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Encouraging philanthropy
in your workplace

orporate giving campaigns and
‘ donation matching programs are

powerful ways for workplaces to
support nonprofits while fostering
employee engagement and a sense of
community. By encouraging donations
at work, companies can support causes
that align with their values, boost

morale, and enhance their public image.

However, a structured approach is

essential to ensure that workplace giving

is both effective and ethical. In this
article, we’ll explore how to set up a
giving campaign, best practices for
managing donation requests, and key
ethical considerations for both
employers and employees.

Why Workplace Giving Matters

Workplace giving programs offer
benefits to everyone involved. They
allow employees to support important
causes and feel good about making a
positive impact, while employers can
build a culture of social responsibility,
enhance team cohesion, and attract
talent that values philanthropy.
Corporate giving can take many forms,
including donation matching,
fundraising drives, volunteer
opportunities, or paid time off to
participate in charitable activities.

Steps to Setting Up a Workplace
Giving Campaign or Corporate
Matching Program

A structured campaign is the key to

an organized and impactful giving
program. Here’s how to set one up:

1. Define the Scope and Goals of the
Program

. Identify Causes to
Support: Start by defining which types
of organizations or causes the campaign
will support. Some companies choose a
theme each year (e.g., environmental
causes, education, or community health)
or let employees suggest charities they
care about.

. Set Clear Goals:
Establish goals for your campaign, such
as a fundraising target or a specific
number of employee participants. Clear
goals make it easier to track success and
inspire more employees to participate.

2. Choose a Donation Model

. Matching Donations: A
matching program is a popular model
where the company matches donations
made by employees to eligible
nonprofits. This can double or even
triple the impact of each donation.

. Payroll Deduction
Program: With a payroll deduction
program, employees can allocate a set
amount from their paycheck to be
automatically donated to the nonprofit.
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Giving: Employees should be free to opt out without pressure

Continued from page 1

This method allows for consistent
donations without extra steps.

. Fundraising Events and
Drives: Organizing events like silent
auctions, charity walks, or bake sales
can boost employee participation and
morale while raising money for your
chosen cause.

. Volunteer Programs:
Some companies incorporate volunteer
time-off programs, allowing employees
to contribute time to a nonprofit rather
than money. This can be especially
impactful if the company lacks the
budget for financial contributions.

3. Establish Clear Guidelines and
Eligibility Criteria

*  Set Eligibility Requirements for
Nonprofits: Ensure that supported
nonprofits align with company values
and adhere to recognized standards of
accountability. Many companies require
that nonprofits be registered as 501(c)(3)
organizations (in the U.S.) or meet
similar standards internationally.

*  Define Matching Limits: Set
clear limits on matching amounts per
employee, per year, or per campaign.
This helps control the program’s cost
and makes budgeting easier.

*  Communicate the Process:
Develop clear guidelines on how
employees can submit donation
matching requests, enroll in payroll
deductions, or participate in any events.
Providing step-by-step instructions
makes it easier for employees to get
involved.

4. Promote the Campaign

* Internal Communication: Use
emails, intranet posts, and team
meetings to communicate the
campaign’s goals, deadlines, and
participation methods. Share stories
about the nonprofit and its impact to
build enthusiasm.

*  Encourage Team Participation:
Creating team challenges, reward

programs, or incentives for participating
departments can help increase
engagement and make giving more
rewarding.

*  Share Campaign Successes: As
the campaign progresses, keep
employees updated on how much has
been raised or the number of
participants involved. After the
campaign ends, share a summary of the
impact achieved, so employees can feel
proud of their contribution.

Handling Donation Requests in the
Workplace

While workplace giving campaigns
are structured and planned, donation
requests can also come from individual
employees wanting support for causes
they care about. Here’s how to handle
these requests effectively:

1 Set Clear Guidelines for
External Donation Requests
Establish a policy that explains how
donation requests from employees
should be handled. If you permit such
requests, ensure employees know that
participation is always voluntary and
that no pressure should be placed on
colleagues to contribute. Consider
setting a limit on how often requests can
be made, to prevent donor fatigue.

2 Encourage Voluntary
Participation
It’s crucial that employees feel free to
opt in or out without judgment. To
maintain a positive and inclusive work
culture, clarify that donations are
optional, and no one should feel
pressured to participate. Remind
employees that even small contributions
help, and that every donation is
appreciated.

Ethical Considerations for Workplace
Giving

To ensure that workplace giving
aligns with ethical standards and
maintains employee trust, here are some
key considerations:

1. Transparency in Program
Management

*  Disclose Program Details:

Employees should know where their
donations are going, how funds are
managed, and what impact their
contributions are making. Providing this
information helps build trust and
demonstrates the company’s
commitment to accountability.

*  Show Impact: After the
campaign concludes, share feedback
from the nonprofit, updates on how the
funds are used, or success stories.
Employees will appreciate knowing how
their contributions have made a
difference.

2. Avoid Conflicts of Interest

*  Screen Nonprofits for Relevance
and Integrity: Avoid supporting
nonprofits that may create a conflict of
interest or do not align with the
company’s values. Screening nonprofits
to ensure they follow ethical standards
and have transparent operations reduces
the risk of any negative associations.

*  Be Cautious with Individual
Requests: When handling individual
donation requests, avoid favoritism by
maintaining consistent policies and
ensuring all requests are managed fairly
and equitably.

3. Respect Privacy and Anonymity

*  Maintain Donor Confidentiality:
Some employees may prefer to donate
anonymously. Respect privacy by
allowing anonymous donations and by
keeping individual contributions
confidential when requested.

*  Protect Personal Information:
When managing a donation campaign,
be mindful of employee information
privacy. Only authorized personnel
should access any information related to
contributions, payroll deductions, or
participation.

4. Recognize and Acknowledge
Contributions Thoughtfully

. Recognizing employee
contributions helps foster a positive
culture of giving, but it should be done
thoughtfully. Public acknowledgments
should always be optional and sensitive
to individual preferences.



he modern workplace is more
I diverse and connected than ever,

and employees bring with them a
wide range of personal beliefs and
values. However, as people spend much
of their time at work, political and
religious messaging, if mishandled, can
create tension or discomfort. Both
employers and employees have rights
and responsibilities regarding personal
beliefs in the workplace. Balancing
these can be complex, especially in
environments where individuals expect
a degree of freedom in expressing their
values.

Employer Responsibilities:
Maintaining Neutrality and a
Respectful Environment

Employers hold a unique role in
fostering an inclusive, safe workplace.
They are responsible for setting
boundaries that protect employees from
discrimination and harassment, while
also respecting individual rights to
personal belief.

Ensuring a Non-Discriminatory
Environment
Employers are legally required to create
a work environment that is free from
discrimination based on race, religion,
gender, or other protected
characteristics. This means they should
be mindful about religious or political
messaging in workplace materials,
communications, and decor. For
instance, allowing one employee to
prominently display religious or
political symbols while discouraging
another can create a perception of
favoritism and discomfort, impacting
workplace morale.

Providing a Safe and Comfortable
Workplace
The workplace should be a neutral
ground where employees feel
comfortable and respected, regardless
of their personal beliefs. Employers
need to ensure that no employee feels
marginalized or uncomfortable due to
the beliefs of others. To this end, many
organizations adopt policies around
"political neutrality" or discourage the
promotion of any particular belief
during work hours. However, neutrality
policies should be applied consistently
and fairly.
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Set clear policies on personal expression at work

Setting Clear Policies on Expression
By establishing clear policies about
what constitutes acceptable personal
expression, employers set boundaries
that can prevent future conflicts. These
policies often address dress codes,
personal decorations (such as posters or
desk items), and rules around
workplace conversations on religion or
politics. For example, a policy that
limits political slogans or attire to
maintain focus on work and respect for
diverse perspectives can help mitigate
conflicts.

Respecting Religious
Accommodations
Employers have a duty to reasonably
accommodate religious practices where
possible, as long as these
accommodations do not cause undue
hardship to the business. This might
include allowing flexible scheduling for
religious observances or a private space
for prayer. However, employers are not
required to allow proselytizing or
behavior that pressures others to
conform to a particular set of beliefs.

Employee Rights: Free Speech and
the Right to a Respectful Workplace

Employees have the right to hold
and express personal beliefs. However,
these rights are not absolute in the
workplace and are subject to company
policies and professional standards. The
two main areas where rights may come
into question are free expression and
the right to a safe, inclusive workplace.

Freedom of Expression and Speech
In the private sector, the First
Amendment’s guarantee of free speech
does not strictly apply; private
employers have the right to set limits on
speech and expression within the

workplace. However, employees do
have a right to discuss working
conditions and labor-related topics
under the National Labor Relations Act
(NLRA). While employees may express
their beliefs, it’s crucial they do so in a
way that respects the workplace and the
comfort of their colleagues. For
instance, sharing political opinions
during a lunch break might be
acceptable, while proselytizing or
campaigning for a political candidate
during a team meeting would likely be
considered inappropriate.

Right to a Safe and Inclusive
Environment
Employees have a right to feel safe and
included in the workplace, free from
discrimination or harassment. If
political or religious expression from
other employees crosses into the realm
of harassment—such as derogatory
comments or pressure to conform—
employees are entitled to report it to
human resources or pursue action to
ensure a comfortable work
environment.

Religious and Political Expression
Employees often wonder if they can
display religious or political symbols at
their workstations or participate in
workplace discussions about these
topics. Generally, employers are
encouraged to allow personal
expression as long as it does not
interfere with work or make others
uncomfortable. However, restrictions
are typically reasonable, particularly if
an employer believes that certain
symbols or slogans could lead to
workplace conflict. While individuals
can celebrate their beliefs privately,
companies are entitled to set policies
limiting visible or disruptive
expressions in shared spaces.

Collective Rights and the Right to
Organize
Employees have the right to discuss
workplace conditions and organize to
improve them, which can include
conversations about labor policies and
political topics related to work.
However, employees should be careful
to respect the boundaries set by the
employer, such as avoiding these
discussions during work hours or while
interacting with clients.
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The ins and outs of employee attendance

mployee absenteeism is a reality
Eevery business faces, but it can be

especially challenging for small
businesses. Without the resources and
staffing flexibility of larger
organizations, frequent absences can
disrupt operations, impact team morale,
and place a strain on other employees.
By understanding the types of
absenteeism and developing strategies
to manage them, small business
managers can better support their
employees while ensuring business
continuity.

Understanding the Different Types of
Absenteeism

Absenteeism can stem from a range
of factors, each of which requires a
unique approach. Here’s a breakdown of
some common types of absenteeism and
the challenges they can pose:

1 Intermittent
Absenteeism (Personal Days)
Employees may occasionally take
personal days for various reasons, such
as dealing with minor illnesses, family
obligations, or personal needs. While
infrequent, these absences can add up if
a particular employee frequently needs
time off on short notice. These absences,
if unplanned, can disrupt schedules,
especially if the employee is part of a
small team.

2 Extended Absenteeism
(Long-Term Illness or Medical Leave)
Employees facing a serious health
condition or a significant life event, such
as surgery or long-term illness, may
need an extended leave. These longer
absences are typically protected under
laws such as the Family and Medical
Leave Act (FMLA) in the U.S. for
businesses with 50 or more employees.
For smaller businesses not bound by
FMLA, managing these absences can
require a creative balance between
supporting the employee and addressing
the needs of the business.

3 Caretaking
Responsibilities (Family or Dependent
Care)

Employees may need to take time off to
care for family members, especially in
cases of unexpected illness or
emergency. Caretaking responsibilities

can lead to both intermittent and
extended absenteeism, depending on the
situation. Caregiving employees are
often under significant stress, so they
may need understanding and flexibility
from management to handle these
responsibilities.

4 Unexcused
Absenteeism (Unplanned or
Unexplained Absences)

Unexcused absences—when employees
do not show up for work without notice
or a legitimate reason—can be more
challenging to manage. While rare,
these absences may be a sign of deeper
issues, such as disengagement, burnout,
or personal challenges outside of work.

Strategies for Managing Absenteeism

Managing absenteeism effectively
involves not only supporting employees
but also ensuring the stability and
morale of the team. Here are strategies
to help manage each type of
absenteeism:

1. Supporting Employees Taking
Intermittent Personal Days

. Encourage
Communication: Create an open-door
policy that encourages employees to
inform you as early as possible if they
need a personal day. Early
communication allows managers to

make arrangements and plan for
absences.

. Use Flexible
Scheduling: Where possible, allow
flexible scheduling that gives employees
the option to make up time missed on a
personal day. For example, remote work
or half-days can help employees balance
personal needs with work
responsibilities.

. Monitor for Patterns:
Keep track of absences and look for
patterns. Frequent absences may
indicate underlying issues, such as
burnout or personal struggles, that could
benefit from additional support or a one-
on-one conversation.

2. Managing Long-Term
Absenteeism and Medical Leave

. Plan Ahead for
Coverage: For planned medical leaves,
encourage employees to provide
advance notice and set up a coverage
plan, which may involve temporary
staffing, adjusting responsibilities
among team members, or cross-training
employees.

. Provide Resources and
Accommodations: Show support by
providing resources, such as counseling
or access to medical leave, if applicable.
Regular check-ins (if appropriate) show
that you care about the employee’s well-
being and future return.

. Adjust Workloads and
Expectations: If an employee takes an
extended leave, be clear about workload
adjustments with the rest of the team to
prevent burnout. Keep team members
informed about the absence and
encourage flexibility.

3. Supporting Employees with
Caregiving Responsibilities

. Offer Flexible Work
Arrangements: Caregivers may benefit
from flexible work arrangements, such
as adjusted start/end times or
telecommuting options. If possible,
allow employees to choose work hours

Please see ABSENT, page 5
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that fit their caregiving responsibilities.

. Provide Empathy and
Understanding: Caregiving can be
stressful, and employees may feel guilty
for needing time away. Showing
empathy and providing flexibility can
make employees feel supported and
lessen their stress.

. Consider Temporary
Help: In cases where an employee's
caregiving duties require frequent time
off, it may be worthwhile to bring in
temporary or freelance help to cover
gaps in workload.

4. Addressing Unexcused
Absenteeism

. Investigate the Cause:
When unexcused absenteeism occurs,
follow up with the employee to
understand if there are any underlying
reasons, such as health issues, personal
difficulties, or job dissatisfaction.

. Establish Clear
Attendance Policies: Set clear
expectations for attendance and
communicate these policies in employee
handbooks or meetings. Address any
violations of the attendance policy
promptly and fairly.

. Provide Support for
Underlying Issues: If absenteeism is tied
to personal or mental health issues,
consider providing access to resources
such as Employee Assistance Programs
(EAPs) or counseling, if available.

Balancing Employee Support and
Business Needs

While supporting individual
employees is essential, managers must
also consider the impact of absenteeism
on the entire team. Here are ways to
strike a balance:

. Be Transparent with the
Team: If an absence will impact the
team’s workflow, let them know about
any necessary adjustments.
Communicate how the business will
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Absent: Provide support for underlying issues

handle the workload, whether through
temporary staffing or adjustments to
deadlines.

. Promote Cross-
Training: Cross-training employees can
help alleviate the pressure when
someone is out. It builds a versatile
team capable of covering for each other,
reducing the impact of absenteeism on
productivity.

. Monitor Employee
Morale: Absenteeism can put a strain on
remaining employees who may need to
take on extra work. Keep an eye on their
morale and watch for signs of burnout.
Acknowledging their efforts and
providing support can help prevent
resentment or burnout.

. Encourage Work-Life
Balance: Foster an environment that
values work-life balance to reduce the
likelihood of absenteeism caused by
burnout or personal stress. Encourage
employees to take time off for rest and
self-care to help maintain overall
productivity and team morale.

Developing an Absenteeism Policy

To manage absenteeism effectively,
small business managers should create a
clear absenteeism policy. This policy
should address:

1 Types of Leave
Available: Outline types of leave

offered, including personal days,
medical leave, and family leave. Clarify
how each type of leave should be
requested and how much advance notice
is expected.

2 Process for Reporting
Absences: Specify how employees
should notify their manager if they will
be absent, including whom to contact
and by what time.

3 Procedures for
Unplanned Absences: Define the
process for handling unplanned
absences and outline any consequences
for unexcused absences.

4 Flexibility and
Accommodation Policies: Detail any
options for flexible work or
accommodations to support employees
with medical, personal, or caregiving
needs.

Managing absenteeism effectively
means supporting employees with
empathy while also maintaining a focus
on business needs. For small business
managers, this can involve a balance of
flexibility, communication, and clear
expectations. By establishing supportive
policies and creating a workplace
culture that values communication and
respect, managers can reduce the impact
of absenteeism, support employees, and
foster a resilient and productive team.
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Does your retirement program comply with the law?

California’s Mandatory
Retirement Savings
Program for Small
Businesses: What
Employers Need to Know

alifornia has implemented a
‘ mandatory retirement savings

program for small businesses,
requiring employers to help their
employees save for the future. Known
as CalSavers, this program aims to
provide workers without employer-
sponsored retirement plans access to a
retirement savings option, addressing
the state’s growing retirement crisis. If
you’re a small business owner in
California, understanding the
requirements of CalSavers and how to
stay compliant is essential to avoid
penalties and ensure you’re providing
valuable benefits to your employees.

What is CalSavers?

CalSavers is a state-mandated
retirement savings program that requires
most California employers who do not
already offer a qualified retirement plan,
such as a 401(k), to automatically enroll
their employees in a state-run individual
retirement account (IRA). The program
was introduced to give California’s
private-sector employees a way to save
for retirement, with the goal of
addressing the significant gap in
retirement readiness for many workers.

Key Features of CalSavers:

. Automatic Enrollment:
Employees are automatically enrolled in
the CalSavers program, though they can
choose to opt out if they wish.

. Employee-Funded:
CalSavers is entirely employee-funded,
meaning contributions are made through
payroll deductions with no direct
employer contributions.

. Roth IRA Structure:
Contributions are made post-tax, in the
structure of a Roth IRA. Traditional IRA
options are available as well, depending
on employee preferences and eligibility.

Who is Required to Participate?

CalSavers applies to businesses with
at least five or more employees who do
not already offer a qualified retirement
savings plan. Compliance deadlines
have been phased in over time based on
employer size, and as of the latest
phase, employers with five or more
employees must now either join the
CalSavers program or offer an
alternative retirement plan. The deadline
for business with 1 or more employees
is December 31, 2025.

Employers must ensure they meet
the minimum eligibility threshold by
counting all employees, including part-
time, full-time, and seasonal workers.
Business owners who already offer
qualified retirement plans, such as a
401(k), SEP IRA, or SIMPLE IRA, are
exempt from the requirement to
participate in CalSavers.

Key Requirements for Employers

To comply with the CalSavers
mandate, small business owners must
take the following steps:

Register with CalSavers: If your
business is subject to the mandate, you
must either sign up for CalSavers or
provide documentation of an alternative
retirement plan. Registration can be
done online through the CalSavers
website.

Enroll Employees: Once registered,
you will need to provide CalSavers with
employee information (names, Social
Security numbers, and contact details)
to facilitate the enrollment process.
CalSavers will then communicate with
employees about their options,
including opting out or selecting a
different contribution rate.

Set Up Payroll Deductions:
Employers are responsible for setting up
and managing payroll deductions for
employees who do not opt out.
Contributions are deducted from each
paycheck and sent to CalSavers.

Notify New Employees: For new
hires, employers must provide
information about the program within
30 days of their hire date. These
employees will also have the
opportunity to opt out or adjust their
contribution levels.

Stay Compliant with Reporting and
Administrative Requirements: While
CalSavers simplifies the retirement plan
process by managing the funds and
accounts, employers must remain
diligent with payroll reporting and
administrative requirements to stay
compliant.

Easiest Way for Employers to
Comply with the Law

To ensure a smooth experience and
avoid penalties, employers have two
main options: enrolling in CalSavers or
offering an alternative qualified
retirement plan, such as a 401(k). Here
are some steps and best practices for
small business owners to make
compliance as seamless as possible:

1. Evaluate Your Options: CalSavers
vs. Private 401(k) Plan

. Using CalSavers:
CalSavers is a straightforward, no-cost
option for employers, making it a
popular choice for small businesses
without the resources to manage a full
401(k) plan. CalSavers handles account

Please see CALSAVERS, page 8
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SAFETY ... IT PAYS

Fighting fatigue on the job

atigue is a common yet often
Funderestimated issue in the

workplace. It’s more than just
feeling tired—fatigue can significantly
impact an employee’s ability to perform
their job safely and effectively. By
understanding what constitutes fatigue,
the reasons behind it, and its potential
dangers, employers and employees alike
can take steps to create a safer and more
productive work environment.

Fatigue is a state of physical or
mental exhaustion that reduces a
person’s ability to function effectively. It
can result from prolonged periods of
physical exertion, mental stress,
insufficient rest, or a combination of
these factors. Fatigue affects alertness,
decision-making, coordination, and
overall performance, making it a serious
concern in the workplace, especially in
high-risk environments like
construction, transportation, or
healthcare.

OSHA CORNER

Please visit the following
address on the web to
download helpful safety
posters, guides and pamphlets
for a safer workplace.

https://www.osha.gov/
publications

State of Califom,‘a

(AL

0y it
Ptmant of gyl RE

Fatigue can stem from various
factors, including:

Insufficient Sleep: The most
common cause, often due to long work
hours, irregular schedules, or personal
responsibilities.

Workplace Demands: High
workloads, long shifts, or physically
demanding tasks can deplete energy
levels.

Health Issues: Chronic illnesses,
untreated sleep disorders, or mental
health conditions such as anxiety and
depression contribute to fatigue.

Poor Nutrition: An unbalanced diet
lacking essential nutrients can leave the
body without the energy it needs to
function.

Dehydration: Even mild dehydration
can significantly impact concentration
and energy levels.

Stress: Prolonged periods of stress
can drain both mental and physical
reserves, leading to burnout.

Shift Work: Night shifts or rotating
schedules disrupt the body’s natural
circadian rhythm, making rest and
recovery challenging.

Dangers and Risks of Fatigue at
Work

Fatigue is a serious safety risk in the
workplace, as it can lead to:

Reduced Cognitive Function: Slower
reaction times, impaired judgment, and
difficulty concentrating increase the
likelihood of errors.

Increased Accident Risk: Fatigued
employees are more prone to accidents,

particularly in roles requiring precision
or the operation of machinery.

Lower Productivity: A tired
workforce is less efficient and more
likely to make costly mistakes.

Health Complications: Chronic
fatigue can exacerbate underlying health
issues and increase the risk of long-term
illnesses.

Strained Team Dynamics: A fatigued
employee may struggle to communicate
effectively or collaborate with others,
potentially causing friction in the
workplace.

Tips for Working Safely While
Combating Fatigue

To mitigate the risks of fatigue,
employees and employers can
implement the following strategies:

Prioritize Sleep: Aim for 7-9 hours of
quality sleep per night. Establish a
regular bedtime routine and create a
comfortable sleep environment.

Eat Balanced Meals: Opt for
nutritious foods, including whole grains,
lean proteins, fruits, and vegetables, to
fuel your body and mind.

Take Breaks: Regular short breaks
during work hours help prevent burnout
and restore focus.

Manage Stress: Practice relaxation
techniques like deep breathing,
meditation, or exercise to reduce stress
levels.

Know Your Limits: Recognize when
you need rest and communicate with
your supervisor if fatigue is impacting
your performance.
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CalSavers: Consider setting up a 401(k) plan

Continued from page 6

administration and communication with
employees, so employers only need to
manage the payroll deductions.

. Offering a 401(k) or
Other Retirement Plan: If you’re
interested in providing a more
comprehensive benefit, consider
partnering with a financial services
provider to set up a 401(k) plan. A
401(k) plan can allow for both
employee and employer contributions,
giving employees potentially higher
contribution limits and greater
flexibility.

2. Understand Payroll Integration

Many payroll providers can support
CalSavers and streamline the setup and
ongoing management of payroll
deductions. When choosing a payroll
provider, ask if they have integrated
CalSavers to make compliance and
deduction management easier.
Integrating CalSavers with your payroll
system can reduce administrative work
and lower the risk of errors in
contributions.

3. Communicate Clearly with
Employees

Keep employees informed about
CalSavers requirements, the automatic
enrollment process, and their rights to
change their contributions or opt-out.
This will prevent confusion and reduce
the administrative burden of following
up with employees individually. Make
sure employees know they can adjust
their contribution rate or opt out at any
time.

4. Consider Third-Party Assistance

For businesses that prefer a hands-

off approach, many third-party firms and

financial advisors can assist with
CalSavers enrollment and ongoing
compliance. While this involves a cost,
it can be a helpful option for small
business owners who are new to
retirement plans or lack the internal
resources for setup and administration.

Benefits and Drawbacks of CalSavers

CalSavers offers a straightforward
way for businesses to fulfill their
obligations under California law, but
there are both benefits and limitations to
consider.

Benefits:

. No Employer
Contributions Required: CalSavers does
not require employers to contribute to
employees’ retirement savings, making
it an affordable option for small
businesses.

. Simple Setup and
Management: CalSavers handles most
administrative tasks, including account
setup, communications, and investment
management, which reduces the burden
on employers.

. Employee Control:
Employees can adjust their contribution
rates, pause contributions, or opt-out
entirely, providing flexibility based on
individual circumstances.

Drawbacks:

. Limited Savings
Potential: CalSavers operates as a Roth
IRA, which has lower annual
contribution limits compared to a 401(k)
plan. This may limit the potential
retirement savings for employees over
time.

. No Employer Match:
Unlike many 401(k) plans, CalSavers
does not support employer
contributions, which means employees
may miss out on additional savings
benefits.

. Potential for Employee
Confusion: Automatic enrollment can
lead to misunderstandings if employees
are not adequately informed about their
options to adjust or opt out of
contributions.

Compliance Penalties

California is enforcing compliance
with CalSavers through the state’s
Franchise Tax Board. Employers who
fail to register for CalSavers or offer a
qualified retirement plan may face
financial penalties. The penalties can
range from $250 per eligible employee
after 90 days of noncompliance,
increasing to $500 per employee if
noncompliance continues for more than
180 days.

California’s CalSavers program is a
vital step in helping more workers save
for retirement, but it requires small
business owners to understand and
fulfill their legal responsibilities. By
either enrolling in CalSavers or offering
an alternative retirement plan,
employers can comply with the law,
avoid penalties, and provide their
employees with a valuable opportunity
to prepare for the future. With
thoughtful planning, payroll integration,
and clear employee communication,
California businesses can easily manage
CalSavers compliance while fostering a
culture of financial wellness and
security.
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