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A proud California Special Districts Alliance partner.

2011 Labor Laws, Loss Prevention Alert

Holiday Greetings
On behalf of the Board of Directors and staff of 
SDRMA we would like to wish all of our members and 
CSDA members a very happy and safe holiday season!

2012 Labor Law Posters
SDRMA is pleased to announce that we will be 
sending out the 2012 Labor Law posters free of charge 
to all SDRMA members in January. All employers 
in California including public entities are required 
to post State and Federal Government issued Labor 
Law Postings. Labor Law Postings provide employees 
with specific information on topics such as the State 
Minimum Wage, Discrimination in the Workplace, 
the Federal Minimum Wage and Family Medical Leave 
Act. These postings must be displayed in areas where 
employees congregate, such as a break room. 

Loss Prevention Alert
Reports of copper thefts from business’ and private 
residences are up throughout the state. With a 
continued slow economy and many businesses and 
foreclosed homes abandoned, copper thefts are on the 
rise. Below is a loss prevention notice we received from 
SDRMA’s Property Program Broker, Alliant Insurance 
Services: 

Copper Theft Prevention
The cost of copper has increased dramatically over the 
past several years. In 2001 the price of copper was in 
the neighborhood of $.70 per pound (US Dollars). 
Today the market cost of copper is over $4.00 per 
pound. Global markets have increased copper demand; 
particularly in China and India; a poor economy and 
increased foreclosures are also helping to increase 
the cost of copper. Directly proportional to the 
increased cost is the desire for thieves to target areas of 
vulnerability, strip the area of the precious metal and sell 
it to recyclers. A valuable commodity, copper wire from 
generators and electrical motors can be sold to salvage 
yards resulting in a significant payday for thieves.

Demographic of a Copper Thief
According to a September 15, 2008, report by the 
Federal Bureau of Investigation (FBI), copper thieves 
are threatening the US infrastructure by targeting 
electrical sub-stations, cellular towers, telephone land 
lines, railroads, water wells, construction sites and 
vacant homes. These thieves are often drug addicts, gang 
members or metal thieves working individually or in 
organized groups.

Loss Prevention
Many states have increased regulation on scrap metal 
dealers. Unfortunately, there are limited resources to 
enforce such regulation and their efforts are having a 
minimal effect on individual and group theft rings. With 
that, it is incumbent upon contractors, building owners 
and building occupants to be aware of the exposure and 
take proactive steps to reduce the possibility of theft. 
A little creativity doesn’t hurt either. One of Alliant’s 
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HELP IS AVAILABLE:
To learn more about job safety rules, you may contact the Cal/OSHA Consultation Service for free information, required forms and publications. You can also contact a 

local district office of the Division of Occupational Safety and Health. If you prefer, you may retain a competent private consultant, or ask your workers’ compensation insur-
ance carrier for guidance in obtaining information.

OFFICES OF THE DIVISION OF OCCUPATIONAL SAFETY AND HEALTH
HEADQUARTERS: 1515 Clay Street, Ste. 1901, Oakland, CA 94612 — Telephone (510) 286-7000

1465 Enea Circle–Bldg. E, Suite 900, Concord 94520
1065 East Hillsdale Blvd.–Suite 110, Foster City 94404
39141 Civic Center Dr. Suite 310, Fremont 94538
2550 Mariposa St.–Room 4000, Fresno 93721
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(925) 602-6517
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All employers must provide work and workplaces that are safe and healthful. In 
other words, as an employer, you must follow state laws governing job safety and 
health. Failure to do so can result in a threat to the life or health of workers, and 
substantial monetary penalties.

You must display this poster so everyone on the job can be aware of basic 
rights and responsibilities.

You must have a written and effective injury and illness prevention program for 
your employees to follow.

You must be aware of hazards your employees face on the job and keep re-
cords showing that each employee has been trained in the hazards unique to each 
job assignment.

You must correct any hazardous condition that you know may result in serious 
injury to employees. Failure to do so could result in criminal charges, monetary 
penalties, and even incarceration.

You must notify the nearest Cal/OSHA office of any serious injury or fatality 
occurring on the job. Be sure to do this immediately after calling for emergency help 
to assist the injured employee.  Failure to report a serious injury or fatality within 8 
hours can result in a minimum civil penalty of $5,000.

WHAT AN EMPLOYER MUST NEVER DO:
Never permit an employee to do work that violates Cal/OSHA law.

Never permit an employee to be exposed to harmful substances without provid-
ing adequate protection.

Never allow an untrained employee to perform hazardous work.

EMPLOYEES HAVE CERTAIN RIGHTS IN WORKPLACE SAFETY & HEALTH:
As an employee, you (or someone acting for you) have the right to file a com-

plaint and request an inspection of your workplace if conditions there are unsafe 
or unhealthful. This is done by contacting the local district office of the Division of 
Occupational Safety and Health (see list of offices). Your name is not revealed by 
Cal/OSHA, unless you request otherwise.

You also have the right to bring unsafe or unhealthful conditions to the attention 
of the Cal/OSHA investigator making an inspection of your workplace. Upon request, 
Cal/OSHA will withhold the names of employees who submit or make statements 
during an inspection or investigation.

Any employee has the right to refuse to perform work that would violate a Cal/
OSHA or any occupational safety or health standard or order where such violation 
would create a real and apparent hazard to the employee or other employees.

You may not be fired or punished in any way for filing a complaint about unsafe 
or unhealthful working conditions, or using any other right given to you by Cal/OSHA 
law. If you feel that you have been fired or punished for exercising your rights, you 
may file a complaint about this type of discrimination by contacting the nearest office 
of the Department of Industrial Relations, Division of Labor Standards Enforcement 
(State Labor Commissioner) or the San Francisco office of the U.S. Department of 
Labor, Occupational  Safety and Health Administration. (Employees of state or local 
government agencies may only file these complaints with the State Labor Commis-
sioner.) Consult your local telephone directory for the office nearest you.

EMPLOYEES ALSO HAVE RESPONSIBILITIES:
To keep the workplace and your coworkers safe, you should tell your employer 

about any hazard that could result in an injury or illness to people on the job.

While working, you must always obey state job safety and health laws.

SPECIAL RULES APPLY IN WORK AROUND HAZARDOUS SUBSTANCES: 
Employers who use any substance listed as a hazardous substance in Section 

339 of Title 8 of the California Code of Regulations, or subject to the Federal Haz-
ard Communications Standard (29 CFR 1910.1200), must provide employees with 
information on the contents on Material Safety Data Sheets (MSDS), or equivalent 
information about the substance that trains employees to use the substance safely.

Employers shall make available on a timely and reasonable basis a Material Safety 
Data Sheet on each hazardous substance in the workplace upon request of an employee, 
an employee collective bargaining representative, or an employee’s physician.

Employees have the right to see and copy their medical records and records of 
exposure to potentially toxic materials or harmful physical agents.

Employers must allow access by employees or their representatives to accurate 
records of employee exposures to potentially toxic materials or harmful physical 
agents, and notify employees of any exposures in concentration or levels exceeding 
the exposure limits allowed by Cal/OSHA standards.

Any employee has the right to observe monitoring or measuring of employee 
exposure to hazards conducted pursuant to Cal/OSHA regulations.

WHEN CAL/OSHA COMES TO THE WORKPLACE:
A trained Cal/OSHA safety engineer or industrial hygienist may periodically visit 

the workplace to make sure your company is obeying job safety and health laws.

An inspection will also be conducted when a legitimate complaint is filed by an 
employee with the Division of Occupational Safety and Health.

Cal/OSHA also goes to the workplace to investigate a serious injury or fatality.

When an inspection begins, the Cal/OSHA investigator will show official identifi-
cation from the Division of Occupational Safety and Health.

The employer, or someone the employer chooses, will be given an opportunity to 
accompany the investigator during the inspection. A representative of the employees 
will be given the same opportunity. Where there is no authorized employee representa-
tive, the investigator will talk to a reasonable number of employees about safety and 
health conditions at the workplace. 

VIOLATIONS, CITATIONS & PENALTIES:
If the investigation shows that the employer has violated a safety and health 

standard or order, then the Division of Occupational Safety and Health issues a 
citation. Each citation specifies a date by which the violation must be abated. A 
notice, which carries no monetary penalty, may be issued in lieu of a citation for 
certain non-serious violations.

Citations carry penalties of up to $7,000 for each regulatory or general violation 
and up to $25,000 for each serious violation. Additional penalties of up to $7,000 
per day for regulatory or general violations and up to $15,000 per day for serious 
violations may be proposed for each failure to correct a violation by the abatement 
date shown on the citation. A penalty of not less than $5,000 nor more than $70,000 
may be assessed an employer who willfully violates any occupational safety and 
health standard or order. The maximum civil penalty that can be assessed for each 
repeat violation is $70,000. A willful violation that causes death or permanent impair-
ment of the body of any employee results, upon conviction, in a fine of not more 
than $250,000, or imprisonment up to three years, or both and if the employer is a 
corporation or limited liability company the fine may not exceed $1.5 million.

The law provides that employers may appeal citations within 15 working days 
of receipt to the Occupational Safety and Health Appeals Board.

An employer who receives a citation, Order to Take Special Action, or Special 
Order must post it prominently at or near the place of the violation for three working 
days, or until the unsafe condition is corrected, whichever is longer, to warn employ-
ees of danger that may exist there. Any employee may protest the time allowed for 
correction of the violation to the Division of Occupational Safety and Health or the 
Occupational Safety and Health Appeals Board.

District Offices

SAFETY AND HEALTH PROTECTION ON THE JOB
State of California
Department of Industrial Relations

California law provides job safety and health protection for workers under the Cal/OSHA program. This poster explains the basic requirements and procedures for compliance with the 
state’s job safety and health laws and regulations. The law requires that this poster be displayed. (Failure to do so could result in a penalty of up to $7,000.)

WHAT AN EMPLOYER MUST DO: 

Enforcement of Cal/OSHA job safety and health standards is carried out by the Division of Occupational Safety and Health, under the California Department of Industrial Relations, which has 
primary responsibility for administering the Cal/OSHA program. Safety and health standards are promulgated by the Occupational Safety and Health Standards Board. Anyone desiring to register 
a complaint alleging inadequacy in the administration of the California Occupational Safety and Health Plan may do so by contacting the San Francisco Regional Office of the Occupational Safety 
and Health Administration (OSHA), U.S. Department of Labor (Tel: 415-975-4310). OSHA monitors the operation of state plans to assure that continued approval is merited. NOV 2009

Sacramento
Santa Rosa
Santa Ana
West Covina

2424 Arden Way–Suite 125, Sacramento 95825
1221 Farmers Lane–Suite E, Santa Rosa 95405
2000 E. McFadden Ave, Ste 119, Santa Ana 92705
1906 West Garvey Ave. S.–Suite 200, West Covina 91790

(916) 263-2803
(707) 576-2419
(714) 558-4300
(626) 472-0046

Regional Offices

Cal/OSHA Consultation Service

Area & Field Offices:
(559) 454-1295

(510) 622-2891

(916) 263-0704

(909) 383-4567

(619) 767-2060

(818) 901-5754

(562) 944-9366

Headquarters: 2000 E. McFadden Ave. #214, Santa Ana, CA 92705 — (714) 558-4411

1901 North Gateway Blvd.
Suite 102, Fresno 93727

1515 Clay St.–Suite 1103 
Oakland 94612

2424 Arden Way–Suite 410 
Sacramento 95825

464 West Fourth St.–Suite 339 
San Bernardino 92401

7575 Metropolitan Dr.–Suite 204 
San Diego 92108

6150 Van Nuys Blvd.–Suite 307 
Van Nuys 91401

10350 Heritage Park Dr.–Suite 201 
Santa Fe Springs 90670

• Fresno/Central Valley

• Oakland/Bay Area

• Sacramento/Northern CA

• San Bernardino

• San Diego/Imperial Counties

• San Fernando Valley

• Santa Fe Springs/Los 
• Angeles/Orange County.

Sacramento 2424 Arden Way–Suite 485, Sacramento 95825 (916) 263-5750
Regional Office

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

Please Post Next to Your IWC Industry or Occupation Order 

Official Notice

California Minimum Wage
MW-2007

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

 per per
 

$7.50 hour 

$8.00 hour
 beginning January 1, 2007 beginning January 1, 2008

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

SUMMARY OF ACTIONS
TAKE NOTICE that on September 12, 2006, the California Legislature enacted legislation signed by the Governor of California, raising the minimum wage 
for all industries. (AB 1835, Ch. 230, Stats of 2006, adding sections 1182.12 and 1182.13 to the California Labor Code.) Pursuant to its authority under 
Labor Code section 1182.13, the Department of Industrial Relations amends and republishes Sections 1, 2, 3, and 5 of the General Minimum Wage Order. 
MW-2001, Section 4, Separability, has not been changed. Consistent with this enactment, amendments are made to the minimum wage, and the meals 
and lodging credits sections of all of the IWC’s industry and occupation orders.
This summary must be made available to employees in accordance with the IWC’s wage orders. Copies of the full text of the amended wage orders may 
be obtained by ordering on-line at www.dir.ca.gov/WP.asp, or by contacting your local Division of Labor Standards Enforcement office.

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

2. MINIMUM WAGES
Every employer shall pay to each employee wages not less than seven dollars and fifty cents ($7.50) per hour for all hours worked, effective January 1, 
2007, and not less than eight dollars ($8.00) per hour for all hours worked, effective January 1, 2008.

3. MEALS AND LODGING
Meals or lodging may not be credited against the minimum wage without a voluntary written agreement between the employer and the employee. When credit 
for meals or lodging is used to meet part of the employer’s minimum wage obligation, the amounts so credited may not be more than the following:
 Effective Effective 
LODGING January 1, 2007 January 1, 2008
Room occupied alone .......................................................................................................................................$35.27 per week $37.63 per week
Room shared ....................................................................................................................................................$29.11 per week $31.06 per week
Apartment – two-thirds (2/3) of the ordinary rental value, and in no event more than: .....................................$423.51 per month $451.89 per month
Where a couple are both employed by the employer, two-thirds (2/3) of the  
ordinary rental value, and in no event more than: .............................................................................................$626.49 per month $668.46 per month

MEALS
Breakfast .........................................................................................................................................................$2.72 $2.90
Lunch ...............................................................................................................................................................$3.72 $3.97
Dinner ..............................................................................................................................................................$5.00 $5.34

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

5. AMENDED PROVISIONS
This Order amends the minimum wage and meals and lodging credits in MW-2001, as well as in the IWC’s industry and occupation orders. (See Orders 
1-15, Secs. 4 and 10; and Order 16, Secs. 4 and 9.) This Order makes no other changes to the IWC’s industry and occupation orders.

These Amendments to the Wage Orders shall be in effect as of January 1, 2007.

Questions about enforcement should be directed to the Division of Labor Standards Enforcement. Consult the white pages of your telephone directory under 
CALIFORNIA, State of, Industrial Relations for the address and telephone number of the office nearest you. The Division has offices in the following cities: Bakersfield, 
El Centro, Eureka, Fresno, Long Beach, Los Angeles, Oakland, Redding, Sacramento, Salinas, San Bernardino, San Diego, San Francisco, San Jose, Santa Ana, 
Santa Barbara, Santa Rosa, Stockton, and Van Nuys.

Employee Rights Under the Fair Labor Standards Act 

Federal Minimum Wage
  per 
  

$7.25 hour
  beginning July 24, 2009 

Overtime Pay
At least 11/2 times your regular rate of pay for all hours worked over 40 in a workweek.

Child Labor
An employee must be at least 16 years old to work in most non-farm jobs and at least 18 to work in non-farm jobs declared hazardous by the Secretary of Labor.
Youths 14 and 15 years old may work outside school hours in various non-manufacturing, non-mining, non-hazardous jobs under the following conditions:

No more than
• 3 hours on a school day or 18 hours in a school week;
• 8 hours on a non-school day or 40 hours in a non-school week.

Also, work may not begin before 7 a.m. or end after 7 p.m., except from June 1 through Labor Day, when evening hours are extended to 9 p.m. Different 
rules apply in agricultural employment. 
Tip Credit
Employers of “tipped employees” must pay a cash wage of at least $2.13 per hour if they claim a tip credit against their minimum wage obligation. If an 
employee’s tips combined with the employer’s cash wage of at least $2.13 per hour do not equal the minimum hourly wage, the employer must make up the 
difference. Certain other conditions must also be met.

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

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

issued by the Department of Labor.

For additional information:   
1-866-4-USWAGE (1-866-487-9243) U.S. Department of Labor    WHD Publication 1088 
TTY: 1-877-889-5627 Wage and Hour Division  Revised July 2009 
WWW.WAGEHOUR.DOL.GOV  

Family & Medical Leave
California Family Rights Act

EMPLOYEES: Only notices with a check mark in the box apply to this workplace.
❑ Notice A — 5-49 Employees

Pregnancy Disability Leave
Under the California Fair Employment and Housing Act (FEHA), if you are disabled by pregnancy, childbirth or related medical conditions, you are eligible to 
take a pregnancy disability leave (PDL). If you are affected by pregnancy or a related medical condition, you are also eligible to transfer to a less strenuous or 
hazardous position or to less strenuous or hazardous duties, if this transfer is medically advisable. You are also eligible to receive reasonable accommodation 
for conditions related to pregnancy, childbirth, or related medical conditions if you request it with the advice of your health care provider.
• The PDL is for any period(s) of actual disability caused by your pregnancy, childbirth or related medical conditions up to four months (or 88 work days 

for a full-time employee) per pregnancy.
• The PDL does not need to be taken in one continuous period of time but can be taken on an as-needed basis.
• Time off needed for prenatal care, severe morning sickness, doctor-ordered bed rest, childbirth, and recovery from childbirth would all be covered by your PDL.
• Generally, we are required to treat your pregnancy disability the same as we treat other disabilities of similarly situated employees. This affects whether 

your leave will be paid or unpaid.
• You may be required to obtain a certification from your health care provider of your pregnancy disability or the medical advisability for a transfer or 

reasonable accommodation. The certification should include:
1) the date on which you became disabled due to pregnancy or the date of the medical advisability for the transfer or reasonable accommodation;
2) the probable duration of the period(s) of disability or the period(s) for the advisability of the transfer or reasonable accommodation; and
3) a statement that, due to the disability, you are unable to work at all or to perform any one or more of the essential functions of your position without undue 

risk to yourself, the successful completion of your pregnancy or to other persons or a statement that, due to your pregnancy, the transfer or reasonable 
accommodation is medically advisable.

• At your option, you can use any accrued vacation or other accrued time off as a part of your pregnancy disability leave before taking the remainder of your 
leave as an unpaid leave. We may require that you use up any available sick leave during your leave. You may also be eligible for state disability insurance 
for the unpaid portion of your leave.

• Taking a pregnancy disability leave may impact certain of your benefits and your seniority date. If you want more information regarding your eligibility 
for a leave, the impact of the leave on your seniority and benefits, and our policy for other disabilities, please contact 

(Employer’s Contact Person) __________________________________________  (Employer’s Telephone Number) ___________________________.
DEPARTMENT OF FAIR EMPLOYMENT & HOUSING             DFEH-100-20 (01/00)

❑ Notice B — 50 or More Employees

Family Care and Medical Leave (CFRA Leave) and Pregnancy Disability Leave
Under the California Family Rights Act of 1993 (CFRA), if you have more than 12 months of service with us 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 unpaid family care or medical leave (CFRA leave). This leave may 
be up to 12 workweeks in a 12-month period for the birth, adoption, or foster care placement of your child or for your own serious health condition or that 
of your child, parent or spouse.
Even if you are not eligible for CFRA leave, if disabled by pregnancy, childbirth or related medical conditions, you are entitled to take a pregnancy disability leave 
of up to four months, depending on your period(s) of actual disability. If you are CFRA-eligible, you have certain rights to take BOTH a pregnancy disability leave 
and a CFRA leave for reason of the birth of your child. Both leaves contain a guarantee of reinstatement to the same or to a comparable position at the end of 
the leave, subject to any defense allowed under the law.
If possible, you must provide at least 30 days advance notice for foreseeable events (such as the expected birth of a child or a planned medical treatment for yourself 
or of a family member). For events which are unforeseeable, we need you to notify us, at least verbally, as soon as you learn of the need for the leave.
Failure to comply with these notice rules is grounds for, and may result in, deferral of the requested leave until you comply with this notice policy.
We may require certification from your health care provider before allowing you a leave for pregnancy or your own serious health condition or certification 
from the health care provider of your child, parent, or spouse who has a serious health condition before allowing you a leave to take care of that family 
member. When medically necessary, leave may be taken on an intermittent or a reduced work schedule.
If you are taking a leave for the birth, adoption or foster care placement of a child, the basic minimum duration of the leave is two weeks and you must 
conclude the leave within one year of the birth or placement for adoption or foster care.
Taking a family care or pregnancy disability leave may impact certain of your benefits and your seniority date. If you want more information regarding your 
eligibility for a leave and/or the impact of the leave on your seniority and benefits, please contact
(Employer’s Contact Person)__________________________________________  (Employer’s Telephone Number) ___________________________.

DEPARTMENT OF FAIR EMPLOYMENT & HOUSING            DFEH-100-21 (01/00)

❑ Notice C — 50 or More Employees

Employee Rights and Responsibilities Under the Family and Medical Leave Act 

                                                                                                                                        

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 when they have reason 
to believe their employer is violating a state or federal statute, or violating or not complying with a 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 college 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 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 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.
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.
Under California Labor Code Section 98.6, 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.

Equal Employment Opportunity is THE LAW

Amends General  
Minimum Wage Order  
and IWC Industry and 

Occupation Orders

STATE OF CALIFORNIA - DEPARTMENT OF INDUSTRIAL RELATIONS - DIVISION OF WORKERS’ COMPENSATION

Notice to Employees-Injuries Caused by Work
You may be entitled to workers’ compensation benefits if you are injured or become ill because of your job. Workers’ compensation covers most work-related physical 
or mental injuries and illnesses. An injury or illness can be caused by one event (such as hurting your back in a fall) or by repeated exposures (such as hurting your wrist 
from doing the same motion over and over).

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.

Pay Day Notice
Regular pay days  
for employees of: _______________________________________________________________________

(company name) 

shall be as follows:

❑ weekly, on __________________________________________________________________________
  day of week time place

❑ every other week on __________________________________________________________________
              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)

Emergency
AMBULANCE  ___________________________________________________________________

FIRE - RESCUE  _________________________________________________________________

HOSPITAL  _____________________________________________________________________

PHYSICIAN  ____________________________________________________________________

    ALTERNATE  __________________________________________________________________

POLICE  _______________________________________________________________________

CAL/OSHA  _____________________________________________________________________
(POSTING IS REQUIRED BY TITLE 8 SECTION 1512 (e), CALIFORNIA CODE OF REGULATIONS)

State of California, Department of Industrial Relations 
Cal/OSHA Publications, P.O. Box 420603, San Francisco, CA 94142-0603 

S-500   March 1990

Discrimination and Harassment in 
Employment are Prohibited By Law
Laws enforced by the Department of Fair Employment and Housing (DFEH) 
protect you from illegal discrimination and harassment in employment 
based on: Race, Color,  Religion, Sex (pregnancy or gender), Sexual orienta-
tion, Marital status, National origin (including language use restrictions), 
Ancestry, Disability (mental and physical, including HIV and AIDS), Age (40 
and above), Medical condition (cancer/genetic characteristics), Denial of 
family and medical care leave, or Denial of pregnancy disability leave 
or reasonable accommodation.
The California Fair Employment and Housing Act (Part 2.8 commencing 
with Section 12900 of Division 3 of Title 2 of the Government Code) and the 
Regulations of the Fair Employment and Housing Commission (California Code 
of Regulations, Title 2, Division 4, Sections 7285.0 through 8504):
• Prohibit harassment of employees, applicants, and independent 

contractors by any persons and require employers to take all reasonable 
steps to prevent harassment. This includes a prohibition against sexual 
harassment, gender harassment, and harassment based on pregnancy, 
childbirth, or related medical conditions.

• Prohibit employers from limiting or prohibiting the use of any 
language in any workplace unless justified by business necessity. 
The employer must notify employees of the language restriction and 
consequences for violation. 

• Require that all employers provide information to each of their 
employees on the nature, illegality, and legal remedies that apply to sexual 
harassment. Employers may either develop their own publications, which 
must meet standards as set forth in California Government Code Section 
12950, or use a brochure from the DFEH. 

• Require employers with 50 or more employees and all public 
entities to provide sexual harassment prevention training for all 
supervisors. 

• Require employers to reasonably accommodate an employee or job 
applicant’s religious beliefs and practices. 

• Require employers to reasonably accommodate employees or job 
applicants with a disability in order to enable them to perform the 
essential functions of a job. 

Job applicants and employees: If you believe you have experienced discrimination, you may file a complaint with DFEH.
Independent contractors: If you believe you have been harassed, you may file a complaint with DFEH.
Complaints must be filed within one year of the last act of discrimination/harassment, or, for victims who are under the age of 18, not later than one year of that person’s 
eighteenth birthday.
For more information, contact DFEH toll free at (800) 884-1684, Sacramento area & out-of-state at (916) 478-7251, TTY number at (800) 700-2320, or visit our web 
site at www.dfeh.ca.gov.
Government Code Section 12940 and Title 2 California Code of Regulations Section 7287 require all employers to post this document. It must be conspicuously 
posted in hiring offices, on employee bulletin boards, in employment agency waiting rooms, union halls, and other places employees gather.
In accordance with the California Government Code and ADA requirements, this publication can be made available in Braille, large print, computer disk, or 
tape cassette as a disability-related reasonable accommodation for an individual with a disability. To discuss how to receive a copy of this publication in an 
alternative format, please contact the DFEH at the numbers above. 
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• Permit job applicants and employees to file complaints with the DFEH 
against an employer, employment agency, or labor union that fails to grant 
equal employment as required by law. 

• Prohibit discrimination against any job applicant or employee in hiring, 
promotions, assignments, termination, or any term, condition, or privilege 
of employment. 

• Require employers, employment agencies, and unions to preserve 
applications, personnel records, and employment referral records for a 
minimum of two years. 

• Require employers to provide leaves of up to four months to 
employees disabled because of pregnancy, childbirth, or a related medical 
condition. 

• Require an employer to provide reasonable accommodations 
requested by an employee, on the advice of her health care provider, 
related to her pregnancy, childbirth, or related medical conditions. 

• Require employers of 50 or more persons to allow eligible employees 
to take up to 12 weeks leave in a 12-month period for the birth of a child; 
the placement of a child for adoption or foster care; for an employee’s own 
serious health condition; or to care for a parent, spouse, or child with a 
serious health condition. (Employers are required to post a notice informing 
employees of their family and medical leave rights.) 

• Require employment agencies to serve all applicants equally, refuse 
discriminatory job orders, and prohibit employers and employment agencies 
from making discriminatory pre-hiring inquiries or publishing help-wanted 
advertising that expresses a discriminatory hiring preference. 

• Require unions not to discriminate in member admissions or dispatching 
to jobs. 

• Prohibit retaliation against a person who opposes, reports, or assists 
another person in opposing unlawful discrimination.

The law provides for administrative fines and remedies for individuals, 
including the following: hiring, front pay, back pay, promotion, reinstatement, 
cease-and-desist order, expert witness fees, reasonable attorney’s fees and 
costs, punitive damages, and damages for emotional distress.

Private Employers, State and Local Govern-
ments, Educational Institutions, Employment 
Agencies and Labor Organizations
Applicants to and employees of most private employers, state and local 
governments, educational institutions, employment agencies and labor 
organizations are protected under Federal law from discrimination on the 
following bases: 
Race, Color, Religion, Sex, National Origin
Title VII of the Civil Rights Act of 1964, as amended, protects 
applicants and employees from discrimination in hiring, promotion, 
discharge, pay, fringe benefits, job training, classification, referral, 
and other aspects of employment, on the basis of race, color, religion, 
sex (including pregnancy), or national origin. Religious discrimination 
includes failing to reasonably accommodate an employee’s religious 
practices where the accommodation does not impose undue hardship.
Disability
Title I and Title V of the Americans with Disabilities Act of 1990, 
as amended, protect qualified individuals from discrimination on 
the basis of disability in hiring, promotion, discharge, pay, fringe 
benefits, job training, classification, referral, and other aspects of 
employment. Disability discrimination includes not making reasonable 
accommodation to the known physical or mental limitations of an 
otherwise qualified individual with a disability who is an applicant or 
employee, barring undue hardhship. 
Age
The Age Discrimination in Employment Act of 1967, as amended, 
protects applicants and employees 40 years of age or older from 
discrimination based on age in hiring, promotion, discharge, pay, 
fringe benefits, job training, classification, referral, and other aspects 
of employment. 
Sex (Wages)
In addition to sex discrimination prohibited by Title VII of the Civil 
Rights Act, as amended, the Equal Pay Act of 1963, as amended, 
prohibits sex discrimination in the payment of wages to women and 
men performing substantially equal work, in jobs that require equal 
skill, effort, and responsibility, under similar working conditions, in the 
same establishment. 
Genetics
Title II of the Genetic Information Nondiscrimination Act of 2008 
protects applicants and employees from discrimination based on 
genetic information in hiring, promotion, discharge, pay, fringe 
benefits, job training, classification, referral, and other aspects of 
employment. GINA also restricts employers’ acquisition of genetic 
information and strictly limits disclosure of genetic information. 
Genetic information includes information about genetic tests of 
applicants, employees, or their family members; the manifestation 

of diseases or disorders in family members (family medical history); 
and requests for or receipt of genetic services by applicants, 
employees, or their family members.
Retaliation
All of these Federal laws prohibit covered entities from retaliating 
against a person who files a charge of discrimination, participates 
in a discrimination proceeding, or otherwise opposes an unlawful 
employment practice.
What To do If You Believe Discrimination Has Occurred
There are strict time limits for filing charges of employment 
discrimination. To preserve the ability of EEOC to act on your 
behalf and to protect your right to file a private lawsuit, should 
you ultimately need to, you should contact EEOC promptly when 
discrimination is suspected:
The U.S. Equal Employment Opportunity Commission (EEOC), 1-800-
669-4000 (toll-free) or 1-800-669-6820 (toll-free TTY number for 
individuals with hearing impairments). EEOC field office information is 
available at www.eeoc.gov or in most telephone directories in the U.S. 
Government or Federal Government section. Additional information about 
EEOC, including information about charge filing, is available at 
www.eeoc.gov.

Employers Holding Federal Contracts or 
Subcontracts
Applicants to and employees of companies with a Federal government 
contract or subcontract are protected under Federal law from 
discrimination on the following bases:
Race, Color, Religion, Sex, National Origin
Executive Order 11246, as amended, prohibits job discrimination on 
the basis of race, color, religion, sex or national origin, and requires 
affirmative action to ensure equality of opportunity in all aspects of 
employment.
Individuals With Disabilities
Section 503 of the Rehabilitation Act of 1973, as amended, protects 
qualified individuals from discrimination on the basis of disability 
in hiring, promotion, discharge, pay, fringe benefits, job training, 
classification, referral, and other aspects of employment. Disability 
discrimination includes not making reasonable accommodation to 
the known physical or mental limitations of an otherwise qualified 
individual with a disability who is an applicant or employee, barring 
undue hardship. Section 503 also requires that Federal contractors 
take affirmative action to employ and advance in employment 
qualified individuals with disabilities at all levels of employment, 
including the executive level.
Disabled, Recently Separated, Other Protected, and Armed 
Forces Service Medal Veterans
The Vietnam Era Veterans’ Readjustment Assistance Act of 1974, 

as amended, 38 U.S.C. 4212, prohibits job discrimination and 
requires affirmative action to employ and advance in employment 
disabled veterans, recently separated veterans (within three years 
of discharge or release from active duty), other protected veterans 
(veterans who served during a war or in a campaign or expedition 
for which a campaign badge has been authorized), and Armed 
Forces service medal veterans (veterans who, while on active duty, 
participated in a U.S. military operation for which an Armed Forces 
service medal was awarded).
Retaliation
Retaliation is prohibited against a person who files a complaint of 
discrimination, participates in an OFCCP proceeding, or otherwise 
opposes discrimination under these Federal laws.
Any person who believes a contractor has violated its 
nondiscrimination or affirmative action obligations under the 
authorities above should contact immediately:
The Office of Federal Contract Compliance Programs (OFCCP), U.S. 
Department of Labor, 200 Constitution Avenue, N.W., Washington, D.C. 
20210, 1-800-397-6251 (toll-free) or (202) 693-1337 (TTY). OFCCP 
may also be contacted by e-mail at OFCCP-Public@dol.gov, or by 
calling an OFCCP regional or district office, listed in most telephone 
directories under U.S. Government, Department of Labor. 

Programs or Activities Receiving Federal 
Financial Assistance
Race, Color, National Origin, Sex 
In addition to the protection of Title VII of the Civil Rights Act of 
1964, as amended, Title VI of the Civil Rights Act of 1964, as 
amended, prohibits discrimination on the basis of race, color or 
national origin in programs or activities receiving Federal financial 
assistance. Employment discrimination is covered by Title VI if 
the primary objective of the financial assistance is provision of 
employment, or where employment discrimination causes or may 
cause discrimination in providing services under such programs. 
Title IX of the Education Amendments of 1972 prohibits employment 
discrimination on the basis of sex in educational programs or 
activities which receive Federal financial assistance.
Individuals With Disabilities
Section 504 of the Rehabilitation Act of 1973, as amended, prohibits 
employment discrimination on the basis of disability in any program 
or activity which receives Federal financial assistance.  Discrimination 
is prohibited in all aspects of employment against persons with 
disabilities who, with or without reasonable accommodation, can 
perform the essential functions of the job.
If you believe you have been discriminated against in a program of 
any institution which receives Federal financial assistance, you should 
immediately contact the Federal agency providing such assistance. 
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Time Off to Vote
Polls are open from 7:00 a.m. to 8:00 p.m. each Election Day. If you are scheduled to be at work during that time, California law allows you to 
take up to two hours off to vote, without losing any pay.

You may take as much time as you need to vote, but only two hours of that time will be paid. Your time off for voting can be only at the beginning 
or end of your regular work shift, unless you make another arrangement with your employer.

If you think you will need time off to vote, you must notify your employer at least two working days prior to the election. 

California Elections Code Section 14000
Secretary of State Debra Bowen   1500 11th Street, 5th Floor   Sacramento, CA 95814   (800) 345-VOTE (8683)   www.sos.ca.gov

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

UI  Unemployment Insurance (funded entirely by employers’ taxes)

When you are unemployed or working less than full-time and are ready, willing, and able to work, you may be eligible to receive Unemployment Insurance 
benefits. There are three ways to file a claim:

Internet — File on-line with eApply4UI—the fast, easy way to file a UI claim!  Access eApply4UI at https://eapply4ui.edd.ca.gov/.
Telephone— File by contacting a customer service representative at one of the toll-free numbers listed below:
  English 1-800-300-5616 Spanish 1-800-326-8937 Cantonese 1-800-547-3506 
  Vietnamese 1-800-547-2058 Mandarin 1-866-303-0706 TTY (non voice) 1-800-815-9387
Mail or Fax — File by mailing or faxing a UI Application (DE 1101l), by accessing the paper application on-line at www.edd.ca.gov. Print out the application, hand 
write your answers, and mail it or fax it to EDD for processing.
Note:  File promptly.  If you delay in filing, you may lose benefits to which you would otherwise be entitled.

DI  Disability Insurance (funded entirely by employees’ contributions)

When you are unable to work or reduce your work hours because of sickness, injury, or pregnancy, you may be eligible to receive Disability Insurance (DI) benefits.
Your employer must provide a copy of “Disability Insurance Provisions,” DE 2515, to each newly hired employee and to each employee leaving work due 
to pregnancy or due to sickness or injury that is not related to his/her job.

Claim Forms
• If your employer operates an approved voluntary plan in place of disability insurance and you have chosen to be covered by it, obtain DI claim forms from your employer.
• If you are not covered by a voluntary plan, obtain claim forms from your doctor, hospital, or directly from any California Disability Insurance (DI) Claim Manage - 
   ment offices.
• File your “Claim for DI Benefits”, DE 2501, within 49 days of the first day of your disability to avoid losing benefits.

FOR MORE INFORMATION ABOUT DI, VISIT THE EDD WEB SITE AT www.edd.ca.gov 
OR CONTACT THE DISABILITY INSURANCE CUSTOMER SERVICE CENTER AT 1-800-480-3287.  
STATE GOVERNMENT EMPLOYEES SHOULD CALL 1-866-352-7675. TTY (FOR DEAF OR HEARING-IMPAIRED INDIVIDUALS ONLY) IS AVAILABLE AT 1-800-563-2441.

PFL  Paid Family Leave (funded entirely by employees’ contributions)

When you stop working or reduce your work hours to care for a family member who is seriously ill or to bond with a new child, you may be eligible to 
receive Paid Family Leave (PFL) benefits. 
Your employer must provide a copy of “Paid Family Leave Program Brochure,” DE 2511, to each newly hired employee and to each employee leaving work 
to care for a seriously ill family member or to bond with a new child.

Claim Forms
• If your employer operates under an approved voluntary plan in place of disability insurance and you have chosen to be covered by it, obtain PFL claim forms from 
   your employer.
• If you are not covered by a voluntary plan, obtain claim forms from doctors, hospitals, or directly from any California Disability Insurance (DI) Claim 
   Management offices or the PFL office.
• File your “Claim for PFL Benefits,” DE 2501F, within 49 days of the first day of your family leave to avoid losing benefits.

FOR MORE INFORMATION ABOUT PFL, VISIT THE EDD WEB SITE AT www.edd.ca.gov OR  
CONTACT THE PAID FAMILY LEAVE CUSTOMER SERVICE CENTER AT:
 English 1-877-238-4373 Spanish 1-877-379-3819 Armenian 1-866-627-1567 Tagalog 1-866-627-1569 
 Cantonese 1-866-692-5595 Vietnamese 1-866-692-5596 Punjabi 1-866-627-1568 TTY (non voice) 1-800-445-1312
STATE GOVERNMENT EMPLOYEES SHOULD CALL 1-877-945-4747

NOTE: Some employees may be exempt from coverage by the above insurance programs. It is illegal to make a false statement or to withhold facts to claim 
benefits. For additional general information, visit the EDD web site at www.edd.ca.gov.
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Your Rights Under USERRA
THE UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT

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

To reorder, call 1-800-331-8877 or contact: www.calchamberstore.com 
CalChamber, 1332 North Market Blvd., Sacramento, CA 95834  

1-800-336-4590
Publication Date—October 2008
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Basic Leave Entitlement
FMLA requires covered employers to provide up to 12 weeks of unpaid, job 
protected leave to eligible employees for the following reasons:
• For incapacity due to pregnancy, prenatal medical care or child birth;
• To care for the employee’s child after birth, or placement for adoption or foster 

care;
• To care for the employee’s spouse, son or daughter, or parent, who has a 

serious health condition; or
• For a serious health condition that makes the employee unable to perform the 

employee’s job.

Military Family Leave Entitlements
Eligible employees with a spouse, son, daughter, or parent on active duty or 
call to active duty status in the National Guard or Reserves in support of a 
contingency operation may use their 12-week leave entitlement to address 
certain qualifying exigencies. Qualifying exigencies may include attending certain 
military events, arranging for alternative childcare, addressing certain financial 
and legal arrangements, attending certain counseling sessions, and attending 
post-deployment reintegration briefings.

FMLA also includes a special leave entitlement that permits eligible employees 
to take up to 26 weeks of leave to care for a covered servicemember during a 
single 12-month period. A covered servicemember is a current member of the 
Armed Forces, including a member of the National Guard or Reserves, who has a 
serious injury or illness incurred in the line of duty on active duty that may render 
the servicemember medically unfit to perform his or her duties for which the 
servicemember is undergoing medical treatment, recuperation or therapy; or is 
in outpatient status; or is on the temporary disability retired list.

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

Eligibility Requirements
Employees are eligible if they have worked for a covered employer for at least one 
year, for 1,250 hours over the previous 12 months, and if at least 50 employees 
are employed by the employer within 75 miles.

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

Use of Leave
An employee does not need to use this leave entitlement in one block. Leave can 
be taken intermittently or on a reduced leave schedule when medically necessary. 
Employees must make reasonable efforts to schedule leave for planned medical 
treatment so as not to unduly disrupt the employer’s operations. Leave due to 
qualifying exigencies may also be taken on an intermittent basis.

Substitution of Paid Leave for Unpaid Leave
Employees may choose or employers may require use of accrued paid leave while 
taking FMLA leave. In order to use paid leave for FMLA leave, employees must 
comply with the employer’s normal paid leave policies.

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

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

Unlawful Acts by Employers
FMLA makes it unlawful for any employer to:
• Interfere with, restrain, or deny the exercise of any right provided under 

FMLA;
• Discharge or discriminate against any person for opposing any practice made 

unlawful by FMLA or for involvement in any proceeding under or relating to 
FMLA.

Enforcement
An employee may file a complaint with the U.S. Department of Labor or may bring 
a private lawsuit against an employer.

FMLA does not affect any Federal or State law prohibiting discrimination, or 
supersede any State or local law or collective bargaining agreement which provides 
greater family or medical leave rights.
FMLA section 109 (29 U.S.C. § 2619) requires FMLA covered employers to 
post the text of this notice. Regulations 29 C.F.R. § 825.300(a) may require 
additional disclosures. 

For additional information:

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

WWW.WAGEHOUR.DOL.GOV
U.S. Department of Labor • Employment Standards Administration • Wage and Hour Division               WHD Publication 1420
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NOTICE Employee Polygraph Protection Act
The Employee Polygraph Protection Act prohibits most private employers from using lie detector tests either for pre-employment screening or during the course of employment.

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

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

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

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

ADDITIONAL INFORMATION
Additional information may be obtained, and complaints of violations may be filed, at local offices of the Wage and Hour Division. To locate your nearest Wage-Hour 
office, telephone our toll-free information and help line  at 1-866-4USWAGE (1-866-487-9243). A customer service representative is available to assist you with 
referral information from 8am to 5pm in your time zone; or if you have access to the internet, you may log onto our Home page at www.wagehour.dol.gov.

The Law Requires Employers To Display This Poster Where Employees And Job Applicants Can Readily See It.
*The law does not preempt any provision of any State or local law or any collective bargaining agreement which is more restrictive with respect to lie detector 
tests.

       U.S. DEPARTMENT OF LABOR 
       EMPLOYMENT STANDARDS ADMINISTRATION 
       Wage and Hour Division  
       Washington, D.C. 20210 WH Publication 1462 June 2003   

Safety and Health Protection on the Job

Benefits. Workers’ compensation benefits include:
• Medical Care: Doctor visits, hospital services, physical therapy, lab tests, x-rays, and medicines that are reasonably necessary to treat your injury. You should 

never see a bill. There is a limit on some medical services.
• Temporary Disability (TD) Benefits: Payments if you lose wages while recovering. For most injuries, TD benefits may not be paid for more than 104 weeks 

within five years from the date of injury.
• Permanent Disability (PD) Benefits: Payments if your injury causes a permanent disability.
• Supplemental Job Displacement Benefit: A nontransferable voucher payable to a state approved school if your injury arises on or after 1/1/04 and results in a 

permanent disability that prevents you from returning to work within 60 days after TD ends, and your employer does not offer you modified or alternative work.
• Death Benefits: Paid to dependents of a worker who dies from a work-related injury or illness.
Naming Your Own Physician Before Injury or Illness (Predesignation). You may be able to choose the doctor who will treat you for a job injury or illness. If eligible, 
you must tell your employer, in writing, the name and address of your personal physician or medical group before you are injured and your physician must agree to 
treat you for your work injury. For instructions, see the written information about workers’ compensation that your employer is required to give to new employees.

If You Get Hurt:
1.  Get Medical Care. If you need emergency care, call 911 for help immediately from the hospital, ambulance, fire department or police department. If 

you need first aid, contact your employer. 
2. Report Your Injury. Report the injury immediately to your supervisor or to an employer representative. Don’t delay. There are time limits. If you wait too long, you 

may lose your right to benefits. Your employer is required to provide you a claim form within one working day after learning about your injury. Within one working 
day after you file a claim form, your employer shall authorize the provision of all treatment, consistent with the applicable treating guidelines, for your alleged injury 
and shall be liable for up to ten thousand dollars ($10,000) in treatment until the claim is accepted or rejected. 

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

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

Current MPN’s toll free number: _____________________________ MPN website: ___________________________________________________ 
MPN Effective Date _____________________ Current MPN’s address ___________________________________________________  __________
Discrimination. It is illegal for your employer to punish or fire you for having a work injury or illness, for filing a claim, or testifying in another person’s workers’ 
compensation case. If proven, you may receive lost wages, job reinstatement, increased benefits, and costs and expenses up to limits set by the state.
Questions? Learn more about workers’ compensation by reading the information that your employer is required to give you at time of hire. If you have 
questions, see your employer or the claims administrator (who handles workers’ compensation claims for your employer):
Claims Administrator _____________________________________________________________  Phone __________________________  _______
Workers’ compensation insurer: _____________________________________(Enter “self-insured” if appropriate) Policy Expiration Date ________________
If the workers’ compensation policy has expired, contact a Labor Commissioner at the Division of Labor Standards Enforcement (DLSE). You can also get 
free information from a State Division of Workers’ Compensation Information & Assistance Officer. The nearest Information & Assistance Officer can be 
found at location: ________________________________________________________________________ or by calling toll-free (800) 736-7401. 
Learn more information about DWC and DLSE online: www.dwc.ca.gov or www.dir.ca.gov/dlse.
False claims and false denials. Any person who makes or causes to be made any knowingly false or fraudulent material statement or material 
representation for the purpose of obtaining or denying workers’ compensation benefits or payments is guilty of a felony and may be fined and imprisoned.

Your employer may not be liable for the payment of workers’ compensation benefits for any injury that arises from your voluntary participation in any 
off-duty, recreational, social, or athletic activity that is not part of your work-related duties.    DWC 7 (6/10)

The rights listed here may vary depending on the circumstances. The text of this notice was prepared by VETS, and may be viewed on the internet at this 
address: http://www.dol.gov/vets/programs/userra/poster.htm. Federal law requires employers to notify employees of their rights under USERRA, and 
employers may meet this requirement by displaying the text of this notice where they customarily place notices for employees.

REEMPLOYMENT RIGHTS
You have the right to be reemployed in your civilian job if you leave that job 
to perform service in the uniformed service and:
• you ensure that your employer receives advance written or verbal notice 

of your service;
• you have five years or less of cumulative service in the uniformed services 

while with that particular employer;
• you return to work or apply for reemployment in a timely manner after 

conclusion of service; and
• you have not been separated from service with a disqualifying discharge 

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

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION
If you:
• are a past or present member of the uniformed service; 
• have applied for membership in the uniformed service; or
• are obligated to serve in the uniformed service;
then an employer may not deny you:
• initial employment; • reemployment; • retention in employment;
• promotion; or • any benefit of employment because of this status.
In addition, an employer may not retaliate against anyone assisting in the 
enforcement of USERRA rights, including testifying or making a statement 

in connection with a proceeding under USERRA, even if that person has no 
service connection.

HEALTH INSURANCE PROTECTION
• If you leave your job to perform military service, you have the right to elect 

to continue your existing employer-based health plan coverage for you and 
your dependents for up to 24 months while in the military.

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

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

is authorized to investigate and resolve complaints of USERRA violations.
• For assistance in filing a complaint, or for any other information on USERRA, 

contact VETS at 1-866-4-USA-DOL or visit its website at http://www.dol.
gov/vets. An interactive online USERRA Advisor can be viewed at http://
www.dol.gov/elaws/userra.htm.

• If you file a complaint with VETS and VETS is unable to resolve it, you may request 
that your case be referred to the Department of Justice or the Office of Special 
Counsel, as applicable, for representation.

• You may also bypass the VETS process and bring a civil action against an 
employer for violations of USERRA. 

®

Bakersfield	 7718	Meany	Avenue,	Bakersfield	93308	 	 				call info for #
Concord		 1465	Enea	Circle	-	Bldg.	E,	Suite	900,	Concord	94520				(925)	602-6517
Foster	City	 1065	East	Hillsdale	Blvd.	-	Suite	110,	Foster	City	94404	(650)	573-3812
Fremont/San	Jose	39141	Civic	Center	Dr.	Suite	310,	Fremont	94538	 			(510)	794-2521
Fresno	 	 2550	Miraposa	St.	-	Room	4000,	Fresno	93721	 			(559)	445-5302
Los	Angeles	 320	West	Fourth	St.	-	Room	850,	Los	Angeles	90013	 			(213)	576-7451
Modesto		 4206	Technology	Dr.	-	Suite	3,	Modesto	95356	 			(209)	545-7310
Oakland		 1515	Clay	St.	-	Suite	1301,	Oakland	94612	 	 			(510)	622-2916
Monrovia/Pico	Rivera	 750	Royal	Oaks	Dr.	-	Suite	104,	Monrovia	91016	 			(626)	256-7913
Sacramento	 2424	Arden	Way	-	Suite	165,	Sacramento	95825	 			(916)	263-2800
San	Bernardino	 464	West	Fourth	st.	-	Suite	332,	San	Bernardino	92401		(909)	383-4321
San	Diego	 7575	Metropolitan	Dr.	-	Suite	201,	San	Diego	92108	 			(619)	767-2280
San	Francisco	 121	Spear	Street	-	Suite	430,	San	Francisco	94105	 			(415)	972-8670
Santa	Ana	 2000	E.	McFadden	Ave.	-	Suite122,	Santa	Ana	92705				(714)	558-4451
Santa	Rosa	 1221	Farmers	Lane	-	Suite	300,	Santa	Rosa	95405	 			(707)	576-2388
Torrance		 680	Knox	St.	-	Suite	100,	Torrance	90502	 	 			(310)	516-3734
Van	Nuys	 6150	Van	Nuys	Blvd.	-	Suite	405,	Van	Nuys	91401	 			(818)	901-5403
West	Covina	 1906	West	Garvey	Ave.	S.	-	Suite	200,	West	Covina	91790		 			(626)	472-0046

January 2011

La	Palma	90623		 		call info for new # after 1/7
1	Centerpointe—Suite	150		 				(562)	944-9366
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•	 Strategic location of valuable materials can also 
reduce the theft exposure. Make it difficult to 
access materials and create obstacles that will 
slow and dissuade loading efforts. Increasing the 
travel distance necessary for someone to get from 
a vehicle to the material will also help reduce your 
site’s attractiveness as a target for a thief.

•	 Inventory practices should follow “Just-In-Time” 
principles. This will help keep waste and overhead 
down and reduce the available concentration of 
materials throughout the job.

•	 Perimeter alarms and detection systems should 
be installed whenever possible. This may include 
high resolution cameras, intrusion alarms and 
the like. Alarm systems should be connected to a 
central service that guarantees fast response times 
by the police or local law authority.

•	 Some companies provide wireless tamper alarm 
systems or traceable micro chip identifiers to 
notify movement or trace materials respectively. 
In the event that such systems are used, or even if 
they’re not, signs indicating the fact can often be 
enough to turn a thief away from your job site.

builders actually paints all their copper 
piping black to discourage thieves from 
stealing the material from their job 
sites. Painted black copper pipe can 
appear to be black iron steel pipe from 
a distance. The coat of paint devalues 
the copper to recyclers by up to 70 
percent. Most thieves will not take 
time to de-contaminate the pipe and 
understand that contaminated pipe 
reduces their “pay day” significantly.

Security Best Practices
One or more of the following practices 
will help to reduce the risk of copper 
theft:

•	 Environmental controls such as 
reducing blind spots created by 
foliage, material storage and other 
barriers will increase visibility from 
public ways, streets and highways. 
The facility or job site should have 
adequate lighting and perimeter 
fencing whenever possible.

•	 Vacant buildings are an attractive 
target for thieves. If your facility 
or building will be unoccupied for 
a period of time, do whatever is 
practical to make it appear occupied 
such as installing timers on lights and 
keeping the area nicely maintained 
and groomed. Consider allowing 
neighboring businesses to use your 
parking areas or implementing any 
other plan that may make your 
building appear to be occupied.

•	 Employing a guard service to patrol 
the area or remain on site during 
unoccupied hours will reduce the 
possibility of theft. Patrols should be 
inconsistent throughout these times 
and thorough.

Looking for Savings?
PARS has 3 ways to help:

1. Early Retirement Incentives - facilitate downsizing/increase morale

2. 115 OPEB Trust - reduce liabilities by pre-funding for GASB 45

3. FICA Alternative - savings of 79% for part-time employee plan

Call Mitch Barker with PARS today!

800.540.6369 x 116
mbarker@pars.org
www.pars.org
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•	 Lastly, always test your system. 
By doing so you will identify gaps 
in the security system that may 
otherwise have gone unrecognized. 
There is no “cookie cutter” 
solution that will work for all 
entities. However, understanding 
the risk factors and employing the 
proper combination of security 
systems and preventative measures 
will greatly reduce your chance of 
theft and loss.

For further information please call 
Dennis at 800.537.7790 or email at 
dtimoney@sdrma.org.


