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Paid Sick Leave Now Mandatory in California For All Employers  
 

he State of California became the second state 

in the country to require employers to offer 

paid sick leave to employees. This Bulletin is a 

summary of the major provisions; you may view 

the full text of the bill by clicking here.  

 

AB 1522 (named the “Healthy Workplaces, 

Healthy Families Act of 2014”) requires 

California employers to provide paid sick days to 

any employee who works for at least 30 days 

from the commencement of employment within a 

year, to be accrued at a rate of at least one hour 

for every 30 hours worked. Sick leave taken must 

be paid at the employee’s normal rate earned 

during regular work hours, which may be an 

averaged figure if the employee had different 

rates of pay during the prior 90 days. For 

purposes of the calculation, exempt workers are 

deemed to work 40 hours per workweek or, if the 

workweek is less than 40 hours, then the actual 

hours worked in the normal workweek. Rate of 

pay includes, where applicable, commission or 

piece rate, but not overtime premium pay. An 

employee may use accrued sick days beginning 

on the 90th day of employment.  

 

A covered employer is broadly defined to include 

“any person employing another under any 

appointment or contract of hire,” without regard 

to size. The bill does not explicitly distinguish 

between part time and full time employees. It 

does not apply to employees covered by a 

collective bargaining agreement that provides, 

among other things, for paid sick leave. Other 

categories of employees unrelated to banking are 

excluded. Accrued sick time may be used when 

the employee is sick, in order to care for a family 

member, broadly defined, and also in connection 

with an employee who is a victim of domestic 

violence, sexual assault, or stalking. 

  

Accrued sick days must be carried over to the 

following year, but an employer is allowed to cap 

an employee’s use of sick leave to 24 hours or 3 

days in each year of employment, and limit the 

maximum accrual to 48 hours or 6 days. The 

requirements of the new law may be satisfied by 

applying the employer’s existing policies if they 

meet minimum requirements. Compensation is 

not required to be paid for accrued and unused 

sick days upon termination of employment. If an 

employee separates from employment and is 

rehired within one year, then previously accrued 

paid sick days must be reinstated. 

 

Other rules apply. An employer is allowed to lend 

paid sick days in advance of accrual. An 

employee may decide the increments of time for 

taking paid sick leave, and the employer may set 

a reasonable minimum increment but not more 

than two hours. Payment for sick leave taken 

must be made no later than the payday for the 

next regular payroll period after leave was taken. 

And an employer may not condition the use of 

sick leave on the employee searching or finding a 

replacement worker. 

 

The bill also includes an anti-retaliation 

provision, a posting requirement, and 

recordkeeping requirements. In addition, an 

employer must include in its initial employment 

notice at hiring (as required under Labor Code 

Section 2810.5, as applicable), a notice about the 

employee’s rights under this bill. Various 
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enforcement provisions are adopted, including 

administrative penalties, civil actions, and 

reimbursement of back pay. 

 

Paid sick days must begin to accrue beginning at 

the commencement of employment or July 1, 

2015, whichever is later.  

 

    Leland Chan  

 

The information contained in this CBA Regulatory 

Compliance Bulletin is not intended to constitute, and should 

not be received as, legal advice.  Please consult with your 

counsel for more detailed information applicable to your 

institution. 
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