Is Intended 10 be constroed Inaccardance with the following provisions of federal law as they ex-
fated as of the date of this Wage Order;.29 C.ER. Sections 541,207, 541,301 (s)-(d), 541,302, 541.306, 541,307, 541,308, and 541.310.

(f) Notwithstanding the provisions of this subparagrapts, pbarmacisis employed to engage in the practics of pharmacy, and
registerad nurses-employed fo engage in the practice-of nursing, shall not ba vonsidered exermpt professional employess, ror shall they be
considered exempt from coverags for the purposes of this subseetiot unless they Individually mest this criteria established for exemptivn
as executive of administrative employees, )

{1} Subparagraph {f) above, shall not apply te the following advanced practice nllrses:

(i) Certified purse imidwives whir are prifmarily engaged in performing duties-for which certification is veguirad pursuant to
Article 2.5 (commencing with Seotion 27465 of Chapter 6 of Division 2 of the Business and Professions Code. -

o (fi} Certified nurse anesihetists who are pimarily engaged in performing dulles for which cerfification is required pursuant
o Article 7 (cornimencing with Section 2625) of Chagter 6.of Divislon 2 of the Business and Professians Cods.

{iif} Certified nurse practitioners who are primarily- angaged in performing dutles for which cartification Is reguired pursuant
io Article 8 ([commencing with Section 2834) of Chapter d of Division 2 of thé Busingss and Professions Gode. '

() Neothing in this subparagraph shall exempt the occupations set forth n. clauses {i}, (i), and () from meeting the
reguirements of subsection. 1{BY(3}{a)-{d}), above.

(H) Bxwept as provided In subparagraph (i), an employee in the somputer soffwars fisld who 18 pald on an hourly basis shalt
be exeript, I af of thi follpwing apply:

) The emplovee is primarily engaged In work that is intellectual or creative and requires the exercise of disoretion and
indepandent judgment. )

{#) The employes is primarily ehgaged in duties that consist of one or more of the follawing:

—Theappheation of systems analysts techriiques and procedures, ingluding consulting with users, to determing hardware,
software, or system functional speciicattons,

—The design, development, documentatfon, analysis, creation, testing, or modificatfon of cormputer sysiems or programs,
including protodypes, based on and related Lo, user or systeen design specifications.

~~The docurmentation, tasting, crestion, or rodification of computer programs refated to the design of software or hard-
ware for computer eperating systems.

{iil} The employes is highly skilled and is proficient in the theoretical and practical application of highly specialized infor-
miai'ibr; to-computer systems analysis, programming, and soffware engineering. A fob title shall Aot be determinative of the applicability of
this exemption. .
{iv) The employse’s hourly rate of [Jay is not less than forty-ane dollars {$41.00). The Division of Labior Siatistics and
Rasearch shall adjust this pay raté on October 1 5f each year to be effective on January 1 of the folloWing year by an amaunt stgus to the
petcentage increase in the Callfornia Goasumer Price Index for Urban Wage Eamners and Glerloal Warkets.*

{i} The exempilon provided in subparagraph (h) does not apply to an crployes # aAy of the foliowiag apply:

{l§ Tha employed isa traines arampioyee it an entry-level position wha is learting to become praficient in the theoretical
and practival gpplication of fighly specialized information 1o computer systems anslysis, programming. and software srginsering.

{i} The empliyee is in & computer-related cccopation but has not atlaitied the fevel of skill and expertise necessary to
work itdepsndently and without close supervision.

{I7) The employee s engaged in the-opération of computers or in the manufacture, repalr, or maintenanee of computer
hardwaese and réjated aguipmant.

_ {Iv} The employée is an engineer, drafter, machinist, or other professional whose work is highly dependent upon or facili-
tated by the Use of computers and computer software programs and who is skilled In compuler-aided design software; incitding CADVCAM,
but whio is not In a computer systems analysis-or programming oceupation, )

i) The employee is & wiiter engaged in wriling material; Inciuding box tabels, product desciiptions, documentation,
promoiional material, setup and installation instructlons, and other simitar written information, sither for print or for onsereen media or who
writes or provides eontent materlal Ttended o be read by customers, subscribers, orvishors to compularveiated media such a3 the Worlkd
Wide Wel or CD-ROMs. ,

. {vl) Tha-employee is.engaged in any of the activities sef forth in subparagraph hj for this purposs-of creaiing imagery for

effects used In the motion picture, telévision, vr theairical ndustry, _ '

(G} Except as provided in Seetions 1, 2, 4, 10, and 20, the provisions of this ordor shall ot apply to any employees difsely Bmployed
by the State or any pafitical subdivigion thereof, including ariy city, county, or speiial district.

Dy The provisions of this order shall not apply 1o oulside salespersons.

(E) Provisions of this trder shal not apply 1o any individual whe ¢ the parent, spouse, chitd, or legatly adopted child of the employer.

(F) The provisions of this order shall not apply to any individual participaling in & natiohal senvice program, such as AmeriCorps, car-
rigg -c_m§t using assistance provided under Siction 12571 of Tite 42 of the United States Code. (Bee Stats. 2000, ch. 368, amending Labor
Code § 1171}

2. DEFINITIONS _
{A) An “giternative workwesok schedule® means any regulany scheduler workweak requiring an employeedo work mora than aight (33
hours n @ 24-hour pariod.

* Pursuant to Labor Code section: 515.5, subidivision (a){4), the Division ot Lalbior Statistics and. Research, Depatiment of Industrial Rela-
tions, has adjusted the minimurm hourly rate of pay spacifisd In this subdivision to be $48.77, sffective January 1, 2007. This hously rate of
pay I8 sdjusted on Gotobier 1 of each year to be effectivie an January 1, of the following vear, and may be obtained at www.ein.ca.gowiwe
or by reail from the Degpartment of Industrial Ralafipns.
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{B) “Commission” meeas the Industial Welfare Commilssion of the State of California;

{C) *Division” means the Divisiofn of Labor Stancards Enforcanient of the State of California,

(D “Emergency” misans an uiiprediciable or uneveidable soturrencs at unsthaduled intervals fequiring iremediate action.

(Eg *Employ™ means to engage; suffér; or permitto-work.

~{F) "Employee” means any person employed by an employer, and neiudes any lessee who is charged rent, or who pays rent for a
chaly, booth, of spave and
{1} who doas nob use hig or her own funds ta purchase requisite supplies, and
g {2) who does nat maintain an appoiniment book separate and distinel from that of the establishmen in which the space is lacated,
an
{3 who deas not have a businass licenss where applicable.
(&) “Employeas i the Heatthoare Industry” mearis any of the following:
© {1} Empioyees in the healthcare ndustry proviging patient care; ar
{2) Empiovess in the healthcare Industry working in a clinical or medical.department, including pharmacists dispensing prescrip-
tiona in any prdciice setling; or
{3) Employees fn the healthcare industyy working peimrily or regulady as a member of a patient sare delivery team
{4) Licanged veterinarians, registered veterinary teshnictans and unregistered animal heaith fechnicians providing patient care.

() "Employer® riweans any persch ag defined in Section 18 of tie Labér Code, who direetly ot Indiracily, or through an agent or any
other persofy, employs Or @xerclses control over the wages, houts, or working conditions af any person.

{1) “Healthcare Erergency” consists of an unprecdictable or unavdidable ocourrence. at unschaduled intetvals relating to healthoare
delivary, requiting immediate acion.

{J) "*Headthcare Indusiry” I defined-as hospitals, skilled nussing facilifies, intermediate care and residential care {acifities, convalascant,
care instifutions, home health agencies, clinics operating twenty-four {24) hours per day, and clinics perfarming surgery, urgent care, racifol-
ogy, anestheslolagy. pathology, newrology or dialvsis.

{K) "Hours worked” means the time during which an emnjiloyee is subject 10 the coptrol of an emiployer, and inciudes all the time the
aemployee is sufferad or permitted to work, whether ornot requited to do so, and in tha casd of an-employas who 15 reguirgd 1o reside onrthe
employment premisas, that time spent carrying out assigned duties shalt be counted s hours worked. Within the health care jndusiry, the
term “holrs worked” means the time during which ar employes is suffersd or perfiiftied to work for the employer, whether or niit requiret
ta du 50, ag inlerpreted In accordanece with the provigions of the Fair Laber Stantards Act,

(L} “*Minor” means, for the purpose of this Order, ey person onder the age of 18 years.

(W1} "Outside Salesperson” means any person, | 8yeareof age of over, wha custoriarlly and veguldarly works mors thin Half the working
fime away from e aiployer's place of tusiness selling tangible or intangible fems oy obtaining ordérs or dontracts for products, services
of-use of factities.

(M) “Parsonal attendant” incitides baby sitters and means. any persar émployed by a non-profil organization coverad by this order to
supervise; fasd of dress 4 ohild of parson who by réason of advanced age, physical disability or mental deficiency nestds supervision. The
status of "perecnal dttendant” shall apply when no significant amoun of wirk other than the foregeing is required.

{3 "Primarily” as used in Saction 1, Appiicability, means more than ong-half the employed’s work fime.

(P} “Public Housekesping Industry” means any industry, business, or establishment which provides meals, housing, or maintepance
sérvicés wiisther operated ag a primary business or when indgideritd! {o ofher aperations in an establishment not covared By an industry
order of the Commigsion, and includes, bui is rot imited to the ofiowing:

{1} Restaurants, night ¢lubs, taveras, bars, tookiail lounges, lunch counters, cafeterias, boarding houses, clubs, znd all similar
establishmenis where food In elther golid or liquid form Ie prepared and served ta be consumed on the promises;

{2y Catering,; banguet, box lunch service, and similar-establishmisnts which peapate food for consomptian onror off the pramises;

() Hotsls, motels, apartment houses, rooming houses, camps; clulss, railer parks, olfice or loft buildings, and similar establish-
ments offering rental of living, business, of comimercial guiarters; _

(4) Hospitals, sanitariums, vest hames, child nurseries; child care institufions, homes for the aged, and gimilar establishménts of-
fering board or [odging in addition to medical, surgleal, nursing, convalescent, aged, or thild care;

" (5} Private schools, colleges, or uftiversitiés, and similar sstablishimenis which provide board or fedging in addition 10 edicational

faclities;

(B) Esiablishmients confracting for development, maintenance or cleaning. of grouhds; maintenance or cleaning of facilities and/or

quarters of commercial units and fhving units; and

(7) Estabiishments providing veterinary or athar animal cafe sawices.

() “Shift" mears designated hours of wotk by an-employee, with & designaled beginning-time and quitting #ime.

{F) "Split shift" means a work schadule which is interrupled by non-paid non-working peridds estabiishad by the employer, other than
bona fida rest or maal perlods. ’

(8} “Teaching' meszns, for the purpese of seclton 1 of this Order, the profsssion of teaching under a sarfificate from the Commissicn
for Teacher Preparation and Licensing or feaching, In an accredited eoflege or university.

{T) “Wages” inchide all amounts of labot performed by emplayess of svery description, whether the amount is fixed or ascertained by
the standard of ime, task, plece, commission basls, or other rhsthiod of calculation,

{ U? “Workday” and-“day” mean any consectilve 24-haur period beginning al the same time aach calendar day,

(V) “Workweak" and "week” mean any seven (7) consecutlvs diys, starling with the same calendar day gach week. “Woikweek iz a
fixed and reguiarly recurring peviod of 168 hours, seven [7) consacutive 24-hour pertods.

3. HOURS AND DAYS OF WORK
1A} Daily Overtime - Genetal Provisions )

{1) The foliowing overtime provisions are applicable to emplovees 18 years of age or overand 1o employees 16 or 17 yeais of age.
who ate not required by faw fo aftend school and are not otherwise prohibited by law from eagaging in the subject work, Such employess
shail nothé employed mdrd than eight (8) hours in any workiday or mord thar 40 hotirs -0 any workweek unless the elpldvee receivas gne
and ohe:half (1) imes such employe's regular 1ats of pay for all hours worked over 40 holrs n the werkweek. Eight (8} hours of labor
congtitutes = day's wofk. Employment beyond asight (8} haurs In eny workday of mofe than six (6) days in any workweek 15 permissible
provided the employes is compensated for such overiime at not less than: .

{a} One and one-half {1'/%) times the employee's regutar rate of pay for all hours worked in excéss of eight {8) hours up 1o
and including twelve (12) hours in any workday, and for the first efght {8 hours worked on the seventh (7"} consecutive day of work ing
workweek; and

{0} 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 sight (8) howrs on the seventh (7%) consecutive day of work in & workwaek.

{c) The overtime rate of compensation required to be paid to a npnexemgt fulkime salared employee-shall be gomputed by
using the ermpioyes’s regitlar howrly salary as one forlieth {1740} of the employas’s weekiy salary.

{2) Eraployess with direct responsibility for children wha are under 18 years ofage or who are not smaneipated from the foster care

et B
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S)’Sftﬁgh and who, in either case, are recelving 24 hour raaidential care, may, without viclating any provislon of this section; ba compensatad
as oiows:

{a) An amployee who sworks in excess of 40 hours in a workwesk shall e compensated at ong and ona-half (1) times the
ernployes's regular rate of pay tor all hours ovar 40 hours in the workweelk, '

(b} An employes shall be compansatet at two (2) imes the employes’s reqular rate of pay for alf fours in sxcess of 48 hours
in the worleveek.

d {c) An-employes shall be compensated 4t two {2) limes the employed’s regular rate of pay for all hourg in excess of 16 a
workday. )

(d) No empioyes shall work mote than 24 consecutive hours untll said employee receives not less than sight {8) consecutive
Fours off-dity imtnediately fallowing the 24 consacutiin hours of work. Time spent sleeping shall not be incladed as hours worked,

{e} Sacton (A)2) above shall apply to-employess of 24 hour nonsmedical out of hame licensed residential facilities of 15 beds
orfewer for the developimentally disabisd, elderly, and mentaliy i} adults.

This section, (3){A)(2){e}, shall sunsat oy July. 1, 2005.
(B Altlernafive Workweek Schedules _

(1) No employer shall be desmad to have violated the dally- avertime provisions by instituting, pursuant to e election prosedures
set forth In this wage order, @ regularly scheduled afternative worlweek schedule of not more than teh (16) hours per day within a 40 hour
warkweek withoul the peyment of an overtime rate of compensation. Al wark perfariad i any workday beyond the schedtile established
by the agrasment up fo twelve {12} hours & day or beyond 40 hours per week shall be paid at one and one-half (114) frwes the employea’s
regular rate of pay, All work pedormed in excess of twelva (12) hours par day and any work in excess of eight (8} houts on those days
worked Deyord the regularly schedulad nuinber of workdays establishied Dy the alternative workweek agreement shall be paid at doutile
the employee's reguldl tate of pay. Any alternative workweak agraement adopted pursuant to this seétion shall provide for niot less than
four (43 hotirs of work i any:shifl, Nething in this section shell prohibit an employer, at the request of the employee, to substiiute one day
ot work ior another day of the sarmis langth in the shift provided by the altarnative workweek agreement on an cocasional basis 1o raeei the:
persaral needs of the employee without the payrment of overtime. Na hours: paid at eftter one and one-hali (1'%} or double the regular rate
of pay shali be incisded in determining whan 40 botirs bave baan viorked for the purpose of computing overtime compertsation.

(2) I an ampioyer, whase émpioyees higve adopted an -aiternative workweek agreement permifted by this order reoulres an
employee to work fewer hours than those that are regularly scheduled by the agreement, the empleyer shall pay the employee gvertimé
compensation at & rate of one and-ane-hait (1'4) times the employes's regular rate of pay forall haurs worked |n excess of sight (3) fours,
anéi dogble the empigyes’s regular rale of pay for all hours wotketl in excess of 12 hours for the day the emplsves is required to work the-
recdused hours.,

{37 An employer shall not reduce an employed's regular vate of houdy pay as a resull of the adaption, repaal ornuliification of an
alternaiive workweak schedule.

{4} An amiployar shall sxplore any avaliable reasonable alternitive means of accommodating the religicus beRef or sbservance
of an affected empleyes Hiat contlicts with an adopted aliernative workweek sohedhuls, In the manngr provided by subdivision {j) of Section
12840 of the Governmant Code.

(8} An employer shall make a reasonable effort fo find a work schedtile not o excend elght (8} hours in a warkday, i order to
acoommadate any affectod employee who was eligibie to vote in an léction authorized by this Section and who Is unable 1o work the
allernative workweaelk achedule established as the result of that elaction,

{6) An employer shalt be permitted, but not required, to provide a work schedule not to exceed eight (8) hours in a warkday to
accommodate any emiployee who is hired afier the date of the slection and who is unabla to work the alternative workweek schadule es-
tablished by the elaction, )

{7) Arrangements adopted 11 a secrst ballot eléction held pursuant o this order pridr o 1988, or undar the rulés in ofest prior to
1998, and befors the performance of the work, shall remain valid after July 1, 2000 provided that the resuts of the eledtion are reported by
the amployer ta the Division-of Labor Statistics and Regearch by January 1, 2001, in arcordarncs with the requiretments of Section © below
{Eleclion Procedures). If an smiployee was voluntafily working-an alierhative workweek stheduld of not mare than ten (10) hours & day as
of July 1, 1859, that alternative workweek was bBased on an mdividual agresinent mads after Januaty 1, 1998 between the employes and
employer, and the-employee stbmilted, and the employer approved, a wiitten requast on or before May 30, 2000 to continus the agres-
e, the emiployes may continui to work that alternative workweek sehedule without paymeant of an overtime rate of compensation for
the hatirs provided in tha agreement. A employee may revoke his or her voluntary adthorization to contioue such a schédule with 30 days
written notice to the employer, Mew arrangements can obly be gntered info pursuant fu the provisions of this section, Notwithstanding the.
foregolng, i a healih carg Industry employer implemented d reduced rate for12 hour shift emplopeés inthe [ast quarter of 1599 and desires
to re-implement.a flexible work arrangament that includes 12 hour shifts at stralghl timé tor the same work unit, the employsr rmust pay a
base rate 10 sach affected employees in the work unit that s no less than that emplovee's base rate in 1999 imrrediataly prlorto the date of
the rate reduction.. .

(8) Notwithstanding the above provisions regarding aliemative workweek schiedules, no employer of employees In the heallhcare
industry shall be deemed to have violaled'the daily overtime grovisions by instituting, pursuant 1o the elaction procedures set-farth ia this
wage order a regulsny schgduled altefhative workweek schadide that moludes work days exceeding ten {10) hours but ot more than 12
hours within @ 40-hour workweek witholli the gayment of overtime compensation, provided that:

{a) An employee wha works bayond 12 holys in a worlkday shall be compensated at doubla the emplayee’s reguiar rate of
pay for all hours In excess of {12); _ ’

{b} An employee who works in excess of 40 holrs In a workwesk shall-be compensated dt one antl one-half {19%) imes the
emplayea's regular rate of pay for gll hours over 40 hiours In the workwesl; _ )

{&) Any alteragiive workiveek agresmaent adopter paisuant to this section shall provide for ot fess than four (4) hours of work
in any-shHt. o )

{d) This sama avertime starrdards shal apply to emplovees who are femporanly assigned to a wark unit covered by this sub-
sgotion;

{8) Any employsr who insfituted an alternative workweek sthedule pursuant to this subsection shal] make a reasonable ef-
forl ta find anotber work assignment for any emplovee whe participated in a valid slectivh prior to 1998 pursuant {o Lhe provigions of Wage
Ordars 4-and 5 and 'who is unable o work the glternative workweek schedule established.

¢f) Ar emiployer engaged ih the operation of a licensed hospital orip providing personnet for the operation of 8 licensed hospital
whi institutes, pursisant to a valid order of the Commission; & regularly scheduled alternative workweelk that ineludes no more than thyee
{3} 12-hour workdays, shall make a reaseriahblg gffort to fnd anotier work assignment for dny emplayse who participated in the vate which
authorized the schedule and is unable 1o-work the 12-hour shifts. An employer shall not beyequired to offet a differeni work assigniment fo
an smployee If such a werk assignment is not availabiz or if the emploves was Rlred after the adoption of the 12 hour, three {8) day alterna-
tive workwaek schedige.

(2 No employes assigned 1o work 4 12 hout'shift established pursuant to this Order shall be required to werk more than 12 hougs
in any 24 hour parigd Unkess the Ghisf Nursing Officer or authorized exerudive detlares that:

(&) A "hzalthoare smetgency”, as defined, axists in tHis Order, ang

—_
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(b} All ressonable steps have been taken o provide required staffing, and
(¢} Cansidering overall operational stalus neetls, continued overtime is nacessary to provide required staffing.

{10} Provigted firther that no-amployee shall be required to wark more thar 16 heurs in 8 24-hour perfod unféss by yoluntary mutual
agreement of the emplovee and employer, and no employee shall work mere than 24 consecutive Houts uintll said empioyes recaives nof
fegs than eight (8) consgoutive hours off-duly mmediately foliowing the 24 consecutive hours of work, _

{11) Nohwithstanding subsection {B)(9) above, an enmioyée may bie reguired to wark up-4e-13 hours In any 24-hour period if the
smployae scheduley 1o relisve tha subject emploves doas nof report for duty &s scheduled and does noi Inform the emplbver mors than
two (2} bours i advance of that schadusd shift that he/she will not be appearing for duly as scheduled;

(€) Elention Procedures

Election procedures fof thé adoption and repeal of alternative workwesk schedules requirs the followiriy:

{13 Eagh proposal for an alternative workweek schedule shall be in the form of a written agreerment proposed by the employer:
The proposed agreement niust designate a regularly scheduled alternative workweek In which the specified number of work days and work
hours are regularly recurring. Thi actual days worked within that alternative workwesk scheduls need not be specified. The amplover may
propose a single wirk sthedute that would become the standard schedlle for workers in the work unit; or & menu ot work schedule options,
Fomwhich each employee w'the unit would be entilied ta choose. f the ermployer propeses.a menu of wark sthadulé opions, the employss
may, with the approval of the employer, move from one ety oplion 1o another.

(2} In order to be valid, the proposed alternative workwgek schisdule must be adopted in o secret ballot slection, before the per-
forirance of wWorl, by at 1east o two-thirds {2/3) wite of the affected employees In the wark unit. The election shall be held during ragular
working heurs at the employees’ work site: Forpurposes of this subsection, "affactet] employees in the work-unit* may inciade all emplovees
it a readily ideniifiable work unit, such as a divisfon, @ depariment, a job classification, a shift, a sebarale physical location, or-a regognized
subidivision of any such work unit. A work unit may consist of an Individual 8mployée as long as the criterfa for an ideniifiable work unit in
this subsiction is met, _ )

{3} Prior to the seorst ballot vote, any employer who proposed o institute an alternative workweek achedule shall have made a
disclosure in wiiting to the affecfed employees, including the effects of the propased arangsment an the employees’ wages, hours, and
benefits, Soch a disclosure shall Include meeiing(s), dily noticed, held at lesst fourteen {14) days prier to voting, for the specific purpose
of digoussing the éffects of the aliernative workweek schedide. An amployer shall provide that disclosure in a non-English langdage, as
wall a8 in English, if at least fiva {5) percent of tha affecied employass primarily speak that non-English langisge. The employer shall frail
the written disclosure to employess who do not atisihd. the meefing. Fdilure o comply with this paragraph shall make the slection full and
void,

{4) Any election o establish or rapeal an alternative workweele schedule shall be held at the work-sile of the affected employees.
The employer shall bear the goste of condigting any eleciion held pursuant o this sselivn. Upon a complaint by an effected emplayes,
and after ar investigation by the Labor Gomimissibner, tre Labor Gommissicner may teduirs the employsr 1o select a neutral third party to
conduct the slection.

{5} Any type of aliermnative warkwesk schedule that is authorized by e Labor Cods may be repeaied by the affected amployees,
Upon a petifion of ane-third {1/3) of the affected employees, a new secret ballat alecficn shall be held and'a two-thirds (2/3) vote of the al-
fected employses shall be required to reverse the alteraative wotkweek sefedula. The eleétion fo rapeal the alternative workweelk schedule
shalf be held not more than 30 days after the pstitior s submitted to the employer, exsept that the election-shall be heid not less than 12.
mariths after the date that the same group of emplovess vated in an election held to adopt or repeal an aliernative warkweak schedule,
However, where an alternative workweek schedule was adopted betweon Oclober 1, 1999 and October 1, 2000; a new secret batlot elec-
tion 1o repeal that aternative workweek schedule shall nat be subject to the 12-manth interval between glections. The elecion shall taks
place during regular working heuwrs st the employees’ work site, (f the alterialive workweek schedule is yevaked, the employer shall camply
within 60 days. Lipon proper shiowing of undué hardship, the Division of Labor Standards Enforogment may grant an extension of titme for.
compliance.

(8) Onily socret baltots may be cast by affecter ermpioyees in the work unit 4t any election held pursuant to this section. The resulis
of any election conducted ursuant to this section shall he reported by the employer to the Division of Labor Statistics and Rasearsh within
B0 days after the rasulls gre final, and the report of election fesults shall be a publie dobument. The report shall include the final tally of the
vate, the size of the unit, and the natilre of the Business of the employar.

(7} Employees affscted by a chahge in the work hours resulting from the adoption of an alteinative workweek schedule may not
e raquired fo work those new werk fidurs for al least S0 days after the ahnoundement of the final restilts of the election.

{8) Employars shall not intimidate or coerqe employees to vote eliherin suppert of or inopposition to.a proposed alternative work-
week, Mo amplayees shall be discharged or discriminated against for expressing opiniens concerning the alternative workweek election or
tor opposing o stipporting its adoption or repeal. However, nothing in this sectior shall prohibit an employer from expressing histher position
cencerning thatalernative workweek to the affectad simployess. A violation of this subseciion shall be subject to Labor Code seotion 58 et
8EG.

() No employer engaged 1n the opetation of a hospltat or an establishmient which i an institution primarity engaged in the care of the
sitk, the aged, or the mentally ifl or defactive who reside on the premises shall be deemed fo have violatad any provision of thig section #,
pursuant to an agieemant or understanding arrved at betwean the employer and employee before performancs of work, a work périod of
14 cansecutive days is accepted in Heu-of the workweek of severs (7) conseoutve days for purposes of svertime compuiation snd i, Torany
employment fit axcess of B0 hours in such 14 day perind, the emploves receives compénsation at g rate not fess than one and one-halt
{11} times the regular rate-at which the employes is emplayed.

(F} This section does it apply 16 organized camp counselors whoare not employed more than 54 hours dnd not mote than six (8) days
in any workweak excapi under tha conditiohs set forth below. This section shall-aiso not apply to personal attendants as defined in Section
2 (W), nor to residen! managers of homes for the gged having less than eight {8) bads: provided that persons eployad In such oceupations
shall not b gmployed more then 40 hours ot more than six (B} days n-any workweek, exeept under the folitwing conditions:

In the case of emaergency, employeas may be employed in excess of forty {40} hours or six (6} days In any workweek provided the
employes-is compensated tor all hours In excess of 40 hours and days in axcess of 8ix (8) days in the workweek at not less than ohe and
one-half (12} tifmes: the amployee’s regular rate of pay. However, ragarding organized camp counselors, in case of emergency they may
be employed in excess-of 54 hours or six. (8} days, provided that they ave cornpensated at not less than pna and one-haif {142 limes the
employes’s. regular rate of pay for all hours worked in exgess of B4 hours and six {6) days in the workweek:

{F} One and one-half {1%3) times g minor's reguiar rate of pey shalt be pald for all work over 40 houts in any workweek excepl minors
1601 17 years old wiit-gre not required by law fo attend school and may tharefore be-employeid for the same hours as an adut
are subject to subsaction (A}, (B, (C). or (D) above. _ )

{VIGLATIQONS OF THILD LABOR LAWS afe subject fo civil penalties of from $500 to 510,000 as well as to crimingl penaities.

Refer tg Gallfornla Labor Cadeé sactions 1285 10 1312 and 1380 v 1399 for additional restrictions o the employment of minors

and for descriptons of eriminal and civil penalties Tor viciation of the child labor lawa. Employers should ask schook districts atiout

ARy réquirad WoTk parmiis.)

() An Bmigloyes mgy be employed on seven {7) wotkdays iy a workweek when the total fours of employmant diving suth workwesik
do not exceed 30 and the total hours of employrnent In ainy ong workday théreef do not exceed six (6}
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{H) f a meal perlod ooeurs on a shift beginning orending at or betwesn the hours of 10 p.m. and &-a.m., facilitles shall be available for
geicuring-hat foud and drink or for heating focd or diink, and & suitable sheftered place shall be provided Ih which to consame sudh food or:
ik,

(1) The provisions of this section are not applicable fo employess whose haurs.of service are regulsted by;

(1) The United States Department of Transporiation Code of Federal Regulations, title 49, sections 385.1 to 355,13, Hours of
Service of Drivers, or )
i {2) Tiths 13 -ot the Californla Code of Regutations, subchapter 6.5, section 1200 and following sections, reyulating hours or
rivers;

() The daily overtime provisions of subisection (A} abibves shall not apply fo ambulange drivers and attendants scheduled for 24 hours
shifi.of dity who have agreed in wiiting to exclude from dally fime worked not more than three (3) meal perfods of not movre than-one hour
each and a regularly scheduked uninterrupted slegping period of not more than eight {B) hours. The employer shall provide adequats dormi-
tory and idtchen facilities for employees or such & schaduie,

{R} 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
acgumulation of days of rest when thi nature of the employment reasonably requires the efployes fo work sever (7) or more sonsecutive
days; provided, however, thatl in each calendar raonth, the employee shall receive the equivalent of ohie {1) dey's rast In seven (7).

(L) Except as provided in subsections () and (K, this section shall.notapply o any employge covered by a valid collective bargaining
agreemant If the agraentent expressly provides for the wages, hourg of work, and working conditions. of the employess, and i the agioe-
merit provides premium wage rates for all overtimis hotys worked and a regular hourly rate of pay for thuse employees of not less than 30
percent more than the state minihuim wage. )

{M) Notwithstanding subsection (L) above, where the employer and a labor organization repfesenting empioyees ofthe employer Have
gntered into 2 valid-colleclive bargaining agreement pertaining to the hours of wark of the employeas, ihe réquirement regarding thé equiva-
fent of one {1) day’s restin sevan {7) {see subssction (K} abave} shall apply, unless the agreement expressly provides olberwise.

{N)If an employerapproves a written request of an employee fo make up work time that Is or would be lost as 4 result of a personal
chllgation of the employee, the hours of that make up work fime, if perfotmed in the same workweek in which ‘the work time was 1os1, may
not be counted toward computing the total sumber of hours werked in a day for purpeses of the overtime requirements, except for hours in
excess of 11 haurs of work in one (1) day or 40 hours of work in one (1) workweek. I an employee knows it advancathat he or she wilt he
rafuesting make up time for a personal obligation that will recur at a fixed time over a succesgien of weeks, the. employee may roguast o
make up work time for up to four {4) weeks in advance; provided, however, that the: make up work must be performad in the same week that
the work time was lost An employee shall provide a signed written reguest for esch ocodsion that the employee makes a reguest fo make
up work time pursuant to this Section, While an employer may inform an emplayes. of this make up Sime option, the gmployer is prohibited
from encouraging or otherwise soliciting an employge fo request the employer’s approval to take personal ttime off and make up'the work
hours within the same workweek pursuant 1o this Seclion.

4, MINIMUM WAGES

{A) Every employer shall pay to each employes wages not less than ssven dellars. and fifty esnts ($7.50) per hour for all hours worked,
eifective January 1, 2007, and ot less idn eight dollars ($8.00) par bour for alt hours worked, effective January 3, 2008, excent:

LEARNERS. Employess during thair first one hundred and sixty (160} hours of emplayment in ocoupatians i which they have ne previ~
ous sirmilar or related experience, may be pald not less than 85 pergent of the minimum wage rounded to the nesrest nickel.

(B} Evary empioyer shall pay to each employee, on the establishied payday for the paried involved, notless than the anpReable minimum
wage for all hotrs worked in the payroll period, whether the remunierafion is measied by time, piecs, commission, or otherwise.

{C) When gt emplayes works & splif shift, one hour's pay at the minimum wage shall be paid in additlon 10 the minisnum wage for that
workday, except when the employes resides at the place of employrresnt,

%D} The provisions of this section shall not apply to apprentisés regularly indentured under the State Division of Apprenticeship
Standards.

5. REPORTING TIME PAY

(A) Each workday an employee is required to report for work ard does repért, but iz not put 1o work or is furnished less than half said
employee’s ustal o schaduied dgy's work, the emploves shall be paid for half the usual of scheduled day's work, but In no aventfor less
than: twio-(2) hours nor more than four {43 houts, at the efployed’s regular rate of pay, which shall riot be Jsgs than the minimurm wage.

{B} Kan amployes 15 requiired fo report for wark & second time in any one workday and i$ furnished léss than two hours of work onthe
second reporfing, ssid empioyes shall be paid for two hours. at the employee's regutar rate of pay, which shall nit be less than the minimum
wage.

{C) The Toregolng reperfing time pay provisions are not applicable when:
{1) Operatiting-cannot commence ar conlinue dueto threats to emplovess or proparty; o when recommended oy civil authorities;

(2) Public utilittes fall to supply efectricity, water, or gas, or there Is a failure in the public ulitities, or sewer systerm; ar
{3) The inferruption of work is caused by an Act of God or gthet eause nat within the-smpleyers corrol.
{0} This sactioh shall not applyto.an employee o1 pajd standby status who is called fo perform asesigned work at a time ofhar than the
employes's scheduled véporting fime.

6. LICENSES FOR DISABLED WORKERS

{A) A lloense may be issued by the Division.authorizing amployment.of a person Whose earning capaeity is impaired by physical disahbity
or rantal deficiency atlgss Hhan the minlmum wage. Sueh licenses shall be granted only upen joint application of employer and emplovee
and employes’s representative If any.

{B} A special Hcense may be issued lo a nohprofit organization such ax a sheliered workshap or rehabilitation faniity fixing special
rinimum ratés o snable the employment of such persoms without requiring individual licenses of sudh - employees,

{C) All such licenses ard special ligenses shall be renewed.on a yearly basis or more frequently at the discretion of the Divigion. (See
Calfornia Labor Code, Ssetions 1191 and 1191.5.)

7. RECORDS
{A) Every emiplaver shall keep accurate information with respect to sach employee including the following:

{1} Full name, home sddregs, cccupstion and social sscurity number,

{2} Buth dede, if under 18 years, antl designation s a8 minot, i

{3} Tiime racords showing when the employes begins and ends sach work period. Meal periods, split shift intervals and total daily
hours whrked shalt diso be recorded. Meal periods durihy whileh opéfations cease and authorizéd rest periods need not be recorded.

{4) Fotal wages pald each payrolf perfod, iscluding value of béard, lodging, or other compensation agtally furnished fo the
shiployee,

-
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{5} Tatal hoiws worked in the payroll pericd and applicable rates of pay. This information shall be made readily availatie to the
empicyes upan reasonable request.
(B When & pleck ratiz ar jngentive plan is In operatlon, pioce rates of an explanation of the incentive plan formuia.shall be provided
o amployeas. Anadeurate production record shall be maintainad by the employar.

{8) Every employer shall semimonthly or.at te ime of each payiment of wages fumish each employse, either as-a detachable part of
the chieck, draft, of voueher paying the emiployee’s wages, or separaiely, an ffemized staterment i welting showiig: (1) all deductions; (2) the
Inclusive dates of e period for whith the employee fs paid, (3) the name of the employee or the employes’s soclal secutity number; and {#
the name of the employer, provided af dedustions made on written orders of the employes may be aggregated and shown as ong item.

(C) All requited records shall be in the English language and in ink or other indelible form, properly dated; showing month, day andg
year, and shall be kept on file by the employer for at laast three years al the place of employment or al & central focation within the State of
California, An gmployes's tecords shall be avdilabiie for inspection by the employes upon reasonable reguest,

{D) Cloeks shatl be-provided in all mdjor work areas or witiin regsonabie distance thereto insotar as practicable,

8. CASH SHORTAGE AND BREAKAGE

No gmployer: shall make any deduttion from the wage or tequite any reimblrsement from an employee for any cash shoriags, break-
age, orloss.of aguipinent, tnless it ean be shown that the shortage, breakage, or loss is-caused by a dishonest orwiliful act, or by the gross
negligense of the employse.

9. UNIFORMS. AND} EQUIPMENT _

{A) Whan wiiforme-are required by the emplover to be warn by the employee as a conditior of employment, such Lnlfsems shall be
ptovided and malntalned by the emplayer. The term *uniform” includes wearing appare! and accessoriss of distinctive dasign-o1 -colat,

NOTE: This soction shall not apply to protective dpparel redutated by the Oecupational Safety and Health Standards Board.,

(B} When icols or gquipment are required by the embloyer or are necessary to the performance of a Job, such taols and equipment
stall be provided and malntained by the emplayer, except that an employee whose wages are at least two {2} times the minimum wage
pravided herein may be required to provide and maintaln hand tools and equipment custormarily required by the trade or oratt, Notwith-
standing any olher provision of this secfion, eimptovass in beauty salons, Schools of beauty culture offering beauly care to the public for a
fag, and barber shoos may be requited to furnish théir own manicure irplements, curing irops, roflers, clips, hairoutting seissors, combs,
biowars, razors, &nd eyebrow tweezers. This subssction (B) shall not apply fo apprentices regularly indentured under the State Division of
Appranticeship Stardards. _

NOTE: This section shall nol apply to protective aquipment and safety devicos on tools regulated by the Qosupadonal Safety and

Haalth Standards Bogrd. )

{C) A ressonable deposit may be required as security for the return of the items furnished by the employer under provistons of subses-
tions {A)and {B] of this section upon lgsuznce of a reneipt to the employee for such deposit. Such deposits shall be made pursuarnt ta Seefion
400 and foltowing of the Labdr Code o an employer with the pricr writtsn authorization of the employee rhay deduct from the employee’s
last check the cost of an-item furnished pursuant 1o (4) and {8) above In the event said em is nol returned. No deduction shall be made at
any time for normal wearand tear. All tems furnished by the employer shall ba returned by the employee upon eompletion of the job.

10. MEALS AND LODGING

(&) *Meal® moans an adequate, well-balanoed serving of a variety of wholesome, nutritious feods. )

(B) "Ladging” mzans living accommodations available to'the employee for full-time becupiaricy which are adequate, decent, and sanitary
according to Usiral and customary standards, Employzes shafl not be required 10 shara a bed.

{C) Meals or tedging may nit be eredited against the minkmium wage without & votuntary written agréemant batween Ihe smployerand
the employee. Whar: cradit for meals or lodging is used to meet part of the employet's minimum wage obligation, the amotrnts so-credited
may not ba more than the following: ’

Eifective Effective

Jaruary 1, 2007 January 1, 2008
Lodging:
Hoom oceupied alons .. $35.27 per week $37.63 perweek
FRODMT SHAIEH .ovvevrnicseoriernscmrmsveecassvncens — 529,11 per week $31.08 perwesk
Apartment—two-thirds {243} of the ordinary rental value, _
and i NO Event More tRAN ..o ot rmreiion 542351 per month $451.89 per month
Whzre a couple arg both employed by the employer,
fwo-thirds {2/3} of the ordinary rental value, and in
00 Vel MIOFE THAN i eniecviacnim st s v s essenae $626.49 per month $668.46 par month
Meals:
BrEEKIAST « oo eserrsniriresivsrmrvicriosinntvemsiearer ressssassrasinssin 8272 F2:90
EIONE o1 snct o maved erssonya seass et sin s bsnamaribonsmrmnssssaresnvast oo &372 33.87
[31¢101=7 USRS 500 35.34

D) Menls svaluated, as part of the minimum wage, must be bong tides meals consistent with the emplayee’s work shifl, Deductions shalt
net be- made for magls not received nor fodging not used.

(E} I, &= a condition of employmens, the employee must five at tha ptace of smployment or ocoupy quasters owned or Linder the centrgl
of the empioyer, then the employer may not ehatge rent in excess of the values ligted herein.

1t. MEAL PERIODS

{A) No eriplover shalt employ any person for a work period of more than five (8) hours without a meal perlod of not less than 30 min-
utas, except thal when a work period of not mare than six (6) hours witl complete the day's work the maal pertod ray be waived by mutual
consent of thia smplover and employes. Unlsse ihe emplovee is relieved of all duty during a 30 minute mesl period, the mesl period shalt
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be constderad an *orr duty” meal peried and counted as fire worked. An “on duty” meai period shail be parmitted only when the nature of
the wotk prevents an emplaye:from being relievad of all duty and when by written agreement batween the parties an ondhie-Job paid meal
peried is agreed 10: The writien agreément shall stale thal the employes may, in wiltiig, revoke the agresment at any time,

{8} 13 an eroployer fails to previde-an employee 4 meat perjod it acodrdance with the applisable provisians of tits Crder, the smplayer
shall ¢ agt the eipldyes one (1) hour of pay at the employee's Tegular sate of compensation for sach work: day that the meal period 1s not
provided,

t(t’.f) I all places of employment where employees are required 10 eat on the premises, & sultable place far that purpose shall be des-
ignated,

(D) Motwithstanding any other provision of this order, employees fn the health care ndustry who work shifts in excess of eight (8) total
hourg in a workday may voluntarily - waive thielr right 1o ore of thelr two meal petiods, It order to be valld, any such waiver must be docu-
maniad in g written-agresment that is voluntarily signad by both the amployée and the employer, The employee may revoke the waiver at
any time by providing the efiplover af least one day's'written notice. The employes shall be fully compensated Jor all working time, Inctuding
any or-the-job meal period, while sueh a waiver is in-effect.

{Ey Employees with direct responsibliity for children who are undar 18 years of age or who are not gtmancipated from tha foster care
system and who, in-gither case, are reueiving 24 hour residential care, and employess of 24 hour residential cate faciiffes for the elderly
blind or developmiertally disablod individuals ray be required to work oh-diity meal perods without penally when necessaryto meet regula-
inry of approved program standards and one of the following two conditions is mst:

(1Y {a} The residential carg-employecs gals with residents during resldents’ meals and the employer provides the same meal at
ha charge to the employes; or

E {b) The smployes is in sole charge of the resident(s) and , onthe day shilt, the empioyer provides g meal at no chargs to the
empioyoe. .
(2} An employes, sxcept for the night shift, may exarcise the right to have an off-duty meal peflod upon 30 dayg’ notice to the em-
p|c‘)yt:r for each instance whers an off-duty meal & desired, provided that, there shafl e no more than one off-duty meal period every two
wgeks.

12. REST PERIODS ,

{AYEvery employer shall authorize and permitall gmployeestotake restperiods, whichinsofaras practicable shall be in the middle of sach work
periotd. The authorized rest period time shall be based on the tatalhours worked dally atthe rate of ten {10} minutes nst rest time perfour (4 hours
oriaajor fractior thefeol. However, 2 rest period need not be authorlzed for amployees whase total dally work tima is less han thiee and one-half
{32 hours. Authorized rest period fime shall be counted, ds haurs 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 emplayer
shulf pay the empleyes one (1) -hour of pay at the smployée’s regular rate of tompensation for sach work day that the rast period fg not
provided.

{G) However, employeas with direct respongibility for children who are under 18 years of age or who are hot emancipated from the
foster eare system and who, in ¢ither case, are recsiving 24 hout residendial care and employses of 24 hout regideniial care facilitios for
glderly; blind or devalopmaentally disabled indlviduails gy, withiout penally, require an embioyae fo remain on the premises and maintain
genersl supervsion of residents during rest perdods ¥ the employes is in sole charge of residents. Arigther rest period shall be authorized
and permitted by the emplayer when an emplovee is affirmatively raguired 1o interrupt his/her break to respornid to the needs of residents,

13. CHANGE ROOMS AND RESTING FACILITIES

(A) Employers shall provide suitable: lockers. clogéts, orequivatent for the safekseping of employees’ cuter clothing duting working
hours, and when required, for their work clothing dusinig nonh-working hours, When the occupation requiras 2 ehange of clothing, change
fooris or equivalent spave shall be provided in ofder that employees mgy change thelr clisthing in reasonable privacy and comiort. These
fooms. or spaces may be adjacent to but shall be separate fran tollet rootns and shall be kept clear,

NOTE: This section shall not apply to change rooms and storage Tacilities reguiated by the Oocupational Safety and Health Standards

Beard.

(B} Sultable resting faciliies shall be provided ir an area separate fram the tolfet rooms and shall be available to employess during
wiotk Bolrs,

14. SEATS

(& All working employees shail be provited with sultable seats when the riatitre of the waork reasonably permits e use of seats.

({B) When emplayees are not engaged in the agtive-duties af thelr epnployvment and the nature of the work requires standing, an adequate
number of sitable seats shall be placed in reasoriable proximity to the work area and employees shall be permitted to use such geéats when
it doaw not interiers with the performance of their duties.

15. TEMPERATURE ,

{A} The temporature maintained in gach work area shall provide reasonabie gomfor! consistent with inclustry-wide standards for the
rigture of the process and the weik patfarmed,

{8) I excassiva heat or humidlty s craaled by the work procsgss, the emplayer shall take wl feasible rrigans {o reduce such excessive
heal or humidity to-a degres-providing reasonable comfori. Where tha nature of the employment requires a tempearature of less fhan 80° F,
a bested room shail be provided to which employees may retlre Tor warmth, and such foom shall be maintained at hot less than 639,

{0} A temperature of nét less than 68° shall be maintained i the toilet roomg, resting rooms, and charige rooms during hours of use.

(D) Federal and Stale enargy guldelines shall prevall over any conflicting provision of this section:.

16. ELEVATORS
Adequate elevator, escaletor or simliar service consistent with industry-wide standards Jor the nature of the process and the work
pertarmad shall be provided when employees are emoloyed four fluers or more sbave or below ground level,

17. EXEMPTIONS _

If, in the opinion-of the Division after due investigatian, its found thai the enforcement-of any provision eantained in Szotion 7, Records;
Section 12, Rest Pariods; Seation 13, Change Rooms and Resting Faclifes; Secdion 14, Seats; Section 15, Temiperature; or Section 16,
Flevaiors, would not matorialy affect the welfare or earsfort of empldyees and would work an tndue hardship on thé emptoyér, exemption
may e made at the discrition of the Division. Such-oxemptions shall be in writing to be sffective and may be revoked after reasonable
natice is-given in writing. Application for exemption shail be made by the employer or by the empleyes and/or the employee’s representative
ig the DiAsfon in writing. A copy of the applicaiion shalt be posted at the place of employment at the time the appfication is filed with fhe
Division.

B
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18. FILING REPORTS
{See Cafifornia Labor Code. Section 1174(a))

19, INSPECTION
{See Catifornia Labor Cede, Section 1174)

20. PENALTIES
(Sea Labor Code, Section 1199
(A In addition: 1o dry otfice oivit pengliies provided by law, any emplayer or any other person acling on behali of the employer who
viotates, ar causas o be violated, the provisions of this order, shali be subject to-the civil penaity of:
{1} initial Violation — $50.00 for each uniderpaid employee for gach pay petiod during which the employee was underpaid in addi-
tignt to- the armeent which is-sufficiant to recover unpaid wages.
{2) Subgeguent Violations — $100.00 for zach uriderpaid employee for sach pay period during which the empioyes was underpaid
in addition to-an amotint which is sufficlent 1o recover anpialfd wagses.
{3) The alfected employee shall receive payment of all wages recovered. _
(B} The Labor Cornmissionar may also (ssus clations pursuantlo Labior Code § 1197.1 for non-payment of wages for overtime work
in violatfon ofthis order.

21, SEPARABILITY _

W the application of any provision of this Order, orany section, subsection, subdivision, sentence, clause, phrase, word, of partion of this
Order should be held valid or unconstitutional or unauthorized or prohibited by statute, the remaining provisions thereof shal ot be-affected
thereby, but shedl eontinue 1o be given fulf force and effect as if the part so held invalid or unconstitutional had not been included hiorein,

22, POSTING OF ORDER _

Every emplover shal keép g copy of this Order posted in an area frequented by employaes where It may be easily read duwing the
workday, Where the igcation of wotk or other conditions make this [mpracticsl, every empleyer shall keep a copy of this Ordes and makea it
available to every employee uporn request.

QUESTIONS ABDUT ENFORCEMENT of the Industrial Welfare
Gornmission ordérs and reports of viclalions should be directed to- the
Division of Labor Standards Enforcement Alisting.of the DLSE offices
js:on the bagk of this wage order, Look n the while pages of your tele-
phene directory under CALIFORNIA, State of, industrial Retations for
the-address and telephone mutiber of the office nearest you. The Divi-
sion has offices in the following cities: Bakersfield, El Geniro, Eureka,
Fresno, Long Beach, Los Angeles, Dakland, Redding, Sacramento,
Salinas, San Bernardino, San Diego, San Francisco, San Jose, Santa
Ana, Serita Barbara, Santa Rosa, Stockton, Van Nays.

SUMMARIES IV OTHER LANGUAGES

| TheDeparimantof indusifiat Relations will make summaries ofwage
and hour requiraments in this Order-available in Spanish, Chinsse
and certaln other languages.when it is feasible to do s0. Mail your
request for such summaiies to the Department at:
P.0. Box 420804, Sar Francisco, CA 94142-0403,

RESUMEN EN OTROS IDIOMAS

El Dapartamento de Relssiomes intlustriales confeeciohara un re-
surpenisubre losrequisitos de satario y horatis de este Disposicien
en espafie], chino y alguios oires idivmes cuando sea posikle
hagerle. Exvie por corred su padido por dichos resumenes al De-
partamento & P2, Box 420603, San Francisco, CA 94142-D503,

T RBREEEE RN ot T e, RAREF
. EEDN. IR ZTFNTE R, BREIREEE, WA,
SRR, $¥El: Department of Industrial Relations

PO, Bow 420603
San Francisco, CA 94142-0603
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‘Al eomiplsints are handlad confidaniially, Fer furier information of 1o ls vaur complaints, conteel e Sima of Calfdria al tha Tollewing deparimem ofices:

tivision of Labor $tandards Enforcetnent (OLSE)
Far labor law dnformalion and assistance for your area.call the p
missage, please call the ganeral office number listed,

BAKERSFIELD

Division of Labor Standards Exfproeinent
5555 Calllorsia Ave,, Suite 200
Bakersfield, GA 83309

13052710

£661-859-2462

EL CENTRO

Division of Lator Standards Enfoimeimant
1550 W, Wiako Bt

Ei Centrp, GA 92663

THO-353-0007

760-983-2544

EUREKA

Dilvigion &t Libor Siandards Enforcemant
619 Second Sireet, Asom 109

Eureka, CA 95501

TOT-446-6613

7OT-441-4604

FRESNO

Division of Ldbor Standerds Enforcernent
77 E-Shaw Ave,, Suite 222

Fregno, GA G370

BEDQAAE540

5592480308

LONGBEACH

Crivision of Labor Staridards Enforcement
300 Quéanoile, 3% Floar

Long Beagh, GA 00202

552-590-6048

SR2-491-0160

LGOS ANGELES

Bivigion of Labar Standerds Enforesmant
320 W, Fourll 81, Hulte 250

Los Angsles, A GDOTS

£12-520-6330

2138755227

OAKLAND

Division of Letior Staadards Exfareament
1515 Clay Streel, Fomm $07

Cakland, GA 94612

510-622-3273

510-622-2660

REDIING

Division @t Babor Steddands Enforcemant
2118 Givic Cendar Hriva, Raom 17
Aedding, CA 25001

5H0-225-2655

530:208-0565.

SACHAMENTO

Division of Latior Blandasds Enforcament
2031 Howa Avs; Buite 1141

Sacrgmentc, CA 95825,

162631811

162635374

“BALINAE

Division ot Lebor Standards Enforcamant
1870 H, Main Strect, Sulte 150

Salinas, CA P3006

8314433001

831-443-3028

SAN BERNARDING

Divigion ot Labor Standards Trlareemant
464 Wast 2% Street, Room 545

Ean Berrigrduis, CA 85401
909:383-9334

904-389-8120

BAN DIEGT

Divisitin of Lebor Sandards Enforsensnt
7575 Metropofitan, Hoom 210

Seint Bago, CA 92108

F13-220-5451

§19-682. 7221

SAN FRANCISCO

Division of Labor Standards Enforcement
455 (Goldien Gat Av, 10% Fleor

San Framgisop, OA 84102
415-73-5300

21547135444

SAN FRANCISCO:~ HEADQUARTERS
Disicn of Labar Standards Enforcameitt
455 Bolden Gaty Ave, 3 Floor

Ban Frangiseo, CA 84102

HBT03-4810

2-racorded inkemation lings i bold below, I the information yoit need is nol provided'in the pre-recordeg

SAN JOSE )

Division of Lalor Standards Enforcement
100 Pageo O Ban Aatonie, Room 120
San Josy, GA 95113

408-27 71268

OB-277-3711

SANTA ANA

Eiviston of Labor Standards Entorsernent

605 Wast Santa Ana Bhd., Bidg: 28, Room #25
Santa Ana, CA 92701

F14-558-4010

714-568-4574.

SANTA BARBARA

Diwision of Labor Standards Enforarmend
411 £.Canon Perdido, Aotm 3

Sartd, Burbara, OA 3310
‘805-560-1222

-B05-965-7214

"SANTA ROSA

Dilvision of Labior $andards Enforcemant
56 °D" Srres, Swilg. 360

Banig Rosa, CA 95404

FOF-BTE-2582

707-576-2454

STOCKTON

Division of Laber Standares Enforcemant
31 E. Chanael Steest, Room 317
Stockicn, GA 95202

208-548-7771

209-997-1506

VAN HUYS

Division of Labos Standards Enlorcement
8150 Van Huys Boulevard, Boom 206
Vas Nigys, GA 97407

818:40+-8575

§18-808-4556

EMPLOYERS: Dernnl esind vopies of your alternafive workwesk elec: Pravailing Wags Hotiine {415) 7084774

fian ballofs or election proceduies.

Only the resulls of the zfartative workweek slaction
ghinll be malisd ¢

Depariment of indusirial Aelalions
Diisision of Lebor Stafistics and Research
RO, Bk 420603

San Frandlsng, UA 94742-8603

{18} Pz 4730
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