
Mandatory Paid Sick Leave for All California 
Employees Begins July 1, 2015 
Beginning July 1, 2015 the California Healthy Workplaces, Healthy Families Act of 2014 will 
require all California employers to provide their California employees with at least 3 days (24 
hours) of paid sick leave per year.  

The new law applies to both exempt and non-exempt employees who work in California 30 days 
or more in a year. This includes temporary, part-time, and seasonal employees, and out-of-state 
employees with few exceptions. All employers must provide this leave benefit, regardless of 
business size or income. 

An employee may take sick leave for the diagnosis, preventive care, or treatment of a new or 
existing health condition for themselves or their family members.  Family members include 
children, grandchildren, parents, grandparents, spouses or domestic partners. An employee 
may also take sick leave for domestic violence, sexual assault, and stalking. 
 
Employers have three options to satisfy requirements for providing leave.  
 
The first option is the accrual method. Under the accrual method, an eligible employee earns 
one hour of sick pay for every thirty hours worked. Eligible employees will begin to accrue on 
July 1, 2015. If hired after July 1, an eligible employee will begin to accrue on the employee's 
first day of work. Both regular and overtime hours must be tallied when determining accrued 
sick time and exempt employees are deemed to work a 40 hour week for purposes of accrual 
calculation. Using the accrual method, any unused time must carry over to the following year of 
employment. However, an employer can cap the employee’s total accrued amount at 48 hours 
(six days) as long as the employer has a written policy stating so in place no later than July 1, 
2015, and gives the policy to each employee at the start of employment. 
 
The second option allows the employer to avoid the accrual and carry-over provisions by having 
a policy that allots three sick days (24 hours) to employees in a “lump-sum” provided at the 
beginning of the employer’s year.  With this method, no accrual and carry-over is required. 
Therefore, if the employee does not use all of the three sick days provided in a given year, they 
expire and the employee is given three new sick days when the next year begins. 
 
The third option is to utilize an existing paid sick leave, paid-time-off (PTO), or other paid leave 
policy, but ensure that at a minimum the policy provides the same benefits provided to 
employees under the new law.  These include at least 3-days (24 hours) that may be used for 
the same purposes and under the same conditions as specified in the law and satisfy the 
applicable accrual, carry over and use requirements as described above.  
 
The new law does not prohibit employers from retaining or offering more generous leave 
policies. If an employer chooses to use either an accrual or lump-sum method, he or she does 
not have to pay out accrued sick leave when an employee leaves employment. However, if an 



employer incorporates the paid sick days into a PTO policy (per option three), it will be 
necessary to pay out unused days when the employee ceases employment. 
 
Here are a few more facts about the new sick leave law: 
 

• Employees are entitled to use accrued paid sick days beginning on the 90th day of 
employment. However, at its discretion, an employer may lend paid sick days to an 
employee in advance of accrual.  

• Employers may also set a minimum increment not to exceed two hours for use of paid 
sick leave.  

• The employee must provide reasonable advance notification, orally or in writing, of the 
need to use sick leave, if foreseeable. If the need to use sick leave is not foreseeable, 
the employee must provide notice as soon as possible.  

• The employer cannot condition the use of sick leave on the employee finding someone 
to cover his/her work. 

• Sick leave must be paid out at the employee's hourly wage. If the employee is paid by 
commission or piece rate, or otherwise has a variable hourly wage, or is a non-exempt, 
salaried employee, then the rate of pay is calculated by dividing the employee's total 
wages (not including overtime premium pay) by the employee's total hours worked in the 
full pay periods in the prior 90 days of employment. The law does not provide guidance 
on calculating rate-of-pay for exempt employees. Payment for sick leave must be made 
no later than the payday for the next regular payroll period after the sick leave was 
taken. 

Required Documentation and Employee Notification 

Employers must also keep records documenting the number of hours that the employee 
worked, the amount of paid sick time accrued, and the amount of paid sick time used 
by an employee. These records must be provided to the employee upon request. 

Employers must provide employees with a written notice that sets forth the amount of paid sick 
leave available (or PTO provided in lieu of sick leave) on either the employee's itemized wage 
statement, or in a separate written document provided on payday. Employers must also 
conspicuously display a posting that notifies employees of their rights under the new law, and 
provide new employees with written notice of the substantive provisions of the new law at the 
time of hiring.  

The posting requirement is incorporated into the CVMA Employee Poster Set which can be 
purchased in the Products section on cvma.net 
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