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Your rights as an employee are protected 
by federal and state laws and regulations. 
To help make you aware of your rights, 

your employer is distributing these 
notices in compliance with these laws and 
regulations. If you have any questions or 
need to clarify something you read here, 
please contact your immediate supervisor 

or the personnel department. 
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PLEASE READ AND FOLLOW EACH STEP BELOW. 

STEP 1: Fill in the Blanks on the California and Federal 
Employment Notices Poster 

Fill in the information for the “Injuries on the Job” (Workers ’ 
Compensation), “Pay Day Notice” and “Emergency” notices. 

STEP 2: Pregnancy Disability Leave Notice 

Your poster contains a section with a pregnancy disability 
leave notice (Your Rights and Obligations as a Pregnant 
Employee). You must check the box next to the pregnancy 
disability leave notice if you have 5 or more employees. 

STEP 3: Family Leave Notices 

Your poster contains a section with two family leave notices. 
You must check the box next to the California Notice (Family 
Care and Medical Leave and Pregnancy Disability Leave) 
if you employ 5 or more employees. You must also check 
the box next to the Federal Notice (Employee Rights and 
Responsibilities Under the Family and Medical Leave Act) if 
you employ 50 or more employees. 

STEP 4: Display the California and Federal Employment 
Notices Poster 

The poster must be placed conspicuously where all employees 
and applicants can see it. Typical locations are the lunchroom, 
a predominant hallway or outs ide your restrooms. For remote 
workers the physical posting requirement may apply to the 
employee’s home. 

STEP 5: Industrial Welfare Commission (IWC) Wage Order 

You must post one of the IWC Wage Orders based upon the 
“main purpose” of your business. Some types of businesses 
may need to post more than one Wage Order. You can obtain 
your Wage Orders from www.calchamber.com/wageorders 
using the “Wage Order Wizard” tool to help you select the 
correct wage order 
for your business. 

STEP 6: Determine Your Need for Unique Posters 

There are various circumstances that may require additional 
posters, such as heavy equipment or forklifts, chemical use 
and government contracts. You should review whether 
any unique poster requirements apply to your business. 
We have created a tool that will assist you in determining 
whether any of these postings apply to your business. Go to 
www.calchamber.com/uniquepostersandnotices and use the 
tool provided on HRCalifornia. 
Log 300 reporting requirements also stand apart from other 
notice requirements. To see if you are required to record 
workplace injuries and illnesses, members can go to the Log 
300 Wizard at www.calchamber.com/log300. 

STEP 7: Determine Your Need for Local Posters 

You can determine which city or county posters are applicable 
to your business at www.calchamber.com/localposters.Cities 
and counties throughout California require employers to post 
additional notices based on local ordinances addressing 
minimum wage, paid s ick leave and other requirements. 
CalChamber offers co nvenient posters, as well  as posters  for 
select  states  outs ide of  Californi a . Yo u can fi nd  these posters 
at store.calchamber.com. 

STEP 8: Do You Have Multiple Facilities or Worksites? 

You need additional posters for other buildings and in remote 
facilities if those employees do not frequent the “main” facility. 
This may be an employee’s home if they are remote. 

STEP 9: Do You Need Posters in languages other than 
English? 

• Minimum Wage. If any of your employees speak and read only
Spanish, you must post the notice in Spanish.

• Workers’ Compensation Notice of Carrier. If the primary
language of any of your employees is Spanish, you must post
the Notice to Employees-Injuries Caused by Work in Spanish.

• Civil Rights Division. If 10 percent or more of your employees
at any facility or establishment speak a language other than
English, you must post the following notices in that language:

o California Law Prohibits Workplace Discrimination and
Harassment

o Transgender Rights in the Workplace

o Family Care and Medical Leave and Pregnancy Disability
Leave

o Your Rights and Obligations as a Pregnant Employee

NOTES 

• It is a good practice to retain a copy of each year’s employment
notices poster for FOUR years to prove that you posted it (in
the event of an agency investigation or audit).

• This employment notices poster contains a whistleblower
notice that is required by California Labor Code section 1102.8
(“Whistleblowers are Protected”). The mandatory posting
must include a list of employees’ rights and responsibilities
under the whistleblower law, including the telephone number
of the state maintained whistleblower hotline. Employers
can develop their own posting. This notice is prepared by
CalChamber in compliance with this statute.

• Although California Labor Code section 1207 may allow for
the electronic distribution of required California notices via
email, it doesn’t change a California employer’s obligation to
physically display posters in the workplace.

http://calchamber.com/wageorders
http://www/
http://calchamber.com/uniquepostersandnotices
http://www.calchamber.com/log300
http://www.calchamber.com/localposters.Cities
http://store.calchamber.com/
https://store.calchamber.com/
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All Employees 
Your rights as an employee are protected by federal and state laws and regulations. To help make you aware of your rights, your 
employer is displaying these notices in compliance with these laws and regulations. If you have any questions or need to clarify 
something you read here, please contact your immediate supervisor or the personnel department. 

 

 

Payday Notice 
 

Regular paydays for employees of: 

shall be as follows: 

County of Sonoma 
 

 

(company name) 

❑  weekly, on  
day of week time place 

❑  every other week on Wednesday 
 

 

day of week time place 

❑  twice a month on the  and  
date date time place 

❑  monthly, on the   
date time place 

This is in accordance with Sections 204, 204a, 204b, 205 and 205.5 of the California Labor Code. DLSE 8 (Rev. 06-02) 

 
 
 
 

 

AMBULANCE 911 

Emergency 

FIRE - RESCUE 911 
 

 

HOSPITAL    

PHYSICIAN    

ALTERNATE   

POLICE 911 
 

 

CAL/OSHA   
(POSTI N G IS REQUIR ED BY TITLE 8 SECTI ON 1512 (e), CALIFOR NI A CODE OF REGULATI ON S) 

State of California, Department of Industrial Relations 
Cal/OSHA Publications, DOSHPublications@dir.ca.gov  S-500 March 1990 

 

mailto:DOSHPublications@dir.ca.gov
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Notice to Employees-Injuries Caused By Work 
You may be en titled  to  workers’ compensation  benefits if you are in jured  o r become 
ill because o f your job. Workers’ compensation covers most work-related physical 
o r mental  in juries and  illnesses. An  in jury  o r  illness can  be  caused  by  one ev en t 
(such  as hurting  your back in  a fall) o r by repeated  exposures (such  as hurting  your 
wrist from do ing  the same motion  over and  over). 
Benefits. Workers’ compensation benefits include: 
• Medical Care: Docto r visits, hosp ital services, physical therapy, lab tests, x-rays, 

med icines, med ical  equipment and  travel  costs  tha t are  reasonably necessary  
to  treat your in jury. You  should  never see a  bill. There  are  limi ts on  ch irop ractic, 
physical therapy and  occupational therapy visits. 

• Temporary Disability (TD) Benefits: Payments if you lose wages wh ile recovering . 
For most in juries, TD benefits may no t be paid  fo r more than  104 weeks wi th in  five 
years from the date o f in jury. 

• Permanent Disability  (PD)  Benefits:  Payments if you do  no t recover comp letely 
and  your in jury causes a permanen t loss o f physical o r mental function  that a  
docto r can  measure . 

• Supplementa l Job Disp lacement  Benef it: A non transferable  voucher, if you  
are in jured  on  o r afte r 1 /1 /2004 , your  in jury causes  permanen t d isabili ty, and  
your emp loyer does no t o ffer you regular, mod ified , o r alternative work. 

• Death Benefits: Paid  to  dependents if you d ie from a work-related  in jury o r illness. 

Naming Your Own  Physician  Before  Injury  or Illness  (Predesignation). You may  
be able to  choose the docto r who  will treat you fo r a job in jury o r illness. If elig ible, 
you must tell your emp loyer, in  writing , the name and  address o f your personal 
physician  o r med ical g roup  before you are in jured . You must obtain  their ag reement 
to  treat you fo r your work in jury. For instructions, see the wri tten  in fo rmation  about 
workers’ compensation  that your emp loyer is required  to  g ive to  new emp loyees. 

 
 
 
 

 

MPN website: N/A 

If You Get Hurt: 
1. Get Med ica l Care . If you need  emergency care, call  911  fo r  help  immed iately 

from the hosp ital, ambulance, fire  department o r po lice department. If you need 
first aid , con tact your emp loyer. 

2. Repo rt Your Inju ry . Report the in jury immed iately  to  your  superviso r o r to  
an  emp loyer rep resen tativ e. Don ’t delay. There  are  time  limi ts. If you wai t too 
long , you may lose your righ t to  benefi ts. Your  emp loyer is required  to  p rovide 
you with  a  claim fo rm with in  one working  day a fter  learn ing  about your  in jury. 
Wi th in  one work ing  d ay a fter  you  file  a  c laim fo rm, your emp loyer  o r  claims  
admin istra to r mus t au thorize  the  p rovision  o f all  trea tment, up  to  ten  thousand 
do llars, consisten t with  the  app licable  trea tment guidelines, fo r your alleged  
in jury un til the claim is accep ted  o r rejected . 

3. See Your Primary T reating Physic ian (PTP) . Th is  is the  docto r wi th  overall  
responsibility fo r treating  your in jury o r illness. 
• If you p redesignated  your personal physician  o r med ical g roup , you may see 

your personal physician  o r the med ical g roup  after you are in jured . 
• If your emp loyer is using  a med ical p rovider network (MPN) o r a  heal th  care  

o rgan ization  (HCO), in  most cases you will be treated  wi th in  the MPN or HCO 
un less you p redesignated  a personal physician  o r med ical g roup . An  MPN is a 
g roup  o f physicians and  health  care p roviders who  p rovide treatment to  workers 
in jured  on  the job. You should  receive in fo rmation  from your emp loyer if you 
are covered  by an  HCO or a MPN. Con tact your emp loyer fo r more info rmation. 

• If yo ur  emp loyer  is  no t using  an  MPN or  HCO, in  mos t c as es th e c laims  
admin istrato r can  choose the docto r who  first treats you when  you are in jured , 
un less you p redesignated  a personal physician  o r med ical g roup . 

4. Medical Provider Networks . Your emp loyer may be using  an  MPN, wh ich  is a 
g roup  o f health  care p roviders designated  to  p rovide treatment to  workers in jured 
on  the job. If you have p redesignated  a personal physician  o r med ical g roup 
p rio r to  your work in jury , then  you may go  there  to  receive  trea tment from your 
p redesignated  docto r. If you are  trea ting  wi th  a non-MPN docto r fo r an  existing 
in jury, you may be required  to  change to  a docto r wi th in  the MPN. For more  
in fo rmation , see the MPN con tact in fo rmation  below: 

MPN Effectiv e Date:   MPN Iden tific a tion  number :  

If you need  help  locating  an  MPN physician , call your MPN access assistan t at:   

If you have questions about the MPN or wan t to  file a comp lain t against the MPN, call the MPN Contact Person at:   

Discrimin at ion . It is  il leg al fo r  your  emp loyer  to  pun ish  o r  fire yo u fo r h aving  a  work  in ju ry o r  il lness , fo r  filing  a claim, o r  tes ti fying  in  ano ther pe rs on ’s work ers ’ 
compensation  case. If p roven , you may receive lost wages, job reinstatement, increased  benefits, and  costs and  expenses up  to  limits set by the state. 

Quest ions?  Learn  more about workers’  compensation  by read ing  the in fo rmation  that your emp loyer is required  to  g ive you a t time o f h ire. If you have questions, see 
your emp loyer o r the claims admin istrato r (who  hand les workers’ compensation  claims fo r your emp loyer): 

Claims Admin istrato r : Intercare Holdings  
Workers’ compensation insurer: County of Sonoma 

Phone: 1-800-771-5454  

(En ter “self-insured” if appropriate) 

You can also get free in fo rmation from a State Division o f Workers’ Compensation In fo rmation (DWC) & Assistance Officer. The nearest In fo rmation & Assistance Officer can 
be found  at location : 50 D St. Rm 420 Santa Rosa, CA o r by calling  to ll-free (800) 736-7401. Learn  more in fo rmation about 
workers’ compensation on line: www.dwc.ca.gov and access a useful booklet “Workers’ Compensation in  Califo rn ia: A Guidebook fo r In jured Workers.” 

False claims and false denials. Any person  who makes o r causes to  be made any knowing ly false o r fraudulen t material statement o r material rep resen tation  fo r the 
purpose o f obtain ing  o r denying  workers’ compensation  benefits o r payments is guilty o f a felony and  may be fined  and  imprisoned . 

Your emp loyer may no t be liable fo r the payment o f workers’ compensation  benefits fo r any in jury that arises from your vo lun tary participation  in  any off-duty, recreational, 
social, or athletic activity that is no t part o f your work-related  duties. 
STATE OF CALIFORNIA - DEPARTMENT OF INDUSTRIAL RELATIONS Division of Workers’ Compensation DWC 7 (1/1/2016) 

 

http://www.dwc.ca.gov/
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Your Rights Under USERRA 
THE UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT 

 
USERRA protects the  job rights  of individua ls  who voluntarily o r involuntarily leave  employment  posit ions  to undertake milita ry  serv ice o r certa in types  of 
service in the National Disaster Medica l System. USERRA a lso prohibits employers from discriminating against past and present members of the uniformed 
services, and applicants to the uniformed services. 
REEM P L O YM EN T RIGHTS 
You have the righ t to  be reemp loyed in  your civilian job if you leave that job to  perfo rm 
service in  the un ifo rmed service and : 
• you ensure that your employer receives advance written  o r verbal notice o f your service; 
• you have five years o r less o f cumulative service in  the un ifo rmed services wh ile 

with  that particular emp loyer; 
• you return  to  work o r app ly fo r reemp loyment in  a timely manner after conclusion  

o f service; and 
• you have not been  separated  from service with  a d isqualifying  d ischarge o r under 

o ther than  honorable cond itions. 
If you  are  elig ible  to  be  reemp loyed , you  must be  res to red  to  the  job  and  bene fits  
you would  have attained  if you had  no t been  absen t due to  mili tary service o r , in  
some cases, a comparable job. 

RIGHT TO BE FREE FROM DISCR I MI N A T I ON AND RETA LI A TI O N 
If you: 
• are a past o r p resen t member o f the un ifo rmed service; 
• have app lied  fo r membersh ip  in  the un ifo rmed service; o r 
• are obligated  to  serve in  the un ifo rmed service; 
then  an  emp loyer may no t deny you: 
• in itial emp loyment; • reemp loyment; • reten tion in  emp loyment; 
• promotion; or • any benefit o f emp loyment 
because of this status. 

In  add ition , an  emp loyer may no t retaliate against anyone assisting  in  the 
en fo rcement o f USERRA righ ts, includ ing  testifying  o r making  a statement in  
connection  with  a p roceed ing  under USERRA, even  if that person  has no  service 
connection . 
HEAL T H INSUR A N C E PROT E C TI ON 
• If you leave your job  to  per fo rm mili tary se rvice, you have the righ t to  elec t to  

con tinue your exis ting  emp loyer-based  heal th  p lan  coverage fo r you and  your 
dependen ts fo r up  to  24 months wh ile in  the military. 

• Even  if you don ’t elect to  con tinue coverage during  your military service, you have 
the righ t to  be reinstated  in  your emp loyer’s health  p lan  when  you are reemp loyed , 
generally wi thout any wai ting  periods o r exclusions (e .g ., p re-existing  cond ition 
exclusions) excep t fo r service-connected  illnesses o r in juries. 

ENFORCEMENT 
• The U.S. Department o f Labor, Veterans Employment and Training Service (VETS) is 

authorized  to  investigate and  reso lve comp lain ts o f USERRA vio lations. 
• For assistance in  filing  a comp lain t, o r fo r any o ther  in fo rmation  on  USERRA, 

con tact VETS at 1-866-4-USA-DOL or visit its website  at https://www.dol.gov/ 
agencies/vets/. An  in teractive on line USERRA Adviso r can  be viewed at https:// 
webapps.dol.gov /e laws/vets /u serra . 

• If you file a  comp lain t wi th  VETS and  VETS is unable to  reso lve it, you may request 
that your  case  be  re ferred  to  the Depar tment o f Jus tice  o r  the  O ffice  o f Special  
Counsel, as app licable, fo r rep resen tation . 

• You may also  bypass the VETS process and  bring  a civil action  against an  emp loyer 
fo r vio lations o f USERRA. 

 
 

The righ ts lis ted  here  may  vary  depend ing  on  the circ ums tances. The  text o f th is no tice  was  p repared  by  VETS, and  may  be  viewed on  the in ternet a t th is  address: 
https://www.dol.gov/agencies /vets /prog rams/userra /poster. Federal  law requires  emp loyers to  no tify emp loyees o f their righ ts under USERRA, and  emp loyers 
may meet th is requirement by d isp laying  the text o f th is no tice where they customarily p lace no tices fo r emp loyees. 

 

 
   

U.S. Department o f Labor 
1-866-487-2365 

U.S. Department o f Justice Office o f Special Council 1-800-336-4590 
Publication  Date—May 2022 

 
 

http://www.dol.gov/
http://www.dol.gov/agencies/vets/programs/userra/poster
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$7.25 
EMPLOYEE RIGHTS UNDER THE FAIR LABOR STANDARDS ACT 

Federal Minimum Wage 
per hour 

beginning July 24, 2009 
The Law Requires Employers To Display This Poster Where Employees Can Readily See It. 
Overtime Pay 
At least 11/2 times your regular ra te of pay for a ll hours worked over 40 in a workweek. 
Child Labor 
An employee must be at least 16 years o ld  to  work in  most non-farm jobs and at least 18 to 
work in  non-farm jobs declared hazardous by the Secretary o f Labor. Youths 14 and 15 years 
o ld  may work outside school hours in  various non-manufacturing, non-min ing, non-hazardous 
jobs with  certa in  work hours restrictions. Different ru les apply in  agricu ltura l employment. 
Tip Credit 
Employers of “tipped employees” who meet certa in  conditions may cla im a partia l wage cred it 
based on tips rece ived by the ir employees. Employers must  pay tipped employees a cash wage 
of a t  least $2.13 per hour if  they cla im a tip  c red it  against the ir min imu m wage obligation. If  
an employee’s tips combined with  the employer’s cash wage of a t least $2.13 per hour do not 
equal the min imum hourly wage, the employer must make up the d ifference. 
Pump at Work 
The FLSA requires employers to  provide reasonable break time fo r a  nursing employee to 
express breast mil k fo r the ir nursing ch ild  for one year a fte r the ch ild ’s b irth  each ti me the 
employee needs to  express breast milk. Employers must provide a p lace, o ther than a bathroom, 
that is sh ie lded from vie w and f ree f ro m in trusion fro m co workers  and the public, which may  
be used by the employee to  express breast milk. 
Enforcement 
The Department has authori ty  to  recover back  wages and an equal amount in  liqu idated 
damages in  instances of min i mu m wage, ove rti me,  and other vio la tions. The Department 
may litigate and/or recommend crimina l prosecution. Employers may be assessed civil money 
penalties for each willfu l or repeated vio lation of the min imum wage or overtime pay provisions 

of the law. Civil money penalties may a lso be assessed for vio la tions of the FLSA’s ch ild  labor 
provisions. Heightened civil money penalties may  be assessed for each ch ild  labor vio la tion 
that resu lts in  the death o r se rious in jury  o f any mino r e mployee, and such assess ments  
may be doubled when the vio la tions are determined to  be willfu l or repeated. The law a lso 
prohib its re ta lia ting against or d ischa rg ing wo rke rs  who file  a  co mpla in t or participate in  any  
proceeding under the FLSA. 
Additional Informat io n 
• Cer tain  occupations and  estab lishments  are  exempt from the min imum wage, 

and /o r overtime pay p rovisions. Cer ta in  narrow exemptions also  app ly to  the 
pump at work requirements . 

• Special p rovisions app ly to  workers in  American  Samoa, the Commonwealth  o f 
the Northern  Mariana Islands, and  the Commonwealth  o f Puerto  Rico . 

• Some state  laws p rovide g reater emp loyee p ro tections; emp loyers must comp ly 
with  bo th . 

• Some emp loyers incorrectly classify  workers as  “independen t con tracto rs” 
when  they are  ac tually  emp loyees under the FLSA. It is  importan t to  know the 
d ifference between  the two  because emp loyees (un less exempt) are  en titled  to  
the FLSA’s min imum wage and  overtime pay p ro tections and  co rrectly classified 
independen t con tracto rs are no t. 

• Cer tain  full- time  studen ts, s tuden t learners , appren tices, and  workers wi th  
d isabilities  may be paid  less than  the min imum wage under special cer tific ates 
issued  by the Departmen t o f Labor. 

 

1-866-487-9243 
www.dol.gov/agencies/whd 

Wage and  Hour Division  
Un ited  States Department o f 

 

 

Employee Rights 
EMPLOYEE POLYGRAPH PROTECTION ACT 

WH 1088 
Rev 04/23 

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

PROHIBIT IONS 
Emplo ye rs  a re  gene ra ll y p roh ib i ted  f ro m requi ring o r 
requesting any employee or job applicant to  take a lie  detector 
test, and f ro m d ischarg ing, d iscip lin ing, or d iscri minating 
against an employee o r prospective  e mployee for re fusing 
to  take a test or for exercising other rights under the Act. 

EXEMPTIONS 
Federa l, Sta te and loca l governments a re not a ffec ted by 
the law. Also , the law does not apply to  tests g iven by the 
Federa l Government to certa in private ind ividuals engaged 
in  national security-re la ted activities. 

 
The Act permits po lygraph (a kind of lie  detector) tests to  be 
admin istered in  the p rivate secto r,  subject to  rest rictions,  
to  certa in  p rospective e mployees of securit y se rvice fi rms  
(armo red car, a larm, and guard), and of pharmaceutica l 
manufacturers, d istributors and d ispensers. 
The Ac t a lso pe rmits po lyg raph tes ting, subjec t to  
rest rictions,  o f ce rta in  employees of p rivate fi rms who a re 
reasonably suspected of invo lvement in  a  workp lace incident 
(theft , e mbezzlement , e tc .) that resu lted in  economic loss  
to  the employer. 
The law does not preempt any provision of any State or local 
law or any co llective bargain ing agreement which is mo re 
restrictive with  respect to  lie  detector tests. 

EXA MI N EE RIGHTS 
Where po lygraph tests  a re permi tted, they a re subject to 
numerous s tri ct s tandards concern ing the conduct and 
length o f the tes t.  Exa minees  have  a nu mbe r o f speci fic  
rights,  includ ing the right to  a  written  notice before  tes ting, 
the right to  re fuse or d iscontinue a test , and the right not to 
have test resu lts d isclosed to  unauthorized persons. 
ENFORCEMENT 
The Sec reta ry  o f  Labor may  b ring court ac tions to  rest ra in 
vio la tions and assess civil penalties against vio la tors. 
Employees or job applicants may a lso bring the ir own court 
actions. 

The Law Requires Employers To Disp lay Th is Poster Where Employees And Job App lican ts Can Read ily See It. 

Wage and Hour Division 
United States Department o f Labor 

1-866-487-9243 • www.dol.gov /ag encies /whd WH 1462 Rev. 02/22 

 

http://www.dol.gov/agencies/whd
http://www.dol.gov/agencies/whd
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PLEASE POST NEXT TO YOUR IWC OR INDUSTRY OCCUPATION ORDER 
Official Notice 

California Minimum Wage 
MW-2024 

Every employer, regardless of the number of employees, shall pay to each employee wages not less than the following: 
Effective January 1, 2024 Minimum Wage: $16.00 per hour *See Sec. 2 below 

Effective January 1, 2023 Minimum Wage: $15.50 per hour 
PREVIOUS YEARS 

 

 
EFFECTIVE DATE 

Employers with 
25 or Fewer 
Employees* 

Employers with 26 
or More Employees* 

January 1, 2022 $14.00 $15.00 
January 1, 2021 $13.00 $14.00 

* Employees treated as employed by a single qualified taxpayer pursuant to Revenue and Taxation Code 
section 23626 are treated as employees of that single taxpayer. To employers and representatives of 
persons working in industries and occupations in the State of California: 

SUMM A R Y OF ACTION S 
TAKE NOTICE that  on April  4 ,  2016, the  Gove rnor o f  Californ ia  signed leg isla tion passed 
by the Califo rn ia  Legisla ture, ra ising the min i mu m wage for a ll industries.  (SB 3, Stats o f 
2016, amending section 1182.12. o f the Californ ia  Labor Code. ) and, in  2023, ra ised the 
min imum wage payable by certa in  Fast Food Restaurant employers (AB 1228, Stats. 2023) 
and Healthcare Facility  employers (SB 525, Stats. 2023).  Pu rsuant to  it s authorit y under 
Labor Code section 1182.13, the Department o f Industria l Relations amends and republishes 
Sections 2, 3 , and 5 of the Genera l Min imum Wage Order, MW-2024. Section 1, Applicab ility, 
and Section 4, Separability, have not been changed. Consistent  with  these enactments , 
amendments  are  made to  the min i mu m wage,  and the meals  and lodging cred its sections 
of a ll o f the IWC's industry and occupation orders. 

EFFECTIVE: 

For an employer who employs: 

 
 

This summa ry must be made availab le  to  employees in  accordance with  the IWC's wage 
orders. Copies of the fu ll text o f the amended wage orders may be obtained by downloading 
online at https ://www.dir.ca.gov/iwc/Wage OrderIndus tries.h tm o r by contacting your 
loca l Division of Labor Standards Enforcement o ffice. 
1. APPLICABIL IT Y 
The provisions of th is Order shall not apply to  outside sa lespersons and ind ividuals who are 
the parent,  spouse, o r ch ildren of  the  employe r p reviously conta ined in  th is O rder and the 
IWC's industry and occupation orders. Exceptions and modifications provided by statute or 
in  Section 1, Applicab ility, and in  o ther sections of the IWC's industry and occupation orders 
may be used where such provisions are enforceable and applicab le to  the employer. 
2. MINIMUM WAGES 
Every employer shall pay to  each employee wages not less than those sta ted above, on each 
effective date, per hour for a ll hours worked, except the fo llowing who shall pay no less than 
the specified min imum wage to  each employee: Fast Food Restaurant employers under Part 
4 .5.5, o f Division 2 of the Labor Code (commencing with  Labor Code section 1474), e ffective 
April 1 , 2024; and Healthcare Facility employers under Labor Code section 1182.14, e ffective 
June 1, 2024. Note: A supplement to  th is order is forthcoming. 
3. MEA L S AND LODGI N G CREDI T S - TABLE 
When cred it fo r meals o r lodging is used to  meet  part  o f the e mployer's min i mu m wage 
obligation, the a mounts so c red ited pursuant to  a  vo luntary  wri tten ag reement  may not  be 
more than the fo llowing: 

LODGING 
Room occupied a lone $65.83/week $61.13/week $70.53/week $65.83/week $72.88/week $75.23/week 
Room shared $54.34/week $50.46/week $58.22/week $54.34/week $60.16/week $62.10/week 
Apartment — two th irds (2 /3) o f the ord inary 
renta l va lue, and in  no event more than: 

$790.67/ 
month 

$734.21/ 
month 

$847.12/ 
month 

$790.67/ 
month $875.33/month $903.60/month 

Where a couple are both employed by the 
employer, two th irds (2 /3) o f the ord inary renta l 
va lue, and in  no event more than: 

$1,169.59/ 
month 

$1,086.07/ 
month 

$1,253.10/ 
month 

$1,169.59/ 
month 

 
$1,294.83/month 

 
$1,336.65/month 

MEALS 
Breakfast $5.06 $4.70 $5.42 $5.06 $5.60 $5.78 
Lunch $6.97 $6.47 $7.47 $6.97 $7.72 $7.97 
Dinner $9.35 $8.68 $10.02 $9.35 $10.35 $10.68 

 

Meals or lodging may not be cred ited against the min i mum wage without a  vo luntary  written  
agreement between the employer and the employee. When cred it for meals or lodging is used 
to meet part o f  the e mployer's min i mu m wage obligation, the a mounts so cred ited may  not  
be more than the amounts sta ted in  the tab le  above. 

4. SEPARABIL IT Y 
If the applica tion o f an y p rovi sion o f th i s O rde r, o r an y se ction , subse ction , subdi vision , 
sentence, clause, phrase, word or portion of th is Order should be held invalid, unconstitu tional, 

unauthorized, or proh ib ited by statute, the remain ing provisions thereof shall not be affected 
thereby, but  shall continue to  be g iven  fu ll force  and effec t as  if  the part so he ld  inva lid  o r 
unconstitu tional had not been included here in . 

5. AMEN D E D PROVISIONS 
This Order amends the min imum wage and meals and lodging cred its in  MW-2023, as well as 
in  the IWC’s industry and occupation orders. (See Orders 1-15, Secs. 4  and 10; and Order 16, 
Secs. 4  and 9.) Th is Order makes no other changes to  the IWC’s industry and occupation orders. 

 These Amendments to the Wage Orders shall be in effect as of January 1, 2024.  

Questions about enforcement should be directed to the Labor Commissioner's Office. For the address and telephone number of the office nearest you, information can be found on the internet at www.d ir.ca.gov/ 
DLSE/d lse.h tml or unde r a  search  for  “California La bor  Com missioner's Office” o n the  internet o r any othe r directory.  The  Labo r Commissioner has offices in th e following  cities: Bakersfield, El Centro , F resno,  
Long Beach, Los Angeles, Oakland, Redding, Sacramento, Salinas, San Bernardino, San Diego, San Francisco, San Jose, Santa Ana, Santa Barbara, Santa Rosa, Stockton, and Van Nuys. 

 

Amends General 
Min imum Wage Order 
and  IWC Industry and  
Occupation  Orders 

JANUARY 1, 2021 JANUARY 1, 2022 JANUARY 1, 2023 JANUARY 1, 2024 
26 or More 
Employees 

25 or Fewer 
Employees 

26 or More 
Employees 

25 or Fewer 
Employees 

All Employers regardless of 
number of Employees 

All Employers regardless of 
number of Employees 

 

http://www.dir.ca.gov/iwc/WageOrderIndustries.htm
http://www.dir.ca.gov/
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Notice to Employees 
 

Your employer is registered with and reporting wages to the Employment Development Department (EDD) as required by law. Wages are used for the following 
benefit programs, which are available to you. 

 

Unemployment Insurance (funded en tirely by emp loyer's taxes): 

Provides partial wage rep lacement when you are unemployed o r your hours are reduced due to  no fault o f your own. You must meet all elig ibility requirements to  receive 
unemployment benefits. 
Visit File fo r Unemployment (edd .ca.gov/unemployment) to  learn  how to  app ly fo r benefits. 

 

Disability Insurance (funded en tirely by emp loyees’ con tributions): 

Provides partial wage rep lacement when you are unable to  work due to  a non-work-related illness, in jury, p regnancy, o r d isability. You must meet all elig ibility requirements 
to  receive d isability benefits. 
Visit Disability Insurance (edd .ca.gov/Disability/Disability_Insurance.h tm) to  learn  how to  app ly fo r benefits. 

 

Paid Family Leave (funded en tirely by emp loyees’ con tributions): 

Provides partial wage rep lacement when you need to  take time o ff work to : 
• Care fo r a seriously ill family member. 
• Bond with  a new ch ild . 
• Participate in  a qualifying  even t because o f a family member’s military dep loyment to  a fo reign  coun try. 

Visit Califo rn ia Paid  Family Leave (edd .ca.gov/PaidFamilyLeave) to  learn  how to  app ly fo r benefits. 

Note: Some employees may be exempt from coverage by the above insurance p rograms. It is illegal to  make a false statement o r to  withho ld  facts to  claim benefits. For 
add itional in fo rmation , visit the EDD (edd .ca.gov). 
The EDD is an  equal opportunity emp loyer/program. Auxiliary aids and services are available upon request to  ind ividuals with  d isabilities. Requests fo r services, aids, and /o r 
alternate fo rmats need to  be made by calling  1-866-490-8879 (vo ice). TTY users, p lease call the Califo rn ia Relay Service at 711. DE 1857A Rev. 45 (1-22) 

 

Division o f Labor Standards En fo rcement Th is poster must be d isp layed where emp loyees can easily read it. Labor Commissioner's Office 

Healthy Workplaces/Healthy Families Act: 
California Paid Sick Leave 

(as amended effective 1/1/2024) 
Entitlement: 
• An emp loyee who , on  o r after July 1, 2015, works in  Califo rn ia fo r 30 o r more 

days with in  a year from the beg inn ing  o f emp loyment is en titled  to  paid  sick 
leave. 

• Paid  sick leave accrues at the rate o f one hour per every 30 hours worked , 
paid  at the emp loyee’s regular wage rate. Accrual shall beg in  on  the first day o f 
emp loyment o r July 1, 2015, wh ichever is later. Accrued  paid  sick leave shall 
carry over to  the fo llowing  year o f emp loyment and  may be capped  at 80 hours 
o r 10 days. 

• An emp loyer can  also  p rovide 5 days o r 40 hours, wh ichever is g reater, o f paid  
sick leave "up-fron t" at the beg inn ing  o f a 12-month  period . No  accrual o r carry 
over is required . 

• Other accrual p lans that meet specified  cond itions, includ ing  PTO p lans, may 
also  satisfy the requirements . 

Usage: 
• An emp loyee may use paid  sick days beg inn ing on the 90th  day o f emp loyment. 
• An emp loyer shall p rovide paid  sick days upon  the o ral o r written  request 

o f an  emp loyee fo r themselves o r a family member fo r the d iagnosis, care 
o r treatment o f an  existing  health  cond ition  o r p reven tive care, o r specified  
purposes fo r an  emp loyee who  is a victim o f domestic vio lence, sexual assault, 
o r stalking . 

• An emp loyer may limit the use o f paid  sick days to  40 hours o r five days, 
wh ichever is g reater, in  each  year o f emp loyment. 

Retaliation  o r d iscrimination against an emp loyee who requests paid  sick days o r uses paid  sick days o r bo th  is p roh ibited . An emp loyee can file a comp lain t with  the 
Labor Commissioner against an  emp loyer who  retaliates o r d iscriminates against the emp loyee. 
For add itional in fo rmation you may con tact your emp loyer o r the local o ffice o f the Labor Commissioner. Locate the o ffice by looking at the list o f o ffices on our website 
http://www.dir.ca.gov/dlse/DistrictOffices.htm using the alphabetical listing  o f cities, locations, and commun ities. Staff is available in  person and by telephone. 

DLSE Paid  Sick Leave Posting 11/2023 
 

http://www.dir.ca.gov/dlse/DistrictOffices.htm
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Your Rights and Obligations 
as a Pregnant Employee 

IF YOU ARE PREGNANT, HAVE A PREGNANCY-RELATED MEDICAL CONDITION, OR ARE RECOVERING FROM CHILDBIRTH, PLEASE READ THIS NOTICE. 
EMPLOYEES: Only notices with a check mark in the box apply to this workplace. 
❑  PDL — 5 or More Employees 
YOUR EMPLO Y E R* HAS AN OBLIGATI O N TO 

 
 

• Reasonably accommodate your med ical needs related  to  p regnancy, ch ildbirth , 
o r related  cond itions (such  as temporarily mod ifying  your work duties, p rovid ing  
you with  a stoo l o r chair, o r allowing  more frequen t breaks); 

• Transfer  you to  a  less s trenuous o r  hazardous position  (if one is  ava ilable)  o r  
duties if med ically needed  because o f your p regnancy; 

• Provide you wi th  p regnancy d isability leave  (PDL) o f up  to  four  months (the  
working  days you normally would  work in  one-th ird  o f a year o r 17  1/3  weeks) and 
return  you to  your same job when  you are no  longer d isabled  by your p regnancy 
o r, in  cer tain  instances, to  a  comparab le  job. T aking  PDL, however, does no t 
p ro tect you from non-leave related  emp loyment actions, such  as a layo ff; 

• Provide a reasonable amount o f break time and use o f a room or o ther location 
in  close p roximity to  the emp loyee’s work area to  express breast milk in  p rivate 
as set fo rth  in  the Labor Code; and 

• Never d iscriminate, harass, o r retaliate on the basis o f p regnancy. 
FOR PREG NANC Y DISABI LI T Y LEAVE 

 
 

• PDL is  no t fo r an  auto matic  period  o f time , but fo r  the  period  o f time  that you  
are d isabled  by p regnancy, ch ildbirth , o r related  med ical cond ition . Your health  
care p rovider determines how much  time you will need . 

• Once  your  emp loy er  h as  been  in fo rmed  tha t you  need  to  tak e  PDL, your  
emp loyer must guaran tee in  writing  that you can return  to  work in  your same or 
a comparable  position  if you  reques t a  written  guaran tee. Your emp loyer may  
require you to  submit wri tten  med ical certification  from your health  care p rovider 
substan tiating  the need  fo r your leave. 

• PDL may include, but is no t limi ted  to , add itional o r more frequen t breaks, time  
fo r p renatal o r postnatal med ical appo in tments, and  docto r-o rdered  bed  rest,  
and  covers cond itions such  as severe  morn ing  sickness, gesta tional d iabe tes,  
p regnancy-induced  hyper-tension , p reeclampsia , recovery from ch ildbirth  o r  
loss o r end  o f p regnancy, and /o r post-partum depression . 

• PDL does no t need  to  be taken  all  a t once bu t can  be  taken  on  an  as-needed  
basis as required  by your health  care p rovider, includ ing  in termitten t leave o r a  
reduced  work schedule. 

• Your leave will be paid  o r unpaid  depend ing  on  your emp loyer’s po licy fo r o ther 
med ical  leaves. You  may  also  be  elig ible  fo r s ta te  d isabili ty insurance o r Paid  
Family Leave (PFL), admin istered  by the Califo rn ia Emp loyment Development 
Departmen t. 

• At your d iscretion, you can use any vacation or other paid time o ff during  your PDL. 
• Your emp loyer may require o r you may  choose to  use any available  sick leave  

during  your PDL. 
• Your emp loyer is required  to  con tinue your g roup  health  coverage during  your 

PDL at the same level and  under the same cond itions that coverage would  have 
been  p rovided  if you had  con tinued  in  emp loyment con tinuously fo r the duration 
o f your leave. 

• Taking  PDL may  impact certain  o f your benefits and  your sen io rity date; p lease 
con tact your emp loyer fo r details. 

NOTICE OBLIGATI O N S AS AN EMPLOYE E 
 

 

• Give your emp loyer reasonable no tice. To  receive reasonable accommodation , 
obtain  a transfer , o r take PDL, you must g ive your emp loyer sufficien t no tice 
fo r your emp loyer to  make  appropriate p lans. Su fficien t no tice means 30  days 
advance no tice if the need  fo r the reasonable accommodation , transfer , o r 
PDL is fo reseeable , o r  as  soon  as  p racticable  i f the  need  is  an  emergency o r 
un fo reseeable . 

• Provide a written  med ical certification  from your health  care p rovider. Excep t in  a 
med ical emergency where there is no  time to  obtain  it, your emp loyer may require 
you to  supp ly a written  med ical certification  from your health  care p rovider o f the 
med ical need fo r your reasonable accommodation , transfer o r PDL. If the need 
is an  emergency o r un fo reseeable, you must p rovide th is certification  with in  the 
time  frame your emp loyer requests , un less i t is no t p racticable fo r you to  do  so 
under the circumstances desp ite your d iligen t, good  faith  effo rts. Your emp loyer 
must p rovide at least 15 calendar days fo r you to  submit the certification . See if 
your emp loyer has a copy o f a  med ical  cer tific ation  fo rm to  g ive to  your heal th  
care p rovider to  comp lete. 

• Please no te that if you fail to  g ive your emp loyer reasonable advance no tice o r, 
if your emp loyer requires it, wri tten  med ical ce rti fica tion  o f your  med ical need , 
your emp loyer may be jus ti fied  in  delaying  your reasonable accommodation , 
transfer , o r PDL. 

ADDITI O NAL LEAVE UNDE R THE CALIFO R NI A FAMILY RIGHTS ACT (CFRA) 
 

 

Under the Californ ia  Family Rights Act (CFRA), if  you have more than 12 months of service with 
an employer, and have worked at least 1 ,250 hours in  the 12-month period before the date you 
want to  begin your leave, you may have a right to  a  family care or medical leave (CFRA leave). 
This leave may  be up to  12 work weeks  in  a  12-month period fo r the b irth ,  adoption, or fos ter 
care p lacement  o f your ch ild**, o r for your o wn se rious health  condition or that  o f your ch ild , 
parent***, spouse, domestic partner, grandparent, grandchild , sib ling, or someone e lse re la ted 
by b lood or in  family -like re la tionship wi th  the employee (“designated person”). Employers  
may pay the i r e mployees while  taking CF RA leave, but e mployers a re not required to  do so, 
un less the employee is taking accrued paid time-off while  on CF RA leave. Employees taking 
CFRA leave may be e ligible  for benefits administered by Employment Development Department. 

TO FILE A COMPL AI NT 
Civil Rights Department 
calcivilrights.ca.gov/compla in tpro cess 
Toll Free: 800.884.1684 / TTY: 800.700.2320 
Californ ia Relay Service (711) 
Have a  d isability that requires  a reasonable accommodation? CRD can assist  you with  your 
compla in t. 

For transla tions of th is gu idance, visit: www.calcivilrights.ca.gov/posters/required 

*  PDL, CFRA leave, and anti-discrimination protections apply to employers of 5 or more employees; anti-harassment protections apply to employers of 1 or more. 
** “Child” means a biological, adopted, or foster child, a stepchild, a legal ward, or a child of an employee or the employee’s domestic partner, or a person to whom the 

employee stands in loco parentis. 
*** “Parent” includes a biological, foster, or adoptive parent, a parent-in-law, a stepparent, a legal guardian, or other person who stood in loco parentis to the employee 

when the employee was a child. 
CRD-E0 9 P -EN G / January 2023 

 

http://www.calcivilrights.ca.gov/posters/required
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Family Care & Medical Leave 
& Pregnancy Disability Leave 

CIVIL RIGHTS DEPARTMENT 
EMPLOYEES: Only notices with a check mark in the box apply to this workplace. 
❑  CFRA — 5 or More Employees 
Under Califo rnia la w, an emp loyee may have the righ t to take job -p ro tected leave to  
care fo r the ir  own  serious  health condition  or  a family me mber with a  serious health  
condition , or to bond with a new child (via b ir th, adop tion, or foster care ). California  
law also requ ires employers to p rovide job -pro tected  leave and accommoda tions to  
employees who are disabled by pregnancy, childbirth, or a related medical condition. 
Under the  Californ ia  Family  Rights  Ac t o f  1993 (CF RA),  many  employees  have the  right  to  
take job-protec ted leave, which is  leave that will a llow the m to re turn  to  the ir job o r a  si milar 
job after the ir leave ends. Th is leave may be up to  12 work weeks in  a  12-month period for: 
• the emp loyee’s own serious health  cond ition ; 
• the serious health  cond ition  o f a ch ild , spouse, domestic partner, paren t, paren t- 

in -law, g randparen t, g randch ild , sibling , o r someone else with  a blood  o r family-  
like relationsh ip  with  the emp loyment (“designated  person”); o r 

• the birth , adop tion , o r foster care p lacement o f a ch ild . 
If an employee takes leave for the ir own or a  family member’s serious health  condition, leave 
may be taken on an in termittent or reduced work schedule when medically necessary, among 
other circums ta nc es . 
Eligib ili ty. To  be e lig ib le  for CF RA leave,  an employee must  have mo re than 12 months of 
service wi th  the ir e mployer,  have wo rked at  least 1 ,250 hours in  the 12-month period before  
the date they want to begin the ir leave, and the ir employer must have five or more employees. 
Pay and Benefits During Leave. While  the law provides on ly unpaid leave, some employers 
pay the ir e mployees during CF RA leave. In  addition, employees may  choose (or e mployers  
may require) use of accrued paid leave while  taking CFRA leave under certa in  circumstances. 
Employees on CFRA leave may a lso be e lig ib le  for benefits administered by the Employment 
Development Department . 
Taking CFRA leave may impact certa in  employee benefits and seniority date. If employees want 
mo re in fo rmation regard ing e lig ib ility fo r a  leave and/or the  i mpact  o f the leave on seniority  
and benefits, they should contact the ir employer. 
Pregnancy Disability Leave. Even if an employee is not e lig ib le for CFRA leave, if d isabled 
by pregnancy, ch ildb irth or a re la ted medica l condition, the employee is entitled to take a 

pregnancy disability leave of up to  four months, depending on the ir period(s) o f actual d isability. 
If the employee is CFRA-elig ib le , they have certa in  rights to  take both a pregnancy d isability 
leave and a CFRA leave for reason of the b irth  o f the ir ch ild . 
Reinsta tement. Bo th CF RA leave and p regnancy d isability leave conta in  a  guarantee of 
re instatement − for pregnancy d isability it is to  the same position and for CFRA it  is  to  the same 
or a comparable position at the end of the leave, subject to any defense a llowed under the law. 
Notice. For fo reseeable events (such as  the expected  b irth  o f  a  ch ild  o r a  p lanned medica l 
treatment for the employee or o f a  family member),  the employee must provide, if possib le , a t 
least 30 days’ advance notice to the ir employer that they will be taking leave. For events that 
are unforeseeable, employees should notify the ir employers, a t least verbally, as soon as they 
learn of the need for the leave. Fa ilure to  comply with  these notice ru les is grounds for, and may 
result in , deferra l o f the requested leave until the employee complies with  th is notice po licy. 
Certification. Employers  may  require  ce rtifica tion f ro m an  employee’s health  ca re p rovider 
before a llowing leave for pregnancy d isability or fo r the e mployee’s own serious health 
condition. Employers may a lso require  ce rti fication f rom the health  care provider o f the 
employee’s family member, includ ing a designated person, who has a serious health  condition, 
before granting leave to  take care of that family member. 
Want to learn more? 
Visit:  calcivilrights.ca.gov/family-medica l-pregnancy-leave/ 
If you have been subjected to  d iscrimination, harassment, or re ta lia tion at work, or have been 
improperly denied protected leave, file  a  compla in t with  the Civil Rights Department (CRD). 
TO FILE A COMPL AI NT 
Civil Rights Department 
calcivilrights.ca.gov/complaintprocess 
Toll Free: 800.884.1684 / TTY: 800.700.2320 
Californ ia Relay Service (711) 
Have a d isability that requires a reasonable accommodation? CRD can assist you with your compla in t. 
For additional transla tions of th is gu idance, visit: www.calcivilrights.ca.gov/posters/required 

 
CRD-100-21ENG / January 2023 

 
 

Time Off to Vote 
Polls are open from 7:00 a.m. to  8 :00 p.m. each Election Day. If you are scheduled to  be at work during that time and you do not have sufficient time outside of working hours to  vote at a 
sta tewide e lection, Californ ia  law a llows you to  take up to  two hours off to  vote, without losing any pay. 

You may take as much time as you need to vote, but on ly two hours of that time will be paid. Your time off for voting can be only at the beginn ing or end of your regular work sh ift, whichever 
a llows the most free time for voting and the least time off from your regular working sh ift, un less you make another arrangement with  your employer. 

If three working days before the e lection you th ink you will need time off to vote, you must notify your employer at least two working days prior to the e lection. 

California Elections Code Section 14000 

Secretary of State, 1500 11th Street, 5th Floor Sacramento, CA 95814 (800) 345-VOTE (8683) www.sos.ca.gov 
 

http://www.calcivilrights.ca.gov/posters/required
http://www.sos.ca.gov/
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❑  Federal Notice — 50 or More Employees 

Your Employee Rights 
Under the Family and Medical Leave Act 

What is FMLA leave? 
The Family  and Medica l Leave Act (F ML A) is  a  federa l  law that p rovides e lig ib le  employees 
with  job-protected leave for qualifying family and medica l reasons. The U.S. Department o f 
Labor’s Wage and Hour Division (WHD) enforces the FMLA for most employees. 
Elig ib le employees can take up to 12 workweeks of FMLA leave in a 12-month period for: 
• The birth , adop tion  o r foster p lacement o f a ch ild  with  you, 
• Your serious mental o r physical health condition that makes you unable to  work, 
• To  care fo r your spouse, ch ild  o r paren t with  a serious mental o r physical health  

cond ition , and 
• Cer tain  quali fying  reasons related  to  the fo reign  dep loyment o f your spouse, 

ch ild  o r paren t who  is a military servicemember . 
An e lig ib le  employee who is the spouse, ch ild , parent or next o f kin  o f a  covered servicemember 
with  a  se rious in jury o r illness ma y take up to 26 workweeks of F ML A leave in  a  sing le 
12-month period to  care for the serviceme mbe r. 
You have the right to  use F MLA leave in  one b lock o f time . When it is  medica lly necessary  
or o therwi se permi tted, you may  take  F MLA leave in termitten tly in  separate b locks o f 
time, or  on a reduced schedule by working less hours each day or week. Read Fact Sheet 
#28M(c) for more in formation. 
FML A leave is not paid  leave, but you may choose, or be required by your employe r, to  us e  
any employer-provided paid leave if you r e mployer’s  pa id  leave policy covers  the reason fo r 
which you need FMLA leave. 
Am I eligible to take FMLA leave? 
You are an eligible employee if all of the fo llowing apply: 
• You work fo r a covered emp loyer, 
• You have worked fo r your emp loyer at least 12 months, 
• You have at least 1,250 hours o f service fo r your emp loyer during  the 12 months 

befo re your leave, and 
• Your emp loyer has at least 50 emp loyees with in  75 miles o f your work location . 
Airline flight crew employees have d ifferent “hours of service” requirements. 
You work for a  covered employer if one of the fo llowing applies: 
• You work fo r a p rivate emp loyer that had at least 50 emp loyees during at least 

20 workweeks in  the curren t o r p revious calendar year, 
• You work fo r an elementary o r public o r p rivate secondary schoo l, o r 
• You work fo r a public agency, such  as a local, state o r federal government agency. 

Most federal emp loyees are covered  by Title II o f the FMLA, admin istered  by the 
Office o f Personnel Management. 

How do I request FMLA leave? 
Genera lly, to request FMLA leave you must: 
• Fo llow your emp loyer’s normal po licies fo r requesting  leave, 
• Give no tice at least 30 days befo re your need fo r FMLA leave, o r 
• If advance no tice is no t possible, g ive no tice as soon as possible. 
You do not have to share a medical diagnosis but must provide enough in formation to  your 
employer so they can determine whether the leave qualifies for F ML A p rotection. You must 
also inform your employer if FMLA leave was previously taken or approved for the same 
reason when requesting additional leave. 
Your employer may request certification f rom a health  care provider to  verify medica l leave 
and may request certification of a  qualifying exigency. 
The FMLA does not a ffec t any federa l or s ta te  law prohib iting d iscri mination or supersede 
any s ta te  o r lo ca l la w o r co lle cti ve ba rgain ing  ag ree men t that  p rovide s g rea te r fa mil y o r 
medica l leave rights. 

State  employees may  be subject to  ce rta in  li mita tions in  pursu it  o f  d irec t la wsuits regard ing 
leave for the ir own serious health  conditions. Most federa l and certa in congressional employees 
are a lso covered by  the la w but a re subject to  the jurisd ic tion of the U.S.  O ffice of  Personnel 
Management or Congress. 
What does my employer need to do? 
If you are e lig ib le for FMLA leave, your employer must: 
• Allow you to  take job-p ro tected  time o ff work fo r a qualifying  reason , 
• Continue your g roup  health  p lan  coverage wh ile you are  on  leave on  the same 

basis as if you had  no t taken  leave, and 
• Allow you to  return  to  the same job, o r a vir tual ly iden tical job wi th  the same 

pay, benefi ts and  o ther working  cond itions, includ ing  sh ift and  location , a t the 
end  o f your leave. 

Your employer cannot in terfere with you r F MLA righ ts or th reaten or punish you for 
exercising your rights under the law. For example, your employer cannot re ta lia te against you 
for requesting FMLA leave or cooperating with  a  WHD investigation. 
After becoming aware that your need for leave is for a  reason that may qualify under the FMLA, 
your employer mus t con firm whe ther you are eligib le or not e lig ib le  for F MLA leave. If  
your employer determines that you are e lig ib le , your employer must notify you in writing: 
• About your FMLA righ ts and responsibilities, and 
• How much o f your requested leave, if any, will be FMLA-pro tected leave. 

 
WHER E CAN I FIND MOR E INFOR MA T I ON ? 

Call 1-866-487-9243 or visit dol.gov/fmla to  learn  more. If you believe your righ ts 
under the FMLA have been  vio lated , you may file a comp lain t with  WHD or file a 

p rivate lawsuit against your emp loyer in  court. 
Scan the QR code to learn about our WHD complaint process. 

United States Department o f Labor | Wage and Hour Division WH 1420 Rev 04/23 
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Whistleblowers Are Protected 
It is the public policy of the State of California to encourage employees to notify an appropriate government or law 
enforcement agency, person with authority over the employee, or another employee with authority to investigate, 
discover, or correct the violation or noncompliance, and to provide information to and testify before a public body 
conducting an investigation, hearing or inquiry, when they have reason to believe their employer is violating a state 
or federal statute, or violating or not complying with a local, state or federal rule or regulation. 
Who is protected? 
Pursuant to [California Labor Code Section 1102.5], employees are the protected class of individuals. “Employee” 
means any person employed by an employer, private or public, including, but not limited to, individuals employed by 
the state or any subdivision thereof, any county, city, city and county, including any charter city or county, and any 
school district, community colleg e district, municipal or public corporation, political subdivision, or the University of 
California. [California Labor Code Section 1106] 
What is a whistleblower? 
A “whistleblower” is an employee who discloses information to a government or law enforcement agency, person with 
authority over the employee, or to another employee with authority to investigate, discover, or correct the violation or 
noncompliance, or who provides information to or testifies before a public body conducting an investigation, hearing 
or inquiry, where the employee has reasonable cause to believe that the information discloses: 
1.  A violation of a state or federal statute, 
2.  A violation or noncompliance with a local, state or federal rule or regulation, or 
3.  With reference to employee safety or health, unsafe working conditions or work practices in the employee’s  

employment or place of employment. 
A whistleblower can also be an employee who refuses to participate in an activity that would result in a violation of a 
state or federal statute, or a violation of or noncompliance with a local, state or federal rule or regulation. 
What protections are afforded to whistleblowers? 
1.  An employer may not make, adopt, or enforce any rule, regulation, or policy preventing an employee from being 

a whistleblower. 
2.  An employer may not retaliate against an employee who is a whistleblower. 
3.  An employer may not retaliate against an employee for refusing to participate in an activity that would result in 

a violation of state or federal statute, or a violation or noncompliance with a state or federal rule or regulation. 
4.  An employer may not retaliate against an employee for having exercised his or her rights as a whistleblower in 

any former employment. 
5.  An employer may not retaliate against an employee because the employee is a family member of a person who 

has engaged in protected whistleblowing activities. 
Under [California Labor Code Section 1102.5], if an employer retaliates against a whistleblower, the employer may be 
required to reinstate the employee’s employment and work benefits, pay lost wages, and take other steps necessary 
to comply with the law. 
How to report improper acts 
If you have information regarding possible violations of state or federal statutes, rules, or regulations, or violations of 
fiduciary responsibility by a corporation or limited liability company to its shareholders, investors, or employees, call 
the California State Attorney General’s Whistleblower Hotline at 1-800-952-5225. The Attorney General will 
refer your call to the appropriate government authority for review and possible investigation. 
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Know Your Rights: Workplace 
Discrimination is Illegal 

The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from discrimination in employment. If you believe you’ve 
been discriminated against at work or in applying for a job, the EEOC may be able to help. 
Who is Protected?  What Organizations are Covered?  
• Employees (curren t and  fo rmer), 

includ ing managers and  temporary 
emp loyees 

• Job app lican ts 

• Un ion  members and  app lican ts fo r 
membersh ip  in  
a un ion 

• Most p rivate emp loyers 
• State and  local governments (as 

emp loyers) 

• Educational institutions (as emp loy- 
ers) 

• Un ions 
• Staffing  agencies 

What Types of Employment Discrimination are Illegal?  What Employment Practices can be Challenged as Discriminatory?  
Under the EEOC’s laws, an  emp loyer may no t d iscriminate against you, regard - 
less o f your immigration  status, on  the bases o f: 

All aspects o f emp loyment, includ ing : 
• Discharge, firing , o r lay-o ff 

• Referral 
• Obtain ing o r d isclosing genetic 

• Race 
• Co lo r 
• Relig ion 
• National o rig in  
• Sex (includ ing  p regnancy, ch ildbirth , 

and  related  med ical cond itions, 
sexual o rien tation , o r gender iden tity) 

• Age (40 and o lder) 
• Disability 

• Genetic in fo rmation  (includ ing  em- 
p loyer requests fo r, o r purchase, use, 
o r d isclosure o f genetic tests, genetic 
services, o r family med ical h isto ry) 

• Retaliation  fo r filing  a charge, 
reasonably opposing  d iscrimination , 
o r participating  in  a d iscrimination  
lawsuit, investigation , o r p roceed ing 

• In terference , coercion , o r th reats 
related  to  exercising  righ ts regard ing  
d isability d iscrimination  o r p reg - 
nancy accommodation 

• Harassment (includ ing  unwelcome 
verbal o r physical conduct) 

• Hiring  o r p romotion 
• Assignment 
• Pay (unequal wages o r compensa- 

tion ) 
• Failure to provide reasonable accom- 

modation  fo r a d isability; p reg- 
nancy, ch ildbirth , o r related  med ical 
cond ition; o r a sincerely-held religious 
belief, observance o r p ractice 

• Benefits 
• Job train ing 
• Classifica tion  

in fo rmation  o f emp loyees 
• Requesting  o r d isclosing  med ical 

in fo rmation  o f emp loyees 
• Conduct that migh t reasonably 

d iscourage someone from opposing  
d iscrimination , filing  a charge, o r 
participating  in  an  investigation  o r 
p roceed ing . 

• Conduct that coerces, in timidates, 
th reaten s, o r in terferes with  
someone exercising  their righ ts, o r 
someone assisting  o r encouraging  
someone else to  exercise righ ts, 
regard ing  d isability d iscrimina- 
tion  (includ ing  accommodation ) o r 
p regnancy accommodation  

What can You Do if You Believe Discrimination has Occurred? 
 

Con tact the EEOC promptly if you suspect d iscrimination. Do no t delay, because there are strict time limits fo r filing  a charge o f d iscrimination (180 o r 300 days, depending 
on  where you live/ work). You can  reach  the EEOC in  any o f the fo llowing  ways: 
Submit an  inquiry th rough  the EEOC’s 
public po rtal: https: //publicporta l.  
eeoc.gov/Porta l/Log in .aspx 

Call 1–800–669–4000 (to ll free) 
1–800–669–6820 (TTY) 
1– 844  –234  – 5122 ( ASL video 

phone) 

Visit an  EEOC field  o ffice (in fo rmation  
at www.eeoc .gov /field -o ffic e) 
E-Mail info@eeoc.gov 

Add itional in fo rmation  
about the EEOC , inc lud- 
ing  in fo rmation  about 
filing  a charge o f d is- 
crimination , is available 
at www.eeo c.go v. 

EMPL O Y ER S HOLDI N G FED ER A L CONT R A C T S OR SUBC ON T R A C T S 
The Department o f Labor’s O ffice o f F ederal Con tract Co mpliance Programs 
(OFCCP)  en fo rces the nond iscrimination  and  a ffi rmative  action  commi tments  o f 
compan ies do ing  business with  the Federal Government. If you are app lying  fo r a 
job with , o r are an  emp loyee o f, a company with  a Federal con tract o r subcon tract, 
you are p ro tected  under Federal law from d iscrimination  on  the fo llowing  bases: 
Race, Color, Religion, Sex, Sexual Orientation, Gender Identity, National Origin 
Executive  Order 11246, as amended , p roh ibits emp loyment d iscrimina tion  by 
Federal con tracto rs based on race, co lo r, relig ion, sex, sexual o rien tation , gender 
iden tity, o r national o rig in , and requires affirmative action to  ensure equality o f 
opportun ity in  all aspects o f emp loyment. 
Asking About, Disclosing, or Discussing Pay 
Executive Order 11246, as  amended , p ro tects app lican ts and  emp loyees o f Federal 
con tracto rs from d iscrimination  based  on  inquiring  about, d isclosing , o r d iscussing 
their compensation  o r the compensation  o f o ther app lican ts o r emp loyees. 

 
Disability 
Section  503  o f the  Rehabili ta tion  Act o f 1973 , as  amended , p ro tects  quali fied  
ind ividuals with  d isabilities  fro m d iscrimination  in  h iring , p romotion , d ischarge, 
pay, fringe benefi ts, job train ing , classifica tion , re ferral, and  o ther aspects o f 
emp loyment by Federal con tracto rs. Disability d iscrimination  includes no t making 
reasonable accommodation  to  the  known physical o r  mental  limitations o f an  
o therwise quali fied  ind ividual wi th  a d isabili ty who  is an  app lican t o r emp loyee, 
barring  undue hardsh ip  to  the emp loyer. Section  503  also  requires that Federal 
con trac to rs  take  a ffirmativ e  ac tion  to  emp loy  and  adv ance  in  emp loy men t 
qualified  ind ividuals wi th  d isabi lities  a t all  levels  o f emp loyment, includ ing  the 
executiv e level. 
Protected Veteran Status 
The Vietnam Era Veterans’ Read justment Assistance Act o f 1974, as amended , 38 
U.S.C. 4212 , p roh ibits emp loyment d iscrimination  against, and  requires affirmative 
action  to  recruit, emp loy, and  advance in  emp loyment, d isabled  veterans, recen tly 
separated  ve terans (i .e ., wi th in  th ree years  o f d ischarge o r release from active 
duty), active duty war time  o r campaign  badge veterans, o r Armed Forces service 
medal veterans . 

 
Page 1 of 2 
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Know Your Rights: Workplace 
Discrimination is Illegal 

 

Retalia tion 
Retaliation  is p roh ibited  against a person  who files  a  comp lain t o f d iscrimination , 
participates  in  an  OF CCP proceed ing , o r o therwise  opposes d iscrimination  by 
Federal con tracto rs under these Federal laws. 
Any person  who  bel iev es  a  con trac to r  has  vio lated  i ts  nond iscrimina tion  o r 
affirmative action  obligations under OFCCP’s authorities should  con tact immed iately: 
The Office o f Federal Con tract Compliance Programs (OFCCP) 
U.S. Department o f Labor 
200 Constitution  Avenue, N.W. Wash ing ton , D.C. 20210 
1–800–397–6251 (to ll-free ) 
If you are  dea f, hard  o f hearing , o r have a  speech  d isability, p lease  d ial 7–1–1 
to  access te lecommun ications relay se rvices. OF CCP may also  be  con tacted  by 
submi tting  a ques tion  on line to  OF CCP’s Help  Desk a t h ttps://o fccphelpdesk.do l. 
gov/s/, o r by  calling  an  OF CCP reg ional o r d istrict o ffice, lis ted  in  most te lephone 
d irecto ries under U.S. Government, Department o f Labor and  on  OFCCP’s “Con tact 
Us” webpage at h ttps://www.do l.gov/agencies/o fccp /con tact. 

PROGR A M S OR ACTI VI TI E S REC EI VI N G FED ER A L FINAN C I A L ASSI ST A N C E 
Race, Color, National Origin, Sex 

In  add ition  to  the p ro tections o f Title V II o f the Civil  Righ ts Act o f 1964, as amended , 
Title  V I o f th e  Civ il  Righ ts  Ac t o f 1964 , as  amended , p roh ib its  d iscrimina tion  
on  the basis o f race , co lo r o r national o rig in  in  p rograms o r ac tivities receiving 
Federal financial  assistance. Emp loyment d iscrimination  is covered  by Ti tle  V I if 
the p rimary objec tive  o f the financial assistance is p rovision  o f emp loyment, o r 
where emp loyment d iscrimination  causes o r may cause d iscrimination  in  p rovid ing 
services under such  p rograms. Title  IX o f the Education  Amendments o f 1972  
p roh ibits emp loyment d iscrimination  on  the basis  o f s ex in  educational p rograms 
o r activities wh ich  receive Federal financial assistance. 
Individuals with Disabilities 
Section  504 o f the Rehabilitation  Act o f 1973, as amended , p roh ibits emp loyment 
d iscrimination  on  the basis o f d isabili ty  in  any  p rogram or activi ty  wh ich  rece ives 
Federal  financial  ass is tanc e. Discrimina tion  is  p roh ib ited  in  a ll  aspects  o f 
emp loyment against persons with  d isabilities who , wi th  o r without reasonable 
accommodation , can  perfo rm the essen tial functions o f the job. 
If you be lieve  you have been  d iscriminated  against in  a  p rogram o f any insti tu tion 
wh ich  receives  Federal  financial assistance, you should  immed iately con tact the 
Federal agency p rovid ing  such  assistance. 

 
(Revised 06/27/2023) 
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California Law Prohibits Workplace 
Discrimination & Harassment 
THE CALIF OR N I A CIVIL RIGHT S DEPA R T M EN T (CRD) ENFOR C E S LAWS THAT PROT EC T YOU FROM ILLEGA L DISCR I MI N A T I ON  AND HARA SS M EN T IN EMPL OY M E N T 
BASED ON YOUR ACTUAL OR PERCEIVED: 
• ANCESTRY 
• AGE (40 and above) 
• COLOR 
• DISABILITY (physica l, developmenta l, menta l health / 

psychiatric, HIV and AIDS) 
• GENETI C INFORMATION 
• GENDE R EXPRESSION 

• GENDE R IDENTITY 
• MARIT A L STATUS 
• MEDICAL CONDITION (genetic characteristics, cancer, 

or a  record or h istory o f cancer) 
• MILITARY OR VETERA N STATUS 
• NATIONAL ORIGIN (includes language restrictions and 

possession of a  driver’s license issued to  undocumented 
immigran ts ) 

• RACE (includes hair texture and hairstyles) 
• RELIGION (includes re lig ious dress and grooming 

practices) 
• REPRO DU CTI V E HEALT H DECISIO N M AKI NG 
• SEX/GENDER (includes pregnancy, ch ildb irth , 

breastfeeding and/or re la ted medica l conditions) 
• SEXUAL ORIENTATION 

THE CALIFO RNI A FAIR EMPLO Y M E NT AND HOUSI NG ACT AND ITS IMPLEM E NTI NG REGUL ATI O N S PROTE CT CIVIL RIGHTS AT WORK. 

HARASSMENT 

1. The law prohib its harassment o f employees, applicants, 
unpaid in terns, vo lunteers, and independent contractors 
by any person. Th is includes a proh ib ition against 
harassment based on any characteristic listed above, 
such as sexual harassment, gender harassment, 
and harassment based on pregnancy, ch ildb irth , 
breastfeeding, and/or re la ted medica l conditions. 

2. All employers are required to  take reasonable steps to 
prevent a ll forms of harassment, as well as provide 
in formation to  each of the ir employees on the nature, 
illegality, and legal remedies that apply to  sexual 
harassment . 

3 . Employers with  five or more employees and public 
employers must tra in  the ir employees regard ing the 
prevention of sexual harassment, includ ing harassment 
based on gender identity, gender expression, and sexual 
orientation. 

DISCRI M I NA TI O N/ R E A S O N A BL E ACCOMMODATIONS 

1. Californ ia  law prohib its employers with  five or more 
employees and public employers from d iscriminating 
based on any protected characteristic listed above when 
making decisions about h iring, promotion, pay, benefits, 
terms of employment, layoffs, and other aspects o f 
employment . 

2 . Employers cannot limit or proh ib it the use of any 
language in  any workp lace un less justified by business 
necessity. The employer must notify employees of the 
language restriction and consequences for vio la tion. 

3. Employers cannot d iscriminate against an applicant or 
employee because they possess a Californ ia  driver’s 
license or ID issued to  an undocumented person. 

4. Employers must reasonably accommodate the re lig ious 
belie fs and practices of an employee, unpaid in tern, 
or job applicant, includ ing the wearing or carrying of 
re lig ious clo th ing, jewelry or artifacts, and hairstyles, 
facia l ha ir, or body ha ir, which are part o f an ind ividual’s 
observance of the ir re lig ious be lie fs. 

5 . Employers must reasonably accommodate an employee 
or job applicant with  a  d isability to  enable them to 
perform the essentia l functions of a  job. 

ADDI TI O NAL PROTECTIONS 
 

 

Ca liforn ia  law offers additional protections to  those who work 
for employers with  five or more employees. Some exceptions 
may apply. These additional protections include: 
1. Specific protections and h iring procedures for people with 

criminal h istories who are looking for employment 
2. Protections against d iscrimination based on an employee 

or job applicant’s use of cannabis o ff the job and away 
from the workp la ce 

3. Up to  12 weeks of job-protected leave to  e lig ib le 
employees to  care for themselves, a  family member 
(ch ild  o f any age, spouse, domestic partner, parent, 
parent-in-law, grandparent, grandchild , sib ling) or a 
designated person (with  b lood or family-like re la tionship 
to  employee); to  bond with  a  new ch ild ; or for certa in  
military exigencies 

4. Up to  five days of job-protected bereavement leave 
with in  three months of the death of a  family member 
(ch ild , spouse, parent, sib ling, grandparent, grandchild , 
domestic partner, or parent-in-law) 

5. Up to  four months of job-protected leave to  employees 
d isabled because of pregnancy, ch ildb irth , or a  re la ted 
medica l condition, as well as the right to  reasonable 
accommodations, on the advice of the ir health  care 
provider, re la ted to  the ir pregnancy, ch ildb irth , or a  
re la ted medica l condition 

6. Up to  five days of job-protected leave fo llowing a 
reproductive loss event (fa iled adoption, fa iled surrogacy, 
miscarriage, stillb irth , or unsuccessfu l assisted 
reproduction) 

7. Protections against re ta lia tion when a person opposes, 
reports, or assists another person to  oppose unlawfu l 
d iscrimination, includ ing filing an in terna l compla in t or a  
compla in t with  CRD 

REME DI E S/ FI LI N G A COMPL AI NT 
 

 

1 . The law provides remedies for ind ividuals who experience 
prohib ited d iscrimination, harassment, or re ta lia tion in  the 
workp lace. These remedies can include h iring, front pay, 
back pay, promotion, re instatement, cease-and-desist 
orders, expert witness fees, reasonable attorney’s fees and 
costs, punitive damages, and emotional d istress damages. 

2. If you be lieve you have experienced d iscrimination, 
harassment, or re ta lia tion, you may file  a  compla in t with 
CRD. Independent contractors and vo lunteers: If you 
believe you have been harassed, you may file  a  compla in t 
with  CRD. 

3. Compla in ts must be filed with in  three years of the last 
act o f d iscrimination/harassment/re ta lia tion. For those 
who are under the age of 18, compla in ts must be filed 
with in  three years after the last act o f d iscrimination/ 
harassment/ re ta lia tion or one year a fter the ir e ighteenth 
b irthday, whicheve r is la ter. 

 
 

If you have been subjected to discrimination, harassment, 
or retaliation at work, file a complaint with the Civil Rights  
Department (CRD). 

TO FILE A COMPL AI NT 
 

 

Civil Rights Department 
calcivilrights.ca.gov/complaintprocess 
Toll Free: 800.884.1684 / TTY: 800.700.2320 
Californ ia Relay Service (711) 

Have a d isability that requires a reasonable accommodation? 
CRD can assist you with  your compla in t. 

 
The Fair Employment and Housing Act is codified at Government 
Code sections 12900 - 12999. The regulations implementing the 
Act are at Code of Regulations, title  2 , d ivision 4.1 

Government Code section 12950 and Californ ia  Code of 
Regulations, title  2 , section 11023, require  a ll employers to 
post th is document. It must be conspicuously posted in  h iring 
offices, on employee bulle tin  boards, in  employment agency 
waiting rooms, union halls, and other p laces employees gather. 
Any employer whose workforce at any facility or estab lishment 
consists of more than 10% of non-English speaking persons must 
a lso post th is notice in the appropria te  language or languages. 

 
For transla tions of th is gu idance, visit: www.calcivilrights.ca.gov/posters/required CRD-E07P-ENG / January 2024 

 

http://www.calcivilrights.ca.gov/posters/required
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The Rights of Employees Who are 
Transgender or Gender Nonconforming 

CIVIL RIGHTS DEPARTMENT 
 

CALIFO R NI A LAW PROTE C T S TRANS G E N D E R AND GENDER NONC O N F O R M I N G PEOPLE FRO M DISCRIMI N A TI O N, HARASS M E N T , AND RETALI A TI O N AT WORK. THESE PROTE C TI O N S ARE 
ENFORCED BY THE CIVIL RIGHTS DEPARTMENT (CRD). 

THINGS YOU NEED TO KNOW 
 

 

1. Does Californ ia la w pro tect transgender and gender 
nonc onforming  e mplo ye e s  from e mployme nt  
discrimina tion? 
Yes . All e mployee s,  job applican ts , unpaid in te rns , 
v o l u n tee rs ,  and  c o n t ra c to rs  a re p ro te c te d  f ro m 
d isc ri mina tion a t wo rk when based  on a p ro tec ted 
chara cte ri sti c,  such  as  the i r gende r identi ty ,  gende r 
expression, sexual orientation, race, or national orig in . Th is 
means that private employers with  five or more employees 
may  not, for exa mple, re fuse to  h ire  or p romote  so meone 
because they identify  as –  or a re pe rce ived to  identify  as 
– transgender or non-b inary, or because they express the ir 
gender in  non-stereotyp ica l ways. 
Employment d is cri mination can occur a t any ti me during 
the h iring or employ ment process. In  addition to  re fusing 
to  h i re  o r p ro mote  so meone, un la wfu l  d is c ri mina tion 
includes d ischarg ing an employee,  subjecting the m to 
wo rse wo rking  conditions, o r unfa i rly modifying the terms 
of the ir e mploy ment because of  the ir gender identity  o r 
gender expression. 

2. Does Californ ia law pro tect transgender and gender 
nonconforming employees from harassment at work? 
Yes.  All  e mployers  a re p roh ib ited f rom haras sing any 
employee, in tern, vo lunteer, o r cont racto r because of 
the ir gender identity or gender expression. Fo r exa mple, 
an employer can be liab le  if co -workers  c reate a hostile 
wo rk environ ment – whether in  person or vi rtua l – for an 
employee who is undergoing a gender transition. Similarly, 
an employer can be liab le  when customers o r o ther th i rd 
parties harass an employee because of the ir gender identity 
or exp ression, such  as in tentionally re ferring to  a  gender- 
nonconforming employee by the wrong pronouns or name. 

3. Does California law pro tect employees who complain 
about discrimination or harassment in the workplace? 
Yes.  Employe rs  are  proh ib ited f ro m reta lia ting against 
any employee who asse rts the ir right  under the la w to  be 
free from discrimination or harassment. For example, an 

employer commits un lawfu l re ta lia tion when it responds to 
an employee making a d isc ri mination co mpla in t –  to  the ir 
supervisor, hu man resou rces  sta f f, o r CRD – by cutting 
the ir sh ifts. 

4. If ba throoms, showers , and  locker rooms are  sex- 
segregated, can employees choose the one that is 
most appropriate for them? 
Yes. All e mployees have a right to  safe and appropria te 
restroom and locker room facilities. This includes the right 
to  use a  rest room o r locker room that co rresponds to  the 
employee’s gender identity,  regard less of  the e mployee’s 
sex a ssigned  at  b i rth . In  addi tion,  whe re  pos sib le , an  
employer should provide an easily accessib le , gender- 
neutra l  (o r “a ll -gende r”),  sing le  u se r facili ty fo r u se by  
any employee. The use of sing le  sta ll restrooms and other 
facilities should a lways  be a ma tte r o f  choice. Employees 
should never be forced to  use one, as a matter o f policy or 
due to  harassment . 

5. Does an e mployee have the r igh t to  be addressed by 
the name and pronouns that correspond to their gender 
identity or  gender expression, even if d ifferen t from 
their legal name and gender? 
Yes. Employees have the right to  use and be addressed by 
the name and pronouns that correspond with  the ir gender 
identity or gender exp ression.  These a re someti mes  
known as  “chosen” o r “p referred” names  and pronouns. 
For exa mple,  an e mployee does not need to  have legally 
changed the ir name or b irth  certificate, nor have undergone 
any type of gender transition (such as surge ry ), to  use a 
name and/or pronouns that correspond with  the ir gender 
identity or gender expression. An employer may be legally 
ob ligated to  use an e mployee’ s legal na me in  speci fic  
employment records, but when no legal ob ligation compels 
the use of  a  legal name,  e mployers  and co -workers  must  
respect an e mployee’s chosen name and pronouns. For 
example, so me businesses utilize softwa re for pay ro ll 
and other admin istra tive purposes, such as creating 
wo rk schedule s o r gene rating  vi rtua l p ro files . While  it  
may be approp ria te  fo r the business to  use a t ransgender 
employee’s legal name for payro ll purposes when legally 

required, re fusing or fa iling to  use  that pe rson’s chosen  
name and pronouns, if  d iffe rent f rom the i r legal name,  on  
a sh ift  schedule, nametag,  instant mes saging account, o r 
wo rk ID ca rd could be harassing or d isc ri minatory . CR D 
recommends that employers take care to  ensure that each 
employee’s chosen name  and pronouns are respected to  
the greatest extent a llowed by law. 

6. Does an employee have the right to dress in a way that 
corresponds with  their  gender iden tity and gender  
expression? 
Yes. An employer who imposes a dress code must enforce 
it in  a  non-d iscri minato ry manner. Th is means that each  
employee must be allowed to dress in  accordance with  the ir 
gender identity and expression. While  an employer ma y  
estab lish a dress code or grooming po licy in  accord wi th  
business necessity, a ll employees must be he ld to  the same 
standard, regard less of the ir gender identity or expression. 

7. Can a n e mploye r ask an  applican t a bou t the ir sex  
assigned at birth or gender identity in an interview? 
No. Employers  may ask non-d isc ri minatory questions,  
such as inquiring about an applicant’s employment h istory 
or asking fo r profes sional re ferences.  But  an in tervie we r 
should not ask questions designed to  detect a  pe rson’s  
gender identity or gender transition h istory such as asking 
about why the person changed the ir name. Employers  
should a lso not ask questions about a  person’s body or 
whether they p lan to  have surgery. 

Want to learn more? Visit: h ttps://b it.ly/3hTG1EO 

TO FILE A COMPL AI NT 
Civil Rights Department 
calcivilrights.ca.gov/compla in tpro cess 
Toll Free: 800.884.1684 / TTY: 800.700.2320 
Californ ia Relay Service (711) 
Have a d isability that requires a reasonable accommodation? 
CRD can assist you with  your compla in t. 

For transla tions of th is gu idance, visit: www.calcivilrights. 
ca.gov/posters/required 
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Safety and Health Protection on the Job 
State of California, Department of Industrial Relations 

Californ ia law provides workp lace safety and health protections for workers through regulations enforced by the Division of Occupational Safety and Health (Cal/OSHA). This poster expla ins 
some basic requirements and procedures to comply with the state ’s workp lace safety and health standards and orders. The law requires that th is poster be disp layed. Failure to do so could 
result in  a  substantia l penalty. Cal/OSHA standards can be found at www.dir.ca.gov/samples/search/query.htm. 

WHAT AN EMPL OY ER MUST DO: 
All employers must provide work and workp laces that are safe and health fu l. In other words, 
as an e mployer,  you  must  fo llo w state  laws gove rn ing job safety  and health . Fa ilure to  do 
so can result in a threat to the life or health of workers, and substantia l monetary penalties. 
You  mu st  d i sp lay  th is  po ste r in  a  con spicuou s  p lace  whe re no tice s  to  e mployee s  a re 
customarily posted so everyone on the job can be aware of basic rights and responsib ilities. 
You must have a written and effective In jury and Illness Prevention Program (IIPP) meeting 
the requirements of California  Code of Regulations, title  8 , section 3203 (www.dir.ca.gov/ 
title8/3203.html) and provide access to  employees and the ir designated representatives. 
You must be aware of hazards your employees face on the job and keep records showing that 
each employee has been tra ined in  the hazards un ique to  each job assignment. 
You must correct  any hazardous condition that you know may result in  in jury to  employees. 
Failure to  do so could resu lt in  crimina l charges, monetary penalties, and even incarceration. 
You mus t notify a  loca l Cal/OSHA d ist ric t o ffice of  any serious in jury o r illness, o r death, 
occurring on the job. Be sure to  do th is immediately a fter ca lling for emergency he lp to  assist 
the in jured employee. Fa ilure to  report a  serious in jury or illness, o r death, with in  8  hours 
can result in  a  min imum civil penalty o f $5,000. 
WHAT AN EMPL O Y ER MUST NEVER DO: 
Never permit an employee to  do work that vio la tes Cal/OSHA workp lace safety and health  
regulations. 
Never permit an employee to  be exposed to  harmfu l substances without provid ing adequate 
protection. 
Never a llow an untra ined employee to perform hazardous work. 

EMPLOYEES HAVE CERTAIN WORKPLACE SAFETY & HEALTH RIGHTS: 
As an employee, you (or someone acting for you) have the right to  file  a  confidentia l compla in t 
and request an inspection of your workp lace if you be lieve conditions there are unsafe or 
unhealth fu l. This is done by contacting the loca l Cal/OSHA d istrict o ffice (see be low). Your 
name is not revealed by Cal/OSHA, un less you request o therwise. 
You a lso have the right  to  b ring unsafe or unhealth fu l conditions to  the attention of the Cal/ 
OSHA investigator inspecting your workp lace. 
You and your designated representative have the right to  acces s the employer's  I IPP.  Any 
employee has the right to  re fuse to  perfo rm wo rk  that  would vio la te  an occupational safety 
or health  s tandard o r o rder where  such  vio la tion would c reate a rea l and apparent  hazard 
to the employee or o ther employees. 
You may not be fired or punished in  any way for filing a complain t about unsafe or unhealth ful 
working conditions, or for o therwise exercising your rights to  a  safe and health fu l workp lace. If 
you fee l that you have been fired or punished for exercising your rights, you may file  a  compla in t 
about th is type of discrimination by contacting the nearest office of the Californ ia Department 
of Industria l Relations,  Division of Labor Standards  Enfo rce ment (Labor Co mmis sioner’s 
Office) or the San Francisco office of the U.S. Department o f Labor, Occupational Safety and 
Health  Admin istra tion. (Employees of sta te  or loca l government agencies may only file  these 
compla in ts wi th  the Californ ia  Labor Co mmissioner’s  Offi ce.) Consult  your loca l te lephone 
d irectory for the office nearest you. 

EMPLOYEES ALSO HAVE RESPONSIBILITIES: 
To keep the wo rkp lace and your co worke rs  safe,  you  should te ll your e mployer about any 
hazard that could result in an in jury or illness to  an employee. While  working, you must always 
obey sta te workp lace safety and health  laws. 

SPECIAL RULES APPLY FOR WORK AROUND HAZARDOUS SUBSTANCES: 
Employers  who use any substance that is  listed as a haza rdous substance in  Californ ia 
Code of Regulations, title  8 , section 339 (www.dir.ca.gov/title8/339.html ), o r is cove red 
by the Haza rd Co mmunication standard (www.d ir.ca.gov/title8/5194.html ) must  provide 
employees in formation on the hazardous chemica ls in  the ir wo rk a reas, access  to  safety  
data sheets, and tra in ing on how to  use hazardous chemica ls safe ly. 
Employers shall make available  on a timely and reasonable basis a  safety data sheet on each 
hazardous substance in  the workp lace upon request o f an employee, an employee’s co llective 
bargain ing representative, or an employee’s physician. 
Employees have the right to  see and copy their medica l records and records of exposure to 
potentia lly toxic materia ls or harmfu l physica l agents. 
Employers mus t a llow access by  employees o r the ir rep resentatives to  ac curate reco rds 
of employee exposures  to  potentia lly toxic  materia ls  or harmfu l  physica l agents, and notify  
employees of any exposures in  concentration or leve ls exceeding the exposure limits a llowed 
by Cal/OSHA standards. 
Any employee or the ir representative has the right to  observe monitoring or measuring of 
employee exposure to  hazards conducted to  comply with  Cal/OSHA regulations. 

WHEN CAL/OSHA COMES TO THE WORKPLACE: 
A tra ined Cal/OSHA safety engineer or industria l hyg ien ist may visit the workp lace to  make 
sure your company is obeying workp lace safety and health  laws. 
Inspections are a lso conducted when an employee files a va lid compla in t with Cal/OSHA. 
Cal/OSHA a lso goes on-site  to  the wo rkp lace to  investigate a serious in jury o r illness, or 
fa ta lity. 
When an inspection begins, the Cal/OSHA investigator will show officia l identification. 
The employer, or someone the employer chooses, will be g iven an opportunity to  accompany 
the investigator during the inspection. An authorized representative of the employees will 
be g iven the same opportun ity. Where there is no authorized employee representative, the 
investigator will ta lk to  a  reasonable number of employees about safety and health  conditions 
at the workp la ce . 

VIOLATIONS, CITATIONS, AND PENALTIES: 
If the investigation shows that the employer has vio la ted a safety and health  standard or 
order, Cal/OSHA may issue a cita tion. Each cita tion carries a monetary penalty and specifies 
a date by which the vio la tion must  be abated. A notice,  which ca rries no monetary  penalty, 
may be issued in  lieu of a  cita tion for certa in  non-serious vio la tions. 
Penalty amounts depend in part on the classification of the vio la tion as regulatory, genera l, 
serious, repeat, o r willfu l;  and whether the e mployer fa iled to  abate a previous vio la tion 
involving the same hazardous condition. Base penalty amounts, penalty ad justment factors, 
and min imum and maximum penalty amounts are set forth  in  Californ ia  Code of Regulations, 
title  8 , section 336 (www.d ir .ca.gov/title8/336.h tml). In  addition, a  willfu l vio la tion that 
causes  dea th o r pe rmanen t  i mpai rment  o f  the  bod y o f an y  e mplo yee can re sult ,  upon 
conviction, in  a  fine of up to  $250,000 or imp risonment up to  three years, o r both, and if 
the employer is a corporation or limited liab ility company, the fine may be up to $1.5 million. 
The law provides that e mployers  may  appeal cita tions with in  15 wo rking days  of rece ip t to 
the Occupational Safety and Health  Appeals Board. 
An employer who receives a cita tion, Order to  Take Specia l Action, or Specia l Order must post 
it or a  copy,  includ ing the enclosed multi -language employee notification, prominently a t  o r 
near the p lace of the vio la tion or unsafe condition for three working days, or until the unsafe 
condition is corrected, whichever is longer, to  warn employees of danger that may exist there. 
Any e mployee may p rotest the ti me a llowed for correction of the vio la tion to  the Division 
of Occupational Safety and Health  or the Occupational Safety and Health  Appeals Board. 
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Safety and Health Protection on the Job 
 

HEL P IS AVAIL A B L E: 
To learn more about workp lace safety ru les, you may contact Cal/OSHA Consulta tion Services for free in formation, required forms, and publications. You can a lso contact a  loca l d istrict 
o ffice of Cal/OSHA. If you prefer, you may reta in  a  competent private consultant, or ask your workers’ compensation insurance carrier for gu idance in  obta in ing in formation. 

Call the FREE Worker Information Helpline - (833) 579-0927 
DIVISION OF OCCUPATIONAL SAFETY AND HEALTH (CAL/OSHA) 

HEADQUARTERS: 1515 Clay Street, Ste. 1901, Oakland, CA 94612 — Telephone (510) 286-7000 
DISTRICT OFFICES 
American Canyon 
3419 Broadway St., Ste. H8, 
American Canyon 94503 
(707) 649-3700 
Bakersfield 
7718 Meany Ave., 
Bakersfield 93308 
(661) 588-6400 
Foster City 
1065 East Hillsdale Bl., Ste. 110, 
Foster City 94404 
(650) 573-3812 
Fremont 
39141 Civic Center Dr., Ste. 310, 
Fremont 94538 
(510) 794-2521 
Fresno 
2550 Mariposa St., Rm. 4000, 
Fresno 93721 
(559) 445-5302 
Long Beach 
1500 Hughes Way, Suite C-201, 
Long Beach 90810 
(424) 450-2630 

 
Los Angeles 
320 West Fourth St., Rm. 820, 
Los Angeles 90013 
(213) 576-7451 
Modesto 
4206 Technology Dr., Ste. 3, 
Modesto 95356 
(209) 545-7310 
Monrovia 
800 Royal Oaks Dr., Ste. 105, 
Monrovia 91016 
(626) 239-0369 
Oakland 
1515 Clay St., Ste. 1303, Box 41, 
Oakland 94612 
(510) 622-2916 
Redding 
381 Hemsted Dr., 
Redding 96002 
(530) 224-4743 
Sacramento 
1750 Howe Ave., Ste. 430, 
Sacramento 95825 
(916) 263-2800 

 
San Bernardino 
464 West Fourth St., Ste. 332, 
San Bernardino 92401 
(909) 383-4321 
San Diego 
7575 Metropolitan Dr., Ste. 207, 
San Diego 92108 
(619) 767-2280 
San Francisco 
455 Golden Gate Ave., Rm. 9516, 
San Francisco 94102 
(415) 557-0100 
Santa Ana 
2 MacArthur Place, Ste. 720, 
Santa Ana 92707 
(714) 558-4451 
Van Nuys 
6150 Van Nuys Blvd., Ste. 405, 
Van Nuys 91401 
(818) 901-5403 

REGIONAL OFFICES 
San Francisco 
455 Golden Gate Ave., Rm 9516, 
San Francisco 94102 
(415) 557-0300 
Sacramento 
1750 Howe Ave., Ste. 440, 
Sacramento 95825 
(916) 263-2803 
Santa Ana 
2 MacArthur Place, Ste. 720, 
Santa Ana 92707 
(714) 558-4300 
Monrovia 
800 Royal Oaks Dr., Ste. 105, 
Monrovia 91016 
(626) 471-9122 

 
 

CAL OSHA CONSULTATION SERVICES 
FIELD/AREA OFFICES 
Fresno/Central Valley 
2550 Mariposa Mall, Rm. 2005, 
Fresno 93721 
(559) 445-6800 
La Palma/Los Angeles/ Orange 
County 
1 Centerpointe Dr., Ste. 150, 
La Palma 90623 
(714) 562-552 

Oakland/Bay Area 
1515 Clay St., Suite 1103, 
Oakland, 94612 
(510) 622-2891 
Sacramento/ Northern California 
1750 Howe Ave., Ste. 490, 
Sacramento 95825 
(916) 263-0704 

San Bernardino 
464 West Fourth St., Suite 339, 
San Bernardino 92401 
(909) 383-4567 
San Diego/ Imperial County 
7575 Metropolitan Dr., Suite 204, 
San Diego 92108 
(619) 767-2060 

San Fernando Valley 
6150 Van Nuys Blvd., Suite 307, 
Van Nuys 91401 
(818) 901-5754 
CONSULTATION REGION OFFICE 
Fresno 
2550 Mariposa Mall, Rm. 3014, 
Fresno 93721 
(559) 445-6800 

 
 

Enforcement o f Cal/OSHA workp lace safety and health  standards is carried out by the Division of Occupational Safety and Health , under the Californ ia  Department o f Industria l Relations, which 
has primary responsib ility for admin istering the Cal/OSHA program. Safety and health  standards are promulgated by the Occupational Safety and Health  Standards Board. Anyone desiring to 
reg ister a  compla in t a lleging inadequacy in  the admin istra tion of the Californ ia  Occupational Safety and Health  Plan may do so by contacting the San Francisco Regional Office of the Occupational 
Safety and Health Admin istra tion (OSHA), U.S. Department of Labor Tel: (415) 625-2547. OSHA monitors the operation of sta te p lans to assure that continued approval is merited. 

November 2023 
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