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Tagueria, Inc. consent to entry of this Order and Permanent
Iniunction, without further contest.

FINDINGS OF FACT AND CONCLUSIONS OF LAW

The parties hereby stipulate and this Court hereby

finds that:

fed

. Defendants Las Cazuelas Mexican Grill, Inc., Jcse
Aguilar, Martin Romo and Jose A. Gutierrez, Jr. own and

cperate a Mexican restaurant located at
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Nashville, Tennessee 37211.

2. Defendants ILos Compradres Mexican Restaurant,
Jamie Gutierrez and Jose A. Gutierrez, Jr. own and operate a
Mexican restaurant located at 510 West Main Street, Lebkanon,
Tennessee 37087.

3. Defendants La Terraza Taquerla, Inc., Martin

Hlector Salazar, Jose A. Gutierrez, Jr. and Martin Romo own and

located at 5751 Nolensvill

29

operate a Mexican restaurant cad,

Nashville, Tennessee 37211.

4. Mexican Restaurant of

Defendants La Terraza

Nashboro, Inc., Jamie Gutierrez, Jose A. Gutierrez, Jr. and

]

Martin Hector Salazar own and operate Mexican restaurant

[

{

2256 Murfreesborc Fike, Nashville,

&2}
]
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four Mexlican restaurants are located within

the Fjurisdiction of this court and are subject to the statutcry
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o
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requirements of the Fair Labor Standards Act of 1938, as arended

il

(2% U.5.C. § 201 et seg.] (hereinafter referred to as the FLSE
or the Act) and the related regulations.
G. Since February 2005, the defendants have engaged

-
—
—

relatea activities performed either through unified operation
or common control for a common business purpose at the four
Mexican restaurants and therefore constitute & “business

enterprise” within the meaning of Section 3(r) of the TFLSA

[29 U.

08}

L.C. 203(m) 1. The employees of the business enterpri

@]
D

nave engaged 1in commerce or in the production of gocds for

commerce. he business enterprise has had an annual grcss
volume of cover $300,000. Therefore, the businsss enterprisc

constitutes an enterprise engaged in commerce within the meaning

of Section 3(s) (1) of the FL3A [29 U.S5.C. 203¢{(s){1}]. The
enterprise and its employees were subject to Sections 6 and 7 of
the FLSA.

7. Since February 2005, each of the defendants have

suffered or permitted to work employees at the four Mexican
restaurants located and doing business in Lebancn and Nashville,

Tennessee and therefore have been “employers” within the meaning
I Y $

Y

o Sections 3(d) and 3(g) of the FLSA [2% U.S.C. 203(d) ard

~
2
N
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g.
engaged in

within the

meaning of Sections

The employees of the defendants have
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the production o0f goods for ccecmmerce
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the FLSA 129 U.5.C. 203(b) and 203(1)]

G. Since February 200%, the servers, cocoks, xitchen
staff, cashiers and other non-supervisory emplovees employed by
the defendants at the four Mexican restaurants have been non-

exempt employees under the 29 C.F.R.

1i0.

minimum wages

~

with ssction ©
heurs
with section 7

11.

employment practices

were not

(29 U.S.

ol
<

[

[ON

the period from February
in compliance with the minimum wage,

recordkeeping provisions of

The

Case 3:09-cv-00646

Part 541 regulations of the

The defendants are required to pay the emplovees

for all hours worked per workweek in accordance
of the FLSA {29 U.S.C. § 206] and overtime wages
worked over 40 hours per workweek in accordance
of the FLSk [28 U.S.C. § 2071;

The plaintiff conducted an investigation c¢f the

of the defendants under the T['LSA

covering

2005 to The defendants

February 2007.

overtime

wage, and

6, the FLZIA

11 of

Sectiocons 7, and

207,

211, 215(a) (2), 215{(a) (o) ].

and

minimum

defendants failled to pay proper

1
@

to employees and failed to accurat

4
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fully record all employment records for employees including all
hours worked by employvees and all wages paid te employees.

13. The defendants submitted separate cempliznce
agreements for each restaurant on July 16, 2007 to the Wage and
Hour Diwvision. Each agreement included the payment of backwages
o certaln non-exempt employees and the return of wage payment
receipts to the Wage and Hour Division after the backwages were
distributed.

14. The defendants failed to comply with the
compliance agreements and failed to pay the backwages as agreed.
INJUNCTION

It is, therefore, CRDERED, ADJUDGED, and DECREED zhnat

each defendant, 1ts agents, servants, employees and all persons

in active concert or participation with it who receive actual

3

rotice hereof are permanently enjoined from wviclating the

provisions of the FLSA, in any of the following manners:

Zach defendant shall not, contrary to Section ¢

and 15(a) (2) of the FLSA, [29 U.S.C. 206 and 215(a)(2)], employ

ary employees who are regularly engaged in commerce or 1in the

production of goods for commerce or in an enterprise engaged in

commerce or in the production of goods for commerce, unless such

5
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employecs are cempensated for such  hours worked  at the

policanle minpimum hourly rate.,

&

2. Fach defendant shall nou

any employee 1n commerce or 1in the
commerce, o©Or 1n an enterprise engaged in commerce cr 0 The
production of goods for commerce, within the meaning of the Act,
for mere than 40 hours in a work week unless such employee Lis

compensated for such hours at an overtime rate of al least one

tt

and one nhal

O
@
-
0N

times the regular rate at which such empicye

emploved or at such other rate as is allowed by regulation.
3. fach defendant shall not, contrary Lo secticns
11(¢y and 150a) {9) of the Act {29 U.s5.C $§ 2214{cC, 1

215 (ay (51, fail te make, keep and preserve adeguate znd
accurate employment records as vrescribed Iy Regulation
29 C.F.R. § 516, including the recording of all hours worked by
any hourly employee from the start of each employese’s If.rst
principal activity of the workdavy, including time spent
attending meetings and prior to and at the Dbeglinning of &

r

scheduled shift while “engaged to walt; and/or all deductions

)]

that are taken from the wages and tips of any employee; and all

!
G
¢
w
G
o]
&
-
O

employees.

- €
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It

to act 1in accordance
Injunction,

1. Each
manragement who work

corcerning
receive
(3} deductions

recordkeeping

discussicn and

and 27 (attached
Artachment “B"7),
Division, U. 3.

2. fach
electronic

utllize

restaurant owned Dby

accurately and fully

is FURTHER ORDERED

the appli
(2)
from
requirements.

review

with the

each defendant shall

defendant shall

~hat in corder

t=h

cr

at a restaurant operated dy

cation of the FLSA to .y
what constitutes

employeces’ wages; and

of Fact

hereto

which have been

defendant
timekeepling
and

each

record all t

This

and

training
Sheet Numbers 2

incorporated

issued by the

Department of Labor.

eguipment in

every defendant

1CUrs

compliance with the FLSA.
Tt i1s FURTHER ORDERED, ADJUDGED, and
Leferdants Las Cazuelas Mexican GCGrill, Inc.,

Mexican Restaurant,

Mexican Restaurant

Case 3:09-cv-00646

La

of Nashbozrc

Terraza

|

s
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Tagueria, Inc.,

Lnc.,

are

Filed 09/14/2009

compensaplea

each

werked by all emplovees

FLSA compliance provisions of Lhis

Cime;

{4y emplover
shall inclade
, 15, 16, 27,

rerein oy

and Hou

wage

malintain,

and every
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hereby restrained from withholding payment of back
total amount of §185,000 due employees for the periods of

employment and in the amounts indicated with respect fo each, as

set forth in Schedule “A” attached hereto in order to rexedy the
FLSA violations disclosed during the Wace and Hour investicatio:

covering the period from February 2005 tc February ZC07.

It is FURTHER ORDERLD that:

1. Defendant Jose Aguilar is individually lieble for
and hereby ordered to pay the gross amcunt of §37,000 of che
$185,000 in backwages that are due;

2. Defendant Jamie Gutierrez is individually fiacle

for hereby ordered to pay the gross amount of $37,C0C of =he

a

t

$1585,000 in backwages that are due;

3. Defendant Martin Romo is individually liable for
and hereby ordered to pay the gross amount of $37,000 of the
$185,000 in backwages that are due;

4. Defendant Martin Hector BSalazar 1s individually

liable for and hereby orderaed to pay the gross amount of $37,0C00

-t

backwages that are due; and

N

Defendant Jose Gutierrez 1s individually liable

b

for and hereby ordered to pay the gross amount of $37,000 of the

in backwages that are due.

$185, 000

g
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It is FURTHER ORDERED that in order fcor the defendants
to comply with the packwage provisicns of this Injuncticon, t©ne

defendants shall deliver to the plaintiff separates cashier’s

i
O
=

certified check, or money order payable to “Wage and Hour

Division—--Labor,” in four installments, as follows:

AMOUNTS PAYMENT ON OR BEFORE
$50, C0C Cctober 1, 2009
545,000 October 15, 2009
$45,000 April 15, 2010
$45,000 October 1%, 2010

It 1s FURTHER ORDERED that plaintiff, thereupon, shali
distribute the proceeds of such checks, less deductions for

1x_]

-

T
1
gl

federazl income taxes and employee contributions to CRh,
required by law, to the named employecs, or to thelr personal
representatives, and any amounts not so distributed by plaintiff
withiu the period of three (3) years after the date of this

Order, because of such persons’ refusals such sums,

ct
@]
W
(@]
)
@
e
prt
[

shall be deposited into the Treasury of the United States as
miscellaneous recelpts. Defendants shall remain responsible Ifcr
the employer's share of F.I.C.A. arising from or related tec the

backwages paid hereunder.

g
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T

It is FURTHEE RDERED <that th

provide plaintiff with a schedule showing their emplover 1.0
numbers, the last-known address, the social security number, and
the «calculation for deducticons of federal i1ncome taxes and
employes contributions to FICA from the gross batkwages as oo
zach emplovee listed on Schedule “A.”

Tt is FURTHER ORDERED that the defendants shall not
directly or indirectly solicit or accept the return or refusal
of any sum pald under this Agreed Order. Nor shall the
defendants retaliate against any employee for any action Taken
by any employee in connection with the investigatior or
resolution of the c¢laims asserted in this action, ocr Ior
asserting any rights under this Consent Order. The defendants
will not raise an employee’s immigration status as a defense o

o

tne payment of backwages in any sult al

c leging such retaliation
It is FURTHER QRDERED that the privete rignts, uncer
the Act of any employee of the defendants not named or ZIcr
periods  of not stated in  the Schedule “A,” shall nol be
terminated or otherwise adversely affected by this proceeding.
It is FURTHER ORDERED that each party shall bear 1its
own costs, fees {(including attorney fees) and sxpenses as were
ircurred by it in connection with any stage of Lhis case

ie
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inciuding,

avalilable under the Egual Access to Jhst;ce Act,

but not limited to,

-

b
Ordered and agreed this |

attorney

fees which may be

as amended.

-~

day of g*“ Le, 2009 .

U. S. DISTRICT JUDGE

The parties consent to entry of the foregoing Agreed

Judgment and Ordex of Permanent Injunction:

By:

By:

By:

By:

Defendant/Individually and
As Representative of Defendant

Lag Cazuelas Mexican GCr 11 inc.
% [ g !
[ L
Juse Lk e
JOSE A. GUTIERREZ (SN

ey
i

Defendant/Individually and \
as Representative of Defendant
Los %fmpradres Mexican Restaurant

f/&%ﬁéék’ X éé;égfkﬁﬁ
JEMIE GUTIERREZ
Defendant/Individug Iy and
as Representative of Defendant
La Terraza Mexican Restaurant
of Nashboro, Inc.

MAGTIN ROMO
Defendant/Individually and

as Representative of Defendant
La Terraza Tagueria, Inc.

&

b ~' v [Pop
% %m%‘ Q‘XO{ J@W\qv//
MARTIN HECTOR gA ZAﬁ>
Deféndant/lnd1V1@ ally and
as Representative of Defendant
La Terraza Taqueria, Inc.

Case 3.09-cv-00646 Document 6-1

Filed 09/14/2009

CRROL A. DE DEO
Deputy Sclicitor for
National Operations

STANLEY E. KEEN
Regional Scolicitor

THERESA BALL
Associate Regional Solicitor

Fes

P
P! -

{ﬁ“‘é/ ;;é”@/7>/f/

BRIAN W. DOUG}{ERTY ¥
Attorney L
U. 8. Department of Labor
Attorneys for the Plaintiff
QCffice of the Solicitor

6§18 Church Street, Suite 230
Nashville, TN 37215-245¢
(615) 781-5330, Ext. 237

Fax No. {(615) 781-5321
dougherty.brianedol.gov
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SCHEDULE “A”
Period Worked: February 1, 2005 to February 1, 2007
Epgloxee Backwages

Aguilar, Sergio | $1,690.97 |
Alavarez, Raul . $3,979.04%
Av1na Correa,Daisey E $6,043.57
Barajas,Maria C Ni $11,094.30
\Carrlllo Garc1d,Nicole $3,371.19
Cruz Panfilo $1,225.29‘
derLa Rosa, Maria $11,094.30
Flores ,Cristino $7 596.431

STl 032.79

rloreu,Glorla

 Juarez.Elsa

foe o3

| $10,268.08

Juarez,Luis QS 493.50%
Martinez, Arturo $3,658.80
McDavitt,Marisela $$2,591.53
Mendez,Alejandrd '$2,002.84'
_ﬁontiel,Vanessa $8,286.94
"Perez,Luis $147.35 |
"Rojas, Eva 510,420,459 |
EE&plUOod Norma ) 52, 075.03?
 Garcia,Javier $3,;‘L;/3:
gGalc a,Saivador $2,636 6.88 |
{Garc1a Mendez Hilda $8;§O6.03
' Lemos, Erik $2,628.01
 Manriguez, Veronica $2,494.43 |
éMartinez Rogue, Marina b $11,251.67
Max1mo Juan - j $2,378.37§
"Medina, Nancy ""s7,968.15
'Morales,Agustin . 51,063.51
Olivares, Raul 'm $300.43q
Rodriguez, Rosa $2,787.47
Romo, Rosalva S6,267.12
Sandoval,Martin $310.19:
Celedonia,Jose L $2,866.392
Degado, Carina $242.03 |
Gama,Marisela $1,422.73—
Garcia,Jurmina $53C¢.00 ¢
l Garcia,Marilu I $3,036.31 1
‘Gomez Geraldo $2,665.21 ¢
‘Lara,Luis $767.03
Ocampo Marlve a $552.57‘
Ortiz,Luis $7,726.67
‘Ortiz, Vlrglnla $1,169.9l“
.Razo,Racquel $232.90
' Rocha, Torio ) $5380.48 .
. Zaragoza, Armando $4,354.7%

Case 3:09-cv-00646  Document 6-1

Total $180,000. 00 |

Filed 09/14/2009

Page 12 of 28




LS. Department of Labor
Employment Standards Administration
Wage and Hour Division

(Revised Fay 2ot

Fact Sheet #2: Restaurants and Fast Food Establishments Under the Fair
Labor Standards Act (FLSA)

This fact sheet provides general information concerning the application of the FLSA to employees of
restaurants and fast food establishments.

Characteristics

The restaurant/fast food industry includes establishments which are primarily engaged in selling and serving to
purchasers prepared food and beverages for consumption on or off the premises.

Coverage

Restaurants/fast food businesses with annual gross sales from one or more establishments that total at least
$500.000 are subject to the FLSA. Also, any person who works on or otherwise handles goods that are moving
‘0 interstate commerce is individually subject to the minimum wage and overtime protection of the FLSA. For
example, a waitress or cashier who handles a credit card transaction would likely be subject to the Act.

Requirements

Minimum Wage: Covered non-exempt workers are entitled to a federal minimum wage of not less

than $7.25 per hour effective July 24, 2009. Wages are duc on the regular payday for the pay period

covered. Deductions made from wages for items such as cash shortages, required uniforms, or

customer walk-outs are illegal if the deduction reduces the employee's wages below the minimum

wage or cuts into overtime pay. Deductions made for items other than board, lodging, or other recognized
facilitics normally cannot be made in an overtime workweek. Tips may be considered as part of wages, but the
employer must pay not less than $2.13 an hour in direct wages and make sure that the amount of tips received is
enough to meet the remainder of the minimum_wage:

Food Credit: The employer may take credit for food which is provided at cost. This typically is an hourly
deduction from an employee's pay. However, the employer cannot take credit for discounts given employees on
food (menu) prices.

Tips: Tipped employees are those who customarily and regularly receive more than $30 a month in tips.
Employees must be informed in advance if the employer elects to use the tip credit, the amount of tip credit to
be claimed, and the employer must be able to show that employees receive at least the applicable minimum
wage when wages and tips are combined. Also, employces must retain all of their tips, except to the extent that
they participate in a valid tip pooling or sharing arrangement.

Overtime: Overtime must be paid at a rate of at least onc and one-half times the employee's regular rate of pay
for each hour worked in excess of 40 hours per week. Tipped employees who receive $2.13 per hour in direct
wages are also subject to overtime at one and one-half times the applicable minimum wage, not one and one-
half times $2.13.
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Vouth Minimum Wage: The 1996 Amendments to the FLSA allow employers to pay a youth minimum wage of
ot less than $4.25 an hour to employees who are under 20 years of age during the first 90 consecutive calendar
days after initial employment by their employer. The law contains certain protections for employees that
prohibit employers trom dispiacing any employee in order to hire someone at the youth minimum wage.

Youth Emplovment

Youths 14 and 135 years old may work outside school hours in various non-hazardous jobs only under the
following conditions: no imore than 3 hours on a school day, 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.. nor end after 7 p.m., except
from June 1 through Labor Day, when evening hours are extended to 9 p.m. Permitted oceupations for 14 and
15 vear old employees include those such as cashier, office/clerical work, bagging orders, cleanup work, hand-
cleaning vegetables, etc. Cooking and baking cannot generally be performed by minors under age 16.

Youths 16 and 17 years old may perform any non-hazardous job, for unlimited hours. Examples of equipment
deciared hazardous in restaurants include power-driven meat processing machines (saws, patty forming
machines, grinding, chopping or slicing machines), commercial mixers, and certain power-driven bakery
machines. Employees under 18 are not permitted to operate, feed, set-up, adjust, repair or clean such machines.
Generally, no employee under 18 years of age may drive or serve as an outside-helper on a motor vehicle on a
public road; but 17-year-olds who meet certain specific requirements may drive automobiles and trucks that do
not exceed 6,000 pounds gross vehicle weight for limited amounts of time as part of their job. Such minors are,
however, prohibited from making time sensitive deliveries (such as pizza deliveries or other trips where time is
of essence) and from driving at night.

Typical Problems
If uniforms are required by the employer the cost of the uniform is considered to be a business expensc of the

employer. 1f the employer requires the employec to bear the cost, such cost may not reduce the employee's
wages below the minimum wage or cut into overtime compensation.

Exemptions from Qvertime: Section 13(a)(1) of the FLSA provides an exemption from FLSA monetary
requirements for an employee employed in a bona fide executive, administrative or professional capacity or as
an outside salesperson. An employee will qualify for exemption if all pertinent tests relating to duties,
responsibilitics and salary, as set forth in Regulations, 29 CFR Part 541, are met. The salary and duties tests for
the exemptions are fully described in Regulations Part 541.

Where to Obtain Additional Information

For additional information, visit our Wage and Hour Division Website: http://www.avagehour.dol.gov
and/or call our toll-free information and helpline, available 8 a.m. to 5 p.m. in your time zone, 1-866-
JUSWAGE (1-866-487-9243).

This publication is for general information and is not to be considered in the same light as official statements of
position contained in the regulations.

U.5. Department of Labor 1-866-4-USWAGE
Frances Perking Building TTY: 1-866-487-9243
200 Constitution Avenue, NW Contact Us

Washington, DC 20210
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Wage and Hour Division (WHD)

pi ieve complia |
protect and enhance the welfare of the nation’s workforce.

0.5, Wags wnd Hour Divisson

Hoja de Datos #2: Restaurantes y Establecimientos de Comida R-pida Bajo La
Ley de Normas Razonables de Trabajo (FLSA — abreviatura en ingl-s)

Esta hoja de datos provee informacién general concerniente a la aplicacion de la
Ley de FLSA a empleados de restaurantes y de establecimientos de comida
rapida.

Caracteristicas

La industria de restaurantes/comida rapida incluye establecimientos que
primariamente se encuentran vendiendo y sirviendo a compradores comida
preparada y bebidas para el consumo en el establecimiento o fuera de él.

Alcance

Restaurantes/negocios de comida rapida con ventas anuales en bruto, de uno o
mas establecimientos, que suman por lo menos a $500,000 estan sujetos a la
Ley de FLSA. Ademas, cualquier persona que trabaje con, o que de alguna
manera maneje, bienes que se muevan en el comercio interestatal esta sujeta
individualmente a la proteccion del salario minimo y sobretiempo de la Ley. Por
ejemplo, un camarero o cajero el cual esté en contacto con transacciones de
tarjetas de crédito estaria sujeto, con toda probabilidad, a la Ley.

Requisitos

Salario Minimo: Todo empleado, no exento, bajo el alcance de la Ley, tiene
derecho a un salario minimo de — $5.85 por hora, en vigor a partir del 24 de julio
de 2007; $6.55 por hora, en vigor a partir del 24 de julio de 2008; y $7.25 por
hora, en vigor a partir del 24 de julio de 2009. Los sueldos han de pagarse en el
dia de pago regular para el periodo de pago cubierto. Toda deduccion hecha a
los sueldos por articulos asi como falta de dinero, uniformes requeridos, o salida
sin pagar del cliente son ilegales si la deduccién reduce el salario del empleado
por debajo del salario minimo o reduce el pago de sobretiempo. Deducciones
hechas por articulos fuera del cuarto y fa comida, o cualquier otra comodidad
reconocida no se pueden llevar a cabo normalmente en una semana de
sobretiempo. Las propinas se pueden considerar parte de los sueldos, empero,
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el empleador tiene que pagar un minimo de $2.13 por hora en szlarios directos y
asegurarse de gue la cantidad de propinas recibida es suficiente para gue sume
al resto del salario minimo.

Crédito por Comida: Ef empleador puede tomar un crédito por el costo de la
comida proporcionada. Este es tipicamente una deduccion por hora del pago del
empleado. Sin embargo, el empleador no puede acreditarse por descuentos
dados a empleados en los precios de fa comida (menu).

Propinas: El empleado que recibe propinas es aquel que habitual y regularmente
recibe mas de $30 al mes en propinas. Al empleado se le ha de informar, por
adelantado, si el empleador elige tomar el crédito por propina, la cantidad del
crédito por propina que se va a declarar y el empleador ha de probar que el
empleado recibe, por lo menos, el salario minimo aplicabie cuando se combinen
los salarios con las propinas. Ademas, los empleados deberan quedarse con
todas las propinas recibidas, a menos que participen en una valida distribucion o
acuerdo de agrupamientos de propinas entre todos los empleados.

Sobretiempo: Se ha de pagar sobretiempo segln una tasa que sea por o menos
tiempo y medio de la tasa regular de pago por cada hora trabajada en exceso de
40 horas por semana. El empleado que reciba propinas y $2.13 por hora en
salarios directos en efectivo, esta también sujeto al sobretiempo de tiempo y
medio del salaric minimo aplicable, no tiempo y medio de $2.13.

Salario Minimo de Jovenes: Las enmiendas a la Ley de FLSA le permiten a los
empleadores pagar un salario minimo de jovenes de un minimo de $4.25 por
hora a empleados que tengan menos de 20 afios de edad durante sus primeros
90 dias sucesivos civiles después del empleo inicial por su empleador. La ley
contiene ciertas protecciones para empleados que prohiben el desplazamiento
de un empleado para poder contratar a alguien a base del salario minimo para
jovenes.

Empleo de Menores

Jovenes de 14 y 15 afios de edad pueden trabajar fuera de horas escolares en
varios trabajos no arriesgados sdélo bajo las siguientes condiciones: a no exceder
3 horas en un dia escolar, 18 horas en una semana escolar, 8 horas en un dia
no escolar, o 40 horas en una semana no escolar. Ademas, el trabajo no puede
comenzar antes de las 7 de la mafana, o terminar después de las 7 de |a tarde,
salvo desde el primero de junic hasta el Dia del Trabajo, cuando las horas de la
tarde se extienden hasta las 9 de la noche. Las ocupaciones permitidas para
empleados de 14 y 15 aflos de edad incluyen aqueéllas como las de cajera,
trabajo de oficina/secretaria, empaque de mercancia, trabajo de limpieza, lavado
de verduras a mano, etc. Menores de 16 afios de edad generalmente no pueden
desempefiar trabajos cocinando o horneando.
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Jovenes de 16 y 17 anos de edad pueden desempefiar cualquier trabajo ro
arriesgado, sin limites sobre las horas. Ejemplos de equipo/maquinaria
declarado/a arriesgado/a en restaurantes incluye maquinaria motorizada de
preparar carnes (serruchos/sierras, maquinaria de hacer pastelilios de carne,
moledoras, cortadora o cortafiambres), batidoras comerciales y cierta maquinaria
motorizada de panaderias. No se les permite a los empleados menores de 18
que operen, introduzcan material, armen, ajusten, reparen © limpien dicha
magquinaria. Por lo general, no se le permite a ningin empleado menor de 18
afios que conduzca o sirva de ayudante afuera en un vehiculo motorizado o en
una via publica; sin embargo, jovenes de 17 afios de edad que cumplan con
ciertos requisitos especificos pueden conducir automoviles y camiones que no
excedan 5,000 libras de peso bruto de vehiculo por cantidades limitadas de
tiempo como parte de sus trabajos. No obstante, a dichos menores se les
prohibe hacer repartos/entregas a domicilio con exigencies de tiempo (tal como
repartos de pizza o cualquier otro viaje donde el tiempo sea esencial) y que
conduzcan de noche. (Vease Hoja de Datos No. 34
http://www.dol.gov/esalregs/compliance/whd/whdfs34.htm.)

Problemas Tipicos

Si el empleador exige uniformes, el costo de éstos se considera un gasto del
negocio del empleador. Si el empleador exige que el empleado incurra el costo,
tal costo no puede reducir los salarios del empleado por debajo del salario
minimo o reducir la compensacion de sobretiempo. '

Exenciones del Sobrepago: La Seccidén 13(a)(1) de la Ley de FLSA provee una
exencion de los requisitos monetarios de esta Ley para un empleado que
desempefie auténticamente un trabajo en una capacidad ejecutiva,
administrativa o profesional o como viajante de ventas. El empleado calificara
para la exencion siempre y cuando cumpla con todas las pruebas pertinentes
relacionadas a las obligaciones, responsabilidades y sueldo, fijadas en los
Reglamentos, 29 CFR Parte 541. La prueba de sueldo y de obligaciones para
las exenciones aparecen en su entero en Reglamentos Parte 541.

Dénde se Puede Conseguir Informacion Adicional

Esta informacion se provee como informacion general y no se debe pensar gue
contiene el mismo peso que tendria una declaracion oficial de postura contenida
en los reglamentos. Ejemplares de publicaciones de la Seccion de Horas y
Sueldos se pueden obtener poniéndose en contacto con la sucursal mas
cercana a Ud. de la Seccion que aparece en la mayoria de las guias telefonicas
bajo U.S. Government, Department of Labor (Gobierno de EEUU, Departamento
de Trabajo).
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U.S. Department of Labor
Employment Standards Administration
Wage and Hour Division © od Honr D

(Revised July 200w

Fact Sheet #15: Tipped Employees Under the Fair Labor Standards Act
(FLSA)

‘T'his fact sheet provides general information concerning the application of the FLSA 10 employees who recelve
tps.

Characteristics

Tipped employees are those who customarily and regularly receive more than $30 a month in tips. Tips actually
received by tipped employees may be counted as wages for purposes of the FLSA, but the employer must pay
not less than $2.13 an hour in direct wages.

Requirements

If an employer elects to use the tip credit provision the employer must:

1) Inform each tipped employee about the tip credit allowance (including amount to be credited) before the
credit is utilized.
allowance are combined. T

3) Allow the tipped cmployee to retain all tips, whether or not the employer elects to take a tip credit for tips
received, except to the extent the employee participates in a valid tip pooling arrangement.

If an employee's tips combined with the employer's direct wages of at least $2.13 an hour do not equal the
minimum hourly wage of $7.25 per hour effective July 24, 2009; the employer must make up the difference.

Youth Minimum Wage: The 1996 Amendments to the FLSA allow employers to pay a youth minimum wage of
ot less that $4.25 an hour to employees who are under 20 years of age during the first 90 consecutive calendar
days after initial employment by their employer. The law contains certain protections for employees that
prohibit employers from displacing any employee in order to hire someone at the youth minimum wage.

Dual Jobs: When an employee is employed concurrently in both a tipped and a non-tipped occupation, the tip
credit is available only for the hours spent in the tipped occupation. The Act permits an employer to take the up
credit for time spent in duties related to the tipped occupation, even though such duties are not by themselves
directed toward producing tips, provided such duties are incidental to the regular duties and are generally
assigned to such occupations. Where tipped employees are routinely assigned to maintenance, or where tipped
employees spend a substantial amount of time (in excess of 20 percent) performing general preparation work or
maintenance, no tip credit may be taken for the time spent in such duties.

Retention of Tips: The law forbids any arrangement between the employer and the tipped employee whereby
any part of the tip received becomes the property of the employer. A tip is the sole property of the tipped
employee. Where an employer does not strictly observe the tip credit provisions of the Act, no tip credit may be
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cluimed and the employees are entitled to receive the full cash minimum wage, in addition W retaining tips they
may'should have received.

Service Charges: A compulsory charge for service, for example, 15 percent of the bill, is not a tip. Such charges
are part of the employer's gross receipts. Where service charges are imposed and the employee receives no tips,
the employer must pay the entire minimum wage and overtime required by the Act.

Tip Pooling: The requirement that an employee must retain all tips does not preclude a valid tip pooling or
sharing arrangement among employees who customarily and regularly receive tips, such as waiters, waitresses.
bellhops, counter personnel (who serve customers), busboys/girls and service bartenders. Tipped employees
may not be required to share their tips with employees who have not customarily and regularly participated in
tip pooling arrangements, such as dishwashers, cooks, chefs, and janitors. Only those tips that are in excess of
tips used for the tip credit may be taken for a pool. Tipped employees cannot be required to contribute a greater
percentage of their tips than is customary and reasonable.

Credit Cards: Where tips are charged on a credit card and the employer must pay the credit card company a
percentage on each sale, then the employer may pay the employee the tip, less that percentage. This charge on
the tip may not reduce the employee's wage below the required minimum wage. The amount due the employee

must be paid no later than the regular pay day and may not be held while the employer is awaiting
reimbursement from the credit card company.

Typical Problems

Minimum Wage Problems: Employce does not qualify as a "tipped employee”, tips are not sufficient to make
up difference between employer's direct wage obligation and the minimum wase; employee receives tips only -

so the full minimum wage is owed; illegal deductions for walk-outs, breakages and cash register shortages; and
invalid tip pools.

Overtime Problems: Failure to pay overtime on the full minimum wage; failure to pay overtime on the regular
rate including all service charges, comimissions, bonuses and other remuneration.

Where to Obtain Additional Information

For additional information, visit our Wage and Hour Division Website: http://www.wagehour.dol.goy
and/or call our toll-free information and helpline, available 8 a.m. to 5 p.m. in your time zone, 1-866-
4USWAGE (1-866-487-9243).

This publication is for general information and is not to be considered in the same light as official statements of
position contained in the regulations.

1.8, Department of Labor 1-866-4-USWAGE
Frances Perkins Building TTY: 1-866-487-9243
200 Constitution Avenue, NW Contact Us

Washington, DC 20210
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U.S. Department of Labor
Emplovment Standards Administration
Wage and Hour Division

{Revised buly 2003

Fact Sheet #21: Recordkeeping Requirements under the Fair Labor Standards
Act (FLSAj

This fact sheet provides a summary of the FLSA's recordkeeping regulations, 29 CFR Part S16.

Records To Be Kept By Employers

Highlights: The FLSA sets minimum wage, overtime pay, recordkeeping, and vouth employment standards for

wage and not less than one and one-half times their regular rates of pay for overtime hours worked.

Posting: Employers must display an official poster outlining the provisions of the Act, available at no cost from
local offices of the Wage and Hour Division and toll-free, by calling 1-866-4USWage (1-866-487-9243). This
poster is also available clectronically for downloading and printing at
hitp:///www.dol.gov/osbp/shrefa/poster/main.htm.

What Records Are Required: Every covered employer must keep certain records for cach non-exempt worker.
The Act requires no particular form for the records, but does require that the records include certain identifying
information about the employee and data about the hours worked and the wages earned. The law requires this
information to be accurate. The following is a listing of the basic records that an employer must maintain:

Employee's full name and social security number.

Address, including zip code. '

Birth date, if younger than 19.

Sex and occupation,

Time and day of week when employee's workweek begins.
Hours worked each day.

Total hours worked ecach workweek.

Basis on which employee's wages are paid (e.g., "$9 per hour", "$440 a week", "piecework”)
. Regular hourly pay rate.

0. Total daily or weekly straight-time earnings.

|. Total overtime earnings for the warkweek.

12. All additions to or deductions from the employee's wages.
13. Total wages paid each pay period.

14. Date of payment and the pay period covered by the payment.

SN LR W~

How Long Should Records Be Retained: Each employer shall preserve for at least three years payroll records,
collective bargaining agreements, sales and purchase records. Records on which wage computations are based
should be retained for two years, i.e., time cards and piece work tickets, wage rate tables, work and time
schedules, and records of additions to or deductions from wages, These records must be open for inspection by
the Division's representatives, who may ask the employer to make extensions, computations, or transcriptions.
The records may be kept at the place of employment or in a central records office.
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What About Timekeeping: Employers may use any timekeeping method they choose. For example, they may
use a time clock, have a timekeeper keep track of employee's work hours, or tell their workers to write their own
times on the records. Any timekeeping plan is acceptable as long as it is complete and accurale.

The following is a sample timekeeping format employers may follow but are not required to do so:

DAY DATE IN ourt TOTAL HOURS
Sunday 6/3/07  eemmmee e s
Monday 6/4/07  8:00am 12:02pm
1:00pm $:03pm 8
Tuesday 6/5/07 k7:57am 11:58am
1:00pm 5:00pm 8
Wednesday 6/6/07 8:02am 12:10pm
1:06pm 5:05pm g
Thursday G/TI0T  meememee emmeeee e
Friday 6/8/07  mmemmmee ememeee e
Saturday 6/9/07  emmmeeme emeeeeee e
Total Workweek Hours: 24

Employees on Fixed Schedules: Many employees work on a fixed schedule from which they setdom vary. The
employer may keep a record showing the exact schedule of daily and weekly hours and merely indicate that the
worker did follow the schedule. When a worker is on & job for a longer or shorter period of time than the
schedule shows, the employer must record the number of hours the worker actually worked, on an exception

basis.
Where to Obtain Additional Information

For additional information, visit our Wage and Hour Division Website: http:/www.wagehour.dol.gov
and/or call our toli-free information and helpline, available 8 a.m. to 5 p.m. in your time zone, 1-866-
4USWAGE (1-866-487-9243).

This publication is for general information and is not to be considered in the same light as official stalements of
position contained in the regulations.

U.S. Department of Labor 1-866-4-USWAGE
Frances Perkins Building TTY: 1-866-487-9243
200 Constitution Avenuc, NW Contact Us

Washington, DC 20210

ATTACHMEPESER:09-cv-00646  Document 6-1 Filed 09/14/2009 Page 21 of 28 9




S

Departamento De Trabajo de EEUU
Administracion de Normas de Empleo
Divisién de Horas y Salarios L5 e and Hour D

{Ocubre 2007

Hoja de datos #21: Requisitos para preservar los Registros conforme a la Ley de
Normas Razonables de Trabajo (FLSA-abreviatura en inglés)

Esta hoja de datos proporciona un resumen de los Requisitos para preservar los Registros de la FLSA, 29 CFR
Parte 516.

Registros que deben mantener los empleadores.

Temas Importantes: La Ley de Normas Razonables de trabajo, FLSA establece normas sobre salarios minimos,
pago de horas extras, preservacion de registros y emplec de menores. A menos que sean exentos, a los
empleados protegidos por esta ley, se les deberd pagar al menos el salario minimo y no menos del equivalente a
una hora y media de su tarifa habitual, por horas extras trabajadas.

Poster; Los empleadores deben exhibir un anuncio oficial que contenga las disposiciones de la Ley. disponible
en forma gratuita en las oficinas locales de la Division de Horas y Salarios, y comunicandose sin cargo al 1-
866-4UUSWage (1-866-487-9243). Este poster tarnbién se puede descargar e imprimir por via electronica
http://www.dol.gov/osbp/sbrefa/poster/main.htm

Registros Requeridos: Cada empleador cubierto por la ley, debe mantener ciertos registros para cada trabajador
no exento. La Ley no exige un formulario especial para los registros, pero si obliga a que los registros incluyan
cierta informacién identificatoria del empleado y datos acerca de las horas trabajadas y los salarios percibidos.
La ley exige que esta informacidn sea precisa. A continuacion, se enumeran los registros basicos que el
empleador debe mantener:

Nombre completo y nimero de seguro social del empleado.
Domicilio, incluido el cédigo postal.
Fecha de nacimiento, si es menor de 19 afios.
Sexo y ocupacion.
Hora y dia de la semana en que comienza la semana laboral del empleado.
Horas trabajadas por dia.
Total de horas trabajadas cada semana.
Bases sobre las que se pagan los salarios del empleado (por ejemplo, "$9 por hora", "$440 por semana’,
"a destajo’)
Tarifa habitual por hora.
. Total de remuneraciones diarias o semanales sin horas extras.
. Total de remuneracion de las horas extras por semana,
. Todos los incrementos o deducciones realizadas en los salarios del empleado.
. Salarios totales pagados en cada periodo.
. Fecha de pago y periodo incluido en el pago.

IR N TR N VO S

O
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Cémo mantener ios registros de asistencia? LLos empleadores pueden utilizar ¢l método que elijan para controiar
la asistencia. Por ejemplo, pueden utilizar un reloj registrador, tener una persona que registre las horas de
trabajo del empleade, o solicitarles a sus trabajadores que anoten sus propios horarios en los registros. Se acepta
cualquier plan de control de horarios, siempre que sea completo y preciso.

A continuacion, se detalla un formato de control horario que fos empleadores pueden adoptar, aungue no estan
obligados a hacerlo:

Dia FECHIA INGRESO SALIDA TOTAL DE HORAS

Nombre del Empleado:

Domingo 3/6/07 e
Lunes 5/7/07 8:00 12:02

1:00 5:03 8
Martes 3/8/07 7:57 11:58

1:00 5:00 8
Miércoles 3/9/07 8:02 12:10

1:06 5:05 8
Jueves 5/10/07 VR
Viernes 5/41/07 J——
Séabado 5/12/07 S

Total de horas semanales 24

Empleados con horarios fijos: Muchos empleados trabajan en un horario fijo que rara vez varia. El empleador
puede levar un registro que indique el horario exacto dc horas diarias y semanales, v simplemente indicar que
el trabajador cumplio ¢l horario. Cuando un empleado trabaja mas 6 menos tiempo que el que indica el
calendario de trabajo, el empleador debe registrar la cantidad de horas que el empleado realmente trabajo,

como una excepcion.

Tiempo que deben conservarse los registros: Cada empleador conservaré durante al menos tres afios ios
registros de pagos, los acuerdos de negociaciones colectivas, y los registros de ventas y de compras. Los
registros sobre los cuales se basan los cdlculos de los salarios deberdn conservarse por dos afios, por ejemple.
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tarjetas de horas de trabajo, boletas de trabajos a destajo. tablas de salarios y calendarios de trabajo v horas. y
registros de incrementos ¢ deducciones salariales. Estos registros deben estar a disposicion de los representantes
de la Divisidn para su inspeccion, quienes pucden solicitar al empleador que efectie ampliaciones, cdleuios o
transcripeiones. Los registros deben guardarse en el lugar de trabajo o en una oficina central de registros.

Donde obtener informacion adicional

Para mayor informacion, visite nuestro sitio web Horas y Salarios: hitp:/wwvi.wagchour.dsl.gov o
comuniquese llamando a nuestro servicio gratuito de informacion y asistencia Horas v Salarios,
disponible de 8 a.m. a 5 p.m. en su zona horaria, 1-866-4USWAGE (1-866-487-9243).

Esta publicacion tiene por objeto proveer informacion general y no debera ser considerada del mismo tenor que
las declaraciones oficiales expresadas en los Reglamentos. La presente ficha es parte de una serie de fichas
técnicas que presentan los diferentes programas del Departamento de Trabajo de los EE. UU. El objetivo es
proveer Unicamente una descripcion general y no tiene validez juridica.

U.S. Department of Labor 1-866-4-USWAGE
Frances Perkins Building TTY: 1-877-889-5627
200 Constitution Avenue, NW Comuniquese con nosotros

Washington, DC-20210
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U.S. Department of Labor
Employment Standards Administration
Wage and Hour Division

o, Wage and Hour Dhivision

(Revised Lidy 20080

Fact Sheet #22: Hours Worked Under the Fair Labor Standards Act (FLSA)

I'his fact sheet provides general information concerning what constitutes compensable time under the ELSA.
The Act requires that employees must receive at least the minimum wage and may not be employed for more
than 40 hours in a week without receiving at least one and one-half times their regular rates of pay for the

overtime hours. The amount employees should receive cannot be determined without knowing the number of

hours worked.

Definition of "Employ"

By statutory definition the term "employ" includes "to suffer or permit to work." The workweek ordinarily
‘ncludes ali time during which an employee is necessarily required to be on the employer's premises, on duty or
at a prescribed work place. "Workday", in general, means the period between the time on any particular day
when such eployee commences his/her "principal activity" and the time on that day at which he/she ceases
such principal activity or activities. The workday may therefore be longer than the employee’s scheduled shift,
hours, tour of duty, or production line time.

Application of Principles

Employees "Suffered or Permitted” Lo work: Work not requested but suffered or permitted to be performed is
work time that must be paid for by the employer. For example, an employee may voluntarily continue to work
at the end of the shift to finish an assigned task or to correct errors. The reason is immaterial, The hours are

work time and are compensable.

Waiting Time: Whether waiting time is hours worked under the Act depends upon the particular
circumstances. Generally, the facts may show that the employee was engaged to wait (which is work time) or
the facts may show that the employee was waiting to be engaged (which is not work time). For example, a
secretary who reads a book while waiting for dictation or a fireman who plays checkers while waiting for an
alarm is working during such periods of inactivity. These employees have been "engaged to wait."

On-Call Time: An employee who is required to remain on call on the employer's premises is working while
"on call." An employee who is required to remain on call at home, or who is allowed to leave a message where
he/she can be reached, is not working (in most cases) while on call. Additional constraints on the employec's

ireedom could require this time to be compensated.

d Meal Periods: Rest periods of short duration, usually 20 minutes or less, are common in industry
(and promote the efficiency of the employee) and are customarily paid for as working time. These short periods
must be counted as hours worked. Unauthorized extensions of authorized work breaks need not be counted as
hours worked when the employer has expressly and unambiguously communicated to the employee that the
authorized break may only last for a specific length of time, that any extension of the break is contrary to the
employer's rules, and any extension of the break will be punished, Bona fide meal periods (typically 30 minutes
or more) generally need not be compensated as work time. The employee must be completely relieved from
duty for the purpose of gating regular meals. The employee is not relieved if he/she is required to perform any
duties, whether active or inactive, while eating.

Rest an

W
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Steeping Time and Certain Other Activities: An employee who is réquired {0 be on duty for less than 24
hours is working even though he/she is permitred to sleep or engage in other personal activities when not busy.
An employee required to be on duty for 24 hours or more may agree with the employer to exclude from hours
worked bona fide regularly scheduled sleeping periods of not more than 8 hours, provided adequate sleeping
facilities are furnished by the employer and the employee can usually CHJO\ an uninterrupted night's sleep. No
reduction is permitted uniess at least 3 hours of sleep is taken.

Lectures, Meetings and Training Programs: Attendance at lectures, meetings, training programs and similar
activities need not be counted as working time only if four criteria are met, namely: it is outside normal hours. it
is voluntary, not job related, and no other work is concurrently performed.

Travel Time: The principles which apply in determining whether time spent in travel is compensable time
depends upon the kind of travel involved.

Home to Work Travel: An employee who travels from home before the regular workday and returns to his/her
home at the end of the workday is engaged in ordinary home to work travel, which is not work time.

Home to Work on a Special One Day Assignment in Another City: An employee who regularly works at a
fixed location in one city is given a special one day assignment in another city and returns home the same day.
The time spent in traveling to and returning from the other city is work time, except that the employer may
deduct/not count that time the employee would normally spend commuting to the regular work site.

Travel That is All in a Day's Work: Time spent by an employee in travel as part of their principal activity,
such as travel from job site to job site during the workday, is work time and must be counted as hours worked.

Travel Away from Home Community: Travel that keeps an employee away {rom home overnight is travel
away from home. Travel away from home is clearly work time when it cuts across the employee's workday. The
time is not only hours worked on regular working days during normal working hours but also during
corresponding hours on nonworking days. As an enforcement policy the Division will not consider as work time
that time spent in travel away from home outside of regular working hours as a passenger on an airplane, train,
boat, bus, or automobile.

Typical Problems

Problems arise when employers fail to recognize and count certain hours worked as compensable hours. For
example, an employee who remains at his/her desk while eating lunch and regularly answers the telephone and
refers callers is working. This time must be counted and paid as compensable hours worked because the
employee has not been completely relieved from duty.

Where to Obtain Additional Information

For additional information, visit our Wage and Hour Division Website: http://www.wagchour.dol.gov
and/or call our toll-free information and helpline, available 8§ a.m. to 5 p.m. in your time zone, 1-866-

4USWAGE (1-866-487-9243). This publication is for general information and is not to be considered in the
same light as official statements of position contained in the regulations.

U.S. Department of Labor 1-866-3-USWAGE
Frances Perkins Building TTY: 1-866-487-6243
200 Constitution Avenue, NW Contact Us
Washington, DC 20210
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Departamento De Trabajo de EEUU
Administracion de Normas de Emplec
Division de Horas y Salarios

L8, Wage and Hour Division

1 Ocrubre 2007

Hoja de datos #22: Horas trabajadas de conformidad con las disposiciones de Ia Ley de
Normas Razonables de Trabajo (FLSA-abreviatura en inglés) V

Esta ficha técnica provee informacién general concerniente al tiempo considerado compensativo de acuerdo a
las disposiciones de la FLSA. La ley exige que los empleados deben recibir por lo menos el salario minimo, y
no pueden ser empleados por mas de 40 horas en una semana sin recibir, por lo menos, el equivalente de tic,rﬁpo
y medio de su tarifa regular de pago por las horas extras trabajadas. La suma que los empleados deben recibir
no se puede establecer sin conocer la cantidad de horas trabajadas. ‘

Definicion del término emplear”

Conforme a la definicion legal, el término emplear” incluye “consentir o permitir que alguien trabaje”. La
semana laboral habitualmente incluye todo el tiempo que el empleado ¢s requerido de permanecer en las
instalaciones del empleador, en sus funciones o en un lugar de trabajo asignado. “Jornada laboral” en ec:neral
designa el perfodo entre la hora en que el empleado, en un dia cualquiera, inicia su “actividad principaj” y la
hora de ese mismo dia en la que dicha persona termina [a actividad o actividades principales. La jornada Jaboral
puede, por lo tanto, tener una duracién mayor gue os turnos, horas, periodo de servicio o tiempo de trabajo en
la linea de produccién programados.

Aplicacion de las normas

Empleados a quienes se “consiente o permite” que trabajen: Trabajo no solicitado pero que se consiente 0
permite que sea realizado son horas de trabajo que el empleador debe pagar. Por ejemplo, de manera voluntaria
un empleado puede continuar trabajando al finalizar su tuno para terminar una tarea asi g7nada o corregir
errores. El motivo no tiene importancia. Estas horas constituyen tiempo de trabajo y deben ser remuneradas.

Tiempo de espera: Para determinar si el tiempo de espera es considerado horas trabajadas dentro de la ley
depende de las circunstancias particulares. Generalmente, los hechos pueden demostrar que se contraté al ’
empleado para que espere (lo que constituye tiempo de trabajo) o pueden demostrar que el empleado estaba
esperando para ocuparse (lo que no constituye tiempo de trabajo). Por ejemplo, una secretaria que lee un libro
mientras espera que le dicten o un bombero que juega a las damas mientras aguarda que suene la alarma estan
trabajando durante dichos periodos de inactividad. Estos trabajadores fueron “empleados para esperar’.

Tiempo de guardia: Cuando un empleado debe permanecer de guardia en las instalaciones del empleador, esta
trabajando en “servicio de guardia”. Cuando un empleado debe permanecer de guardia mientras esta en su ,casa

o si es posible localizarlo dejando un mensaje, en la mayoria de los casos la persona no esta trabajando micnt;a;
se encuentra de guardia. Restricciones adicionales de la libertad del empleado podrian requerir que dicho »
tiempo deba ser remunerado.
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de trabajo el tiempo empleado en viajar fuera de la casa, en horas fuera del horario normal de trabajo en calidad
de pasajero de un avion, tren, barco. omnibus & automovil,

Problemas tipicos

Surgen problemas cuando los empleadores no reconocen ni contabilizan determinadas horas trabajadas como
horas que deben recibir remuneracién. Por ejemplo, el empleado que permanece en su escritorio mientras
almuerza, atiende el teléfono normalmente y deriva Hamadas estd trabajando. Este tiempo debe ser
contabilizado v pagado como horas remunerables porque el empleado no fue liberado totalmente de sus tareas.

Donde obtener informacion adicional

Para mayor informacion, visite nuestro sitio web Horas y Salarios: hitp:/www.wagehour.dol.gov o
comuniquese llamando a nuestro servicio gratuito de informacion y asistencia Horas y Salarios,
disponible de 8 a.m. a 5 p.m. en su zona horaria, 1-866-4USWAGE (1-866-487-9243).

Esta publicacion tiene por objeto brindar proveer informacion general y no deberd ser considerada del mismo
tenor de las declaraciones oficiales expresadas en los Reglamentos. La presente ficha es parte de una serie de
fichas técnicas que presentan los diferentes programas del Departamento de Trabajo de los EE. UU. El objetivo
s proveer unicamente una descripcion general y no tiene validez juridica.

U.S. Department of Labor 1-866-3-TUSWAGE
Frances Perkins Building TTY: 1-877-889-5627
200 Constitution Avenue, NW Comuniquese con nosotros

Washington, DC 20210
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