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UNITED STATES DISTRICT COURT
10
FOR THE NORTHERN DISTRICT OF CALIFORNIA

11

SAN FRANCISCO DIVISION
12
13
MARCIE HAMILTON,

Case No. 3:20-CV-3710-EMC

14
Plaintiff,

15
16
17

vs.

DECLARATION OF CHRIS BAKER IN
SUPPORT OF MOTION FOR
APPROVAL OF PAGA SETTLEMENT
PART 2 OF 2 (EXHIBITS 8 - 13)

JUUL LABS, INC.,

18

Defendant.

19

Date: November 4, 2021
Time: 1:30 p.m.
Dept: Courtroom 5, 17th Floor
Judge: Honorable Edward M. Chen

20
21

My name is Chris Baker.

22

1.

23

Jim Isaacson in this case.
Exhibits

24
25

I am counsel of record for Plaintiff Marcie Hamilton and PAGA Representative

2.

This declaration includes, as exhibits, true and correct copies of certain documents.

26

These documents include the settlement agreement, certain of Juul Labs’ agreements, policies,

27

and a training program (excerpted where appropriate) produced in this litigation, and data and

28

testimony provided by the LWDA. The information about each exhibit comes from either the
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1

face of the exhibit itself, metadata, discovery responses or representations, or my personal

2

knowledge. I have highlighted the material parts of the documents.
3.

3

The exhibits are as follows:

4

a.

Exhibit 1 is the settlement agreement that is the subject of this motion.

5

b.

Exhibit 2 is Juul Labs’ standard Proprietary Information and Invention

6

Assignment Agreement, or “Employment NDA.” This Employment NDA was used from at least

7

July 2017 until March 2019, when it was replaced by a version with non-material revisions. All

8

employees were required to sign the Employment NDA as a condition of work. Attached as

9

“Exhibit C” to the Employment NDA is Juul Labs’ termination certification. The Employment

10

NDA requires that employees sign the termination certification upon leaving Juul’s employ.
c.

11

Exhibit 3 is a version of Juul Labs’ “Release NDA.” The Release NDA is

12

an agreement that Juul offered to certain employees to sign in exchange for continued

13

employment, a bonus, or other consideration (such as severance pay), and to certain current and

14

separating employees in exchange for an extension of time to exercise stock options. The version

15

attached to this declaration is the separation with paid leave agreement effective as of March

16

2019.
d.

17

Exhibit 4 is Juul Labs’ External Communication Policy. This particular

18

policy was in effect until at least March 2021. During the limitations period, more than 1400

19

California-based employees were either assigned to review, or acknowledged reviewing, this

20

policy.

21

e.

Exhibit 5 is excerpts from a version of Juul Labs’ Employee Guide, most

22

specifically the section on internal communications and the IT Policy and Procedures. In

23

discovery responses to date, Juul Labs has objected to identifying the number of employees who

24

were assigned to review, or who acknowledged reviewing, each version of the Employee Guide,

25

claiming burden and lack of proportionality because (Juul contends) a response would require the

26

review of individual employment files. I have thus assumed, for purposes of settlement, that all

27

persons employed by Juul Labs during the limitations period were subject to the most restrictive

28

version of the Employee Guide.
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1
2

f.

Exhibit 6 is Juul Labs’ Social Media Policy. This particular policy was in

3

effect until at least March 2021. During the limitations period, more than 1400 California-based

4

employees were either assigned to review, or acknowledged reviewing, this policy.

5

g.

Exhibit 7 are copies of certain cards presented to employees during Juul

6

Labs’ “prevention by design” training program. These cards were provided to me by Jim

7

Isaacson, who attended the training. The front page of each card sets forth a hypothetical, and the

8

back page of the card directs on employees on how to respond.

9

h.

Exhibit 8 is Juul Labs’ “Confidentiality and Inventions Assignment

10

Agreement.” According to document metadata, Juul began using this agreement on July 20,

11

2020, about six weeks after Plaintiff filed this lawsuit.

12

i.

Exhibit 9 consists of excerpts from version 2 of Juul Labs’ 75-page Code

13

of Conduct and Global Compliance Policies (the Code or Policies). According to document

14

metadata, version 1 of this document was created and/or published in March 2021, about five

15

weeks after the Court ruled on Juul’s second motion to dismiss. Version 2 (which removed the

16

“Confidential Information” footer) was created and/or published a few weeks later.

17

j.

Exhibit 10 is a chart showing the gross penalty amounts paid as a result of

18

PAGA claims for more than 2000 reported PAGA settlements. In accordance with the LWDA’s

19

requirements, the gross penalty amounts were self-reported by parties and are maintained in the

20

LWDA’s database. Pursuant to a Public Records Act Request, I received this information in an

21

excel spreadsheet from the LWDA for the time frame from when the LWDA began gathering this

22

information electronically to March 2020. The LWDA does not have data on per-pay-period

23

penalty amounts. Note that the data’s integrity relies on self-reporting (albeit pursuant to a legal

24

obligation). Also, much of the self-reported data is incomplete and at least some entries appear

25

clearly erroneous. In creating this chart, the data analyst who works with my firm excluded all

26

self-reported data about settlements except those that included both the gross penalty amount and

27

the number of employees: i.e., 2068 of the 8170 reported settlements.

28
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k.

1

Exhibit 11 is a declaration provided by the LWDA with respect to its

2

objections and positions as they relate to the proposed PAGA settlement of the anti-gag rule

3

claims in Moniz v. Adecco, Case No. 17-CIV-01736 (San Mateo Superior Court, 2020) (appeal

4

pending). The declaration is relevant here because it includes a discussion of the LWDA’s view

5

on PAGA settlements generally.

6

l.

Exhibit 12 is an excerpt of the plaintiffs’ motion for settlement approval in

7

Brown v. Wal-Mart Stores, Case No. 5:09-CV-03339 (N.D. Cal. 2019). According to this

8

pleading, PAGA settlements for “suitable seating” violations have ranged from about $29 a pay

9

period to about $0.80 a pay period.
m.

10

Exhibit 13 is a brochure from CAC Services, a third-party claims

11

administrator, setting forth its capabilities. Our firm solicited bids from three administrators in

12

this case. Their bids were roughly comparable. We have used CAC in the past and have had

13

good experiences, including in cases involving large classes and difficult allocation plans. CAC

14

has offered to do the work for a not-to-exceed amount of $8,000, assuming the parameters set

15

forth in our request for proposal do not change. We recommend CAC as the settlement

16

administrator.
PAGA Settlements of Comparable Claims

17
4.

18

Based on our research and investigation (including through Westlaw and a Public

19

Records Act request to the LWDA), we are aware of only four PAGA settlements involving non-

20

disclosure agreements and other employer gag rules.1 I have personal knowledge of each

21

settlement.
a.

22

Lai v. Binary Capital et al., Case No. 17-CIV-02882 (San Mateo Superior

23

Court) concerned non-disclosure and non-disparagement provisions in employment agreements

24

required by a venture capital firm. (The firm imploded after women, in violation of their NDAs,

25

disclosed information about a male founder’s inappropriate conduct). Our firm represented the

26
Note that a settlement involving an illegal NDA, in Barnes v. Energy Recovery Inc., Case No.
3:16-cv-00477-EMC, was approved by this Court in 2016, but it only involved the dismissal of
the individual PAGA claim pursuant to an individual settlement agreement, and expressly had no
res judicata effect. (See October 17, 2016 Order (Dkt # 127)).
1

27
28

-4BAKER DECL. ISO MOTION FOR APPROVAL OF PAGA SETTLEMENT / CASE NO. 3:20-CV-3710-EMC

Case 3:20-cv-03710-EMC Document 80-2 Filed 09/30/21 Page 5 of 89

1

plaintiff. There were only nine employees (excluding the founders), who worked 125 pay periods

2

during the PAGA period. The settlement required the employer to pay close to $500 per pay

3

period, or more than $6,750 per employee, in gross civil penalties. The settlement also enjoined

4

the founders from seeking to enforce the NDAs and advised the PAGA group members of their

5

rights under California law. The settlement was approved by the superior court on August 28,

6

2020.
b.

7

Rosetta v. Paycom Software LLC, Case No. 2:19-cv-08994 (C.D. Cal.),

8

concerns employment agreements and policies, including (but not limited to) gag rules, that the

9

plaintiff alleges violates numerous provisions of California law. The case also concerns run-of-

10

the-mill wage and hour violations (e.g., misclassification claims). Our firm represents the

11

plaintiff. There are approximately 226 PAGA group members. The settlement requires the

12

employer to pay about $80.00 per pay period, or $2,212 per employee, in gross civil penalties.

13

The settlement also requires the employer to revise its employment agreements and policies so

14

they comply with the law and to provide the aggrieved employees of notice of their rights. The

15

district court granted preliminary approval of the settlement on August 13, 2021. The final

16

approval hearing is scheduled for December 2021.
c.

17

According to the complaint, Moniz v. Adecco, Case No. 17CIV01736 (San

18

Mateo Superior Court), concerns the non-disclosure agreements of a staffing firm’s permanent

19

employees. Our firm represents a PAGA Representative whose claims the employer alleges are

20

extinguished by the settlement of the Moniz case. According to the settlement, there are more

21

than 61,000 PAGA group members. The parties did not provide pay period information, but the

22

per employee penalty amount is about $630 for each permanent employees and $41.00 for each

23

temporary employee. Both a PAGA representative and the LWDA objected to the PAGA

24

settlement. The superior court approved the settlement on November 22, 2019, and the approval

25

order was appealed. Oral argument is currently scheduled for October of 2021.
Litigation to Date

26
27
28

5.

This case has been hard fought. It essentially began in August 2019, when

Plaintiff filed her first PAGA notice. While the lawsuit was not filed until June 2020, this is
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1

because the parties mediated in January 2020 and continued to engage in settlement negotiations

2

during the first half of that year. After Plaintiff filed her lawsuit, Juul litigated aggressively with

3

extensive motion practice, on the one hand, and the resistance to responding to discovery, on the

4

other.

5

6.

The discovery Juul has provided was obtained only after considerable time and

6

expense. It consists of more than 28,000 pages of documents, responses to multiple sets of

7

requests for admission and special interrogatories, and hit reports of Hamilton’s email box. This

8

discovery supports Plaintiff’s claims. For purposes of settlement discussions, I have assumed that

9

additional discovery also would support Plaintiff’s claims.

10

7.

The parties resumed settlement negotiations only after the Court’s rulings on

11

Juul’s second motion to dismiss, the form of the protective order, and the resolution of various

12

discovery disputes.
Maximum Exposure, Case Value, and Settlement Recommendation

13
14

8.

I calculated the maximum exposure for Plaintiff’s PAGA claims through August

15

27, 2021 by first multiplying the number of PAGA Group Members by $20,000 for the alleged

16

Labor Code § 98.6 and 1102.5 violations. I then add $100 for each member’s first pay period for

17

each alleged violation of Labor Code §§ 96(k), 232.5, 432.5, 1101, and 1102, and $200 for each

18

subsequent pay period, for these five Labor Code sections. Using these calculations, the

19

maximum exposure amount is $97,489,000. If I add the dismissed claims under Labor Code §§

20

232 and 1197.5 to the calculation, the maximum exposure leaps to $123,489,600.

21

9.

For the reasons detailed in the motion for approval, it is unlikely that Plaintiff

22

would ultimately recover that amount. In addition to the significant legal issues with respect to

23

the manner in which PAGA penalties are calculated, there is also the fact that Juul Labs appears

24

to have responded to Plaintiff’s lawsuit by implementing a new NDA, and to this Court’s ruling

25

on its second motion to dismiss by implementing a new Code and Policies. These changes may

26

well entitle Juul to a significant reduction in the mandatory penalties.

27
28

10.

I see this as a strong case, and I am confident Plaintiff ultimately will succeed at

trial. But it is well-established that attorneys are biased towards their own case. If I am wrong on
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1

the subject of liability, Plaintiff and the State could recover no penalties and receive no injunctive

2

relief.

3

11.

Also even assuming, as I do, that Juul ultimately will be held liable in this case,

4

continued litigation means continued delay in obtaining: (1) important changes to Juul’s existing

5

Gag Rules, and (2) affirmative notice to employees of their right to whistle blow, speak, and

6

compete, notwithstanding any NDA or other Gag Rule to the contrary. I place a very high value

7

on this programmatic relief. While continued litigation ultimately may result in greater penalties,

8

I think it is appropriate to discount the penalties to obtain the certainty of a substantial recovery

9

for the State and the programmatic relief set forth in the settlement: Namely, the release of Juul’s

10

current and former employees from the illegal obligations imposed by Juul’s NDAs and other

11

Gag Rules.

12
13

I declare, under penalty of perjury that the foregoing is true and correct. Executed on
September 30, 2021, in San Francisco, California.

14
_______________________________
Chris Baker

15
16
17
18
19
20
21
22
23
24
25
26
27
28
-7-
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EXHIBIT B
CONFIDENTIALITY AND INVENTIONS ASSIGNMENT AGREEMENT
This CONFIDENTIALITY AND INVENTIONS ASSIGNMENT AGREEMENT (the “Agreement”) is
entered into by and between Juul Labs, Inc., a Delaware Corporation (the “Employer”), including all current
or future parents, subsidiaries, affiliates, and/or successors (known collectively as the “Company”), and the
undersigned employee (“Employee”). Nothing herein creates an employment relationship between
Employee and the Employer’s current or future parents, subsidiaries, affiliates, and/or successors.
RECITALS
WHEREAS, during the course of Employee’s employment with the Employer, Employee
acknowledges and agrees that Employee will have access to, or be acquiring, Confidential Information of
the Company (as defined in Section 2(b) below) and Trade Secrets of the Company (as defined in Section
2(c) below);
WHEREAS, Employee acknowledges and agrees that the Confidential Information and Trade
Secrets constitute valuable assets of the Company that provide the Company a competitive advantage in
the marketplace (as described in Section 2(a) below), and deserve stringent legal protection;
WHEREAS, during the course of Employee’s employment, and during the period in which
Employee is recruited and/or hired by the Employer, Employee acknowledges and agrees that Employee
may receive from the Company valuable knowledge, experience and technical training and assistance that
will place Employee in a position of confidence and trust with and will materially aid Employee in establishing
and maintaining substantial relationships with specific prospective or existing customers, vendors, suppliers
and other external partners of the Company;
WHEREAS, during the course of Employee’s employment, Employee acknowledges and agrees
that the support furnished to Employee by the Company will enable Employee to establish goodwill with the
Company’s customers, vendors, competitors, and the general public, which is a valuable asset and
legitimate business interest of the Company and deserves stringent legal protection;
WHEREAS, Employee acknowledges that the Employer would not employ Employee without
Employee’s agreeing to be bound by the restrictions contained in this Agreement;
WHEREAS, Employee agrees that during Employee’s employment with the Employer, Employee
shall devote attention and energy to the diligent performance of Employee’s duties as is necessary for the
highest reasonable performance thereof;
WHEREAS, Employee represents and warrants that, as of the start of Employee’s employment
with the Employer, Employee has fully disclosed and otherwise is not subject to any pre-existing contractual
or other legal obligation with any person, company, or business enterprise, which could, in any way, impede
Employee’s employment with the Employer, or Employee’s providing services to the Company. In particular,
Employee represents that Employee is not bound by any agreement, understanding or other obligation with
or to any person or entity (including, without limitation, any non-competition agreement) that prohibits
Employee from accepting or continuing Employee’s employment by the Employer and fully performing all
of Employee’s duties for the Employer. Employee further represents and warrants that Employee has not
brought and shall not bring onto the Company’s premises, or use in the course of Employee’s employment
with the Employer, any confidential or proprietary information of any person, company, or business
enterprise to whom Employee previously provided services. Employee acknowledges that the Employer
has instructed Employee not to bring or use any confidential or proprietary information of any other person,
company, or business enterprise in the course of Employee’s employment with the Employer;
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WHEREAS, Employee shall not engage in any other business activities during Employee’s
employment with the Employer without the prior written consent of the Employer. In particular, during
Employee’s employment with the Employer, Employee agrees not to work for or assist, whether or not for
profit or personal gain, any of the Company’s competitors or engage in any business or activity that is
similar to or competes directly or indirectly with the Company or is inconsistent with the best interests of the
Company or that would interfere with Employee’s ability to work for the Employer on a full-time basis, absent
prior written approval from the Employer;
WHEREAS, Employee shall comply with the fiduciary duty of loyalty, good faith and fair dealing
and shall (a) promptly disclose to the Employer all business opportunities that are presented to Employee
in Employee’s capacity as an officer or employee of the Employer that are of a similar nature to the
Company’s existing business or a type of business the Company is currently developing, and (b) not usurp
or take advantage of any such business opportunity; and
NOW, THEREFORE, as an inducement to and in consideration of Employee’s acceptance of
employment but without any obligation on the Employer’s part to continue such employment for any
specified period, and/or Employee’s access to the Company’s Confidential Information and/or Trade
Secrets, Employee agrees to protect and maintain the confidentiality of the Company’s valuable assets and
legitimate business interests in accordance with the terms and conditions set forth below.
1.
Recitals. The above recitals are true and correct and are incorporated herein by reference
for all purposes as if set forth fully herein.
2.

Confidentiality Covenant.

(a)
Nondisclosure of Confidential Information and Trade Secrets. The parties
acknowledge that during the period in which Employee is employed by the Employer (the “Employment
Period”), and during the period in which Employee is recruited and/or hired by the Employer, Employee
shall use, receive, have access to, conceive or develop Confidential Information (as defined in Section 2(b)
below) and Trade Secrets (as defined in Section 2(c) below). Employee covenants and agrees that during
the Employment Period and at all times thereafter, Employee shall not—except (i) with the prior written
consent of the Company’s Board of Directors (the “Board”), which consent shall be granted or denied at the
Board’s sole and absolute discretion; (ii) if acting solely for the benefit of the Company in connection with
the Company’s business and in accordance with the Company’s business practices and policies; or (iii) in
accordance with Section 2(e)below—at any time, disclose, divulge, report, download, transmit, store,
transfer or use, for any purposes whatsoever, any such Confidential Information and Trade Secrets.
Employee recognizes that such Confidential Information and Trade Secrets represent valuable assets of
the Company and, accordingly, their protections are required to ensure the effective and successful conduct
of the Company’s business.
(b)
Confidential Information. “Confidential Information” means all of the following
non-public and otherwise legally protectable materials and information that Employee observes, uses,
receives, has access to, conceives or develops or has observed, used, received, had access to, conceived
or developed, in whole or in part, in connection with Employee’s employment with the Employer:
i.
All inventions, discoveries, software (including, without limitation, both
source code and object code), models, drawings, photographs, specifications, trademarks, formulas,
patterns, devices, research, product plans, developments, conceptions, processes, formulas, technology,
designs, engineering, hardware configuration information, compilations and all other proprietary know-how
and technology, whether or not patentable or copyrightable, and all copies and tangible embodiments of
any of the foregoing, and that have been or will be created for the Company by Employee, whether alone
or with others;
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ii.
The names and information relating to customers and prospective
customers of the Company and/or persons, firms, corporations or other entities with whom Employee has
contact on behalf of the Company or to whom any other employee of the Company has provided goods or
services at any time, including contact persons, addresses and phone numbers, their characteristics and
preferences and the types of services provided to or received from those customers and prospective
customers;
iii.
The terms of various agreements between the Company and any third
parties, including, without limitation, the terms of customer agreements, vendor or supplier agreements,
lease agreements, advertising agreements, fee arrangements, terms of dealing and the like;
iv.
Any data or database, algorithms or processes, or other confidential
business information compiled by the Company, including, but not limited to, customer lists; customer
information; information concerning any business in which the Company contemplates becoming engaged;
any company with which the Company engages in business; any customer, prospective customer or other
person, firm or corporation to whom or which the Company has provided goods or services or to whom or
which any employee of the Company has provided goods or services on behalf of the Company; or any
compilation, analysis, evaluation or report related to the Company’s business concerning or deriving from
any data or database;
v.
All business policies, procedures, strategies and techniques regarding the
services performed by the Company or regarding the marketing and sales of the Company, either oral or
written. The Company’s internal corporate policies and practices related to its services, price lists, fee
arrangements and terms of dealings with customers or potential customers or vendors. Information relating
to formulas, records, research and development data, trade secrets, processes, other methods of doing
business, forecasts and business and marketing plans;
vi.
Any other business information, data, know-how or knowledge of a
confidential or proprietary nature observed, used, received, accessed, conceived or developed by
Employee in connection with Employee’s employment by the Employer, including, but not limited to, the
Company’s methodologies, marketing and sales practices, price strategies, price lists, costs and quantities
sold; financial and sales information, including, but not limited to, the Company’s financial condition,
business interests, initiatives, objectives, plans or strategies; and performance of investments, funds or
portfolio companies, including any “track record” or other financial performance information or results;
vii.
Personnel information (which includes, but is not limited to, internal
information regarding organizational charts and budgets or costs of individual departments), which
Employee is permitted to use for lawful purposes only; and
viii.
All other non-public information regarding: the amount and nature of the
capital and assets owned or controlled by, or net worth of, the Company and/or any of the Company’s
shareholders, members, partners, employees or investors; the investments made, directly or indirectly, by
the Company (including, but not limited to, any partnerships, corporations or other entities in which the
Company may invest and the assets which any of those entities acquires); the expected or actual rates of
return or holding periods of any investment by the Company; the respective interest in any investment of
any of its shareholders, members, partners or investors or the manner in which those interests are held;
the identities of the other persons or entities who participate in any investment made by the Company; and
financial statements, projections, budgets and market information.
ix.
Nothing in this Agreement or in any policy of Employer limits any right
Employee may have to discuss with anyone terms, wages, and working conditions of employment (except
to the extent that the working conditions themselves are a Trade Secret, as defined below), or to engage
in Protected Activity, as protected by applicable law. For purposes of this Agreement, “Protected Activity”
means disclosure of information which Employee has reasonable cause to believe constitutes a violation
of a state or federal statute, or a violation of or noncompliance with a local, state, or federal rule or
regulation, and/or filing a claim, charge or complaint, or otherwise disclosing relevant information to or
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communicating, cooperating, or participating with, any state, federal, or other governmental administrative
body or agency, including, but not limited to, the Securities and Exchange Commission, the Equal
Employment Opportunity Commission, U.S. Department of Labor, the National Labor Relations Board, and
the Office of Federal Contract Compliance Programs, but does not include the disclosure of any of the
Company’s attorney client privileged communications. Employee understands that nothing in this
Agreement prohibits Employee from engaging in any Protected Activity. Employee understands that
Employee is not required to obtain prior authorization from the Employer or to inform the Employer prior to
engaging in any Protected Activity.
(c)
Trade Secrets Defined. “Trade Secrets” shall include, but not be limited to,
information regarding formulas, processes or methods that: (i) derive independent economic value, actual
or potential, from not being generally known to or readily ascertainable by proper means, by other persons
who can obtain economic value from its disclosure or use; and (ii) is the subject of reasonable efforts by
the Company to maintain its secrecy. “Trade Secrets” shall also include all other information or data that
qualifies as a trade secret under applicable law.
(d)

Use and Return of Confidential Information and Trade Secrets.

i.
Employee agrees that, except for Employee’s engagement in the ordinary
course of business for purpose of advancing the Company’s interests, under no circumstances and at no
time shall Employee take any of the Confidential Information and Trade Secrets from the Company’s
premises or remove, copy or download from the Company’s servers (physical or cloud-based), and that
under no circumstances and at no time shall Employee duplicate any of the Confidential Information and
Trade Secrets, in whole or in part, without the express written permission of the Board, which may be
granted or denied in the Board’s absolute discretion. Nothing in this Agreement shall be construed to
prevent Employee from voluntarily disclosing any information to the SEC or disclosing information as set
forth in Section 2(b)(ix) in accordance with the terms of Section 2(e).
ii.
Employee agrees that, upon termination of employment with the
Employer, Employee shall return to Company all such Confidential Information and Trade Secrets, which
are in Employee’s possession in hard copy form, and agrees to permanently purge all electronic versions
of the Company’s Confidential Information and Trade Secrets in Employee’s possession.
iii.
Employee acknowledges that all documents, in hard copy or electronic
form, received, created or used by Employee in connection with Employee’s employment with the Employer
are and will remain the property of the Company. Employee agrees that Employee shall return all such
documents (including all paper and electronic copies) promptly upon the termination of Employee’s
employment, shall certify that no other documents remain in Employee’s possession, and agrees that,
during or after Employee’s employment, Employee will not, under any circumstances, disclose those
documents to anyone outside the Company or use those documents for any purpose other than the
advancement of the Company’s interests, without the written consent of the Board.
(e)
Defend Trade Secrets Act Immunity Notice. Pursuant to the Defend Trade
Secrets Act of 2016, non-compliance with the disclosure provisions of this Agreement shall not subject
Employee to criminal or civil liability under any Federal or State trade secret law for the disclosure of a
Company trade secret: (i) in confidence to a Federal, State or local government official, either directly or
indirectly, or to an attorney in confidence solely for the purpose of reporting or investigating a suspected
violation of law; (ii) in a complaint or other document filed in a lawsuit or other proceeding, provided that
any complaint or document containing the trade secret is filed under seal; or (iii) to an attorney representing
Employee in a lawsuit for retaliation by the Company for reporting a suspected violation of law or to use the
trade secret information in that court proceeding, provided that any document containing the trade secret
is filed under seal and Employee does not disclose the trade secret, except pursuant to court order.
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3.

Inventions Assignment.

(a)
Attached hereto as Exhibit A is a list describing all inventions, original works of
authorship, developments, improvements, and trade secrets which were made by Employee prior to
Employee’s employment with the Employer (collectively referred to as “Prior Inventions”), which belong to
Employee, which relate to the Company’s proposed business, products or research and development, and
which are not assigned to the Employer hereunder; or, if Exhibit A is left blank, Employee hereby represents
that there are no such Prior Inventions. If in the course of Employee’s employment with the Employer,
Employee incorporates into a Company product, process, or machine a Prior Invention owned by Employee
or in which Employee has an interest, the Employer is hereby granted and shall have a nonexclusive,
royalty-free, irrevocable, perpetual, worldwide license to make, have made, modify, use, sell, offer to sell,
and import such Prior Invention as part of or in connection with such product, process, or machine.
(b)
Employee covenants and agrees that all right, title and interest in any Confidential
Information and Trade Secrets developed in whole or in part by Employee (whether solely or jointly with
others) within the scope of this Agreement are, shall be and shall remain the exclusive property of the
Employer and shall be and hereby are vested in and assigned, transferred and conveyed by Employee to
the Employer. Employee agrees that Employee shall promptly disclose to the Employer all Confidential
Information and Trade Secrets developed in whole or in part by Employee (solely or jointly with others)
within the scope of this Agreement. In relation to Employee’s employment or the performance of this
Agreement, Employee has created or may create (solely or jointly with others) certain work product for the
Company that may be copyrighted or copyrightable under the laws of the United States. To the extent that
any such work product is created, Employee will be considered to have created a Work Made for Hire as
defined in 17 U.S.C. § 101, and the Employer shall have the sole right to the copyright therein. In the event
that any such work product created by Employee does not qualify as a Work Made for Hire, Employee
hereby assigns, transfers and conveys the copyright and all rights, throughout the world, in and to the work
product to the Employer, as provided for in subsection (iii) below. Employee agrees that Employee shall
turn over to the Employer all physical manifestations of the Confidential Information and Trade Secrets in
Employee’s possession or under Employee’s control at the request of the Employer.
(c)
Employee agrees that Employee shall assist the Employer, or its designee, at the
Employer’s expense, in every proper, desirable or necessary way to secure the Employer’s rights in the
work product (including Confidential Information and/or Trade Secrets) and any rights relating thereto in
any and all countries, including the disclosure to the Employer of all pertinent information and data with
respect thereto, the execution of all applications, specifications, oaths, assignments and all other
instruments which the Employer shall deem proper, desirable or necessary in order to apply for, register,
obtain, maintain, defend, and enforce such rights and in order to assign, transfer and convey to the
Employer, its successors, assigns, and nominees the sole and exclusive rights, title and interest in and to
such work product and any rights relating thereto, and testifying in a suit or other proceeding relating to
such work product and any rights relating thereto. Employee further agrees that Employee’s obligation to
execute or cause to be executed, when it is in Employee’s power to do so, any such instrument or papers
shall continue after the termination of the Employment Period. In connection with Employee’s execution of
this Agreement, Employee confirms that Employee has granted, and hereby grants, to the Employer an
irrevocable power of attorney designating and appointing the Employer’s duly authorized officer as
Employee’s agent and attorneys in fact, should Employee become unable because of Employee’s mental
or physical incapacity or for any other reason, to sign any documents with respect to any work product
including, without limitation, permitting the Employer to apply for or pursue any application for any United
States or foreign patents or copyright registrations covering such work product. In connection with such
power of attorney, Employee permits the agent to act for and in Employee’s behalf and stead to execute
and file any papers, oaths and to do all other lawfully permitted acts with respect to such work product with
the same legal force and effect as if executed or done by Employee.
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4.
Non-Solicitation Covenant. Employee agrees that, during the Employment Period and
for a period of twelve (12) months following termination of Employee’s employment with the Employer for
any reason whatsoever, whether such termination is voluntary or involuntary, Employee will not directly or
indirectly use any Trade Secrets of the Company to solicit, induce, recruit or influence, or attempt to solicit,
induce, recruit or influence, or attempt to influence in any manner whatsoever any employee of the
Company to terminate, divert or diminish their relationship with the Company in favor of employment with
an entity or person other than the Company. For purposes of this section, the term “any employee of the
Company” shall mean an employee of the Company with whom Employee interacted or had substantial
contact during the twenty-four (24) month period immediately preceding Employee’s separation date and
with respect to whom Employee would be in the position to trade on Employee’s goodwill, which Employee
generated during employment with the Employer, and shall not include individuals providing only secretarial
or clerical services to the Company (“Covered Employees”). This Non-Solicitation Covenant shall apply
only where the prospective hiring entity or person is engaged in a business that is competitive with the
business of the Company. This Non-Solicitation Covenant explicitly covers all forms of oral, written, or
electronic communication, including, but not limited to, communications by email, regular mail, express
mail, telephone, fax, text, instant messaging, and social media, including, but not limited to, Facebook,
LinkedIn, Instagram, Twitter, Slack, WhatsApp, WeChat and any other social media or messaging platform,
whether or not in existence at the time of entering into this Agreement, but shall not apply to communications
that are not specifically targeted at the Covered Employees (e.g., a general, public job posting on LinkedIn).
5.
Reasonableness. Employee acknowledges that, in the course of Employee’s association
with the Company, Employee will acquire Confidential Information and Trade Secrets concerning the
Company’s business that could be used to the detriment of the Company. Accordingly, the parties hereby
agree that the period, scope and geographical areas of restriction imposed upon Employee by the
provisions of this Agreement are fair and reasonable and are reasonably required for the protection of the
Company. Employee represents to the Company that Employee’s experience and capabilities are such
that the provisions of this Agreement will not prevent Employee from earning a livelihood during or after the
Employment Period. Employee further warrants and represents that because the services rendered by
Employee are special, unique or extraordinary, enforcement of the restrictions of this Agreement is
necessary to protect the goodwill of the Company. In the event that any part of this Agreement shall be
held to be unenforceable or invalid, the remaining parts hereof shall nevertheless continue to be valid and
enforceable as though the invalid portions were not a part hereof.
6.

Enforcement.

(a)
The parties expressly agree and understand that the remedy at law for any breach
of this Agreement above will be inadequate and that damages flowing from such breach may not be
measured in monetary terms and would cause irreparable harm. Accordingly, the parties agree that upon
a violation of any provision of this Agreement, the non-breaching party shall be entitled to obtain from any
court of competent jurisdiction immediate injunctive relief and obtain a temporary order and/or injunction
restraining any threatened or further breach. The parties expressly waive any security that might otherwise
be required in connection with such relief. Nothing in this Section 6 shall be deemed to limit either party’s
remedies at law or in equity for any breach of any of the provisions of this Agreement. Availability of any
other remedy shall not preclude a party from enforcing the restrictions of this Agreement or its entitlement
to injunctive relief for violation thereof. Employee acknowledges and agrees that the provisions of this
Agreement may be enforced by the Company or any successor or assign of the Company.
(b)
Employee agrees that the Company may also enforce the provisions relating to
Employee after Employee’s termination from employment as described in Sections 2 through 4 of this
Agreement.
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7.
Toll Period. In the event Employee violates any provision of this Agreement as to which
there is a specific time period during which Employee is prohibited from taking certain actions or from
engaging in certain activities, as set forth in such provision, then, to the maximum extent permitted by
applicable law, Employee’s violation shall toll the running of such time period from the date of the violation
until the violation shall cease, and shall extend the time period set forth in this Agreement so long as
Employee remains in violation.
8.
Cooperation. Employee agrees that, during and after the Employment Period, Employee
will cooperate fully with and make himself/herself readily available to the Company to assist in connection
with any matter that Employee worked on or is working on during the Employment Period, or with any
internal or external investigation, litigation or potential litigation, or any other actual and/or potential claim
or demand (collectively, “proceeding”) – whether formal or informal – involving the Employer, its
subsidiaries, affiliates, employees, officers, or directors, and as to which Employee has, or may have,
knowledge. Employee understands and agrees that this cooperation includes, but is not limited to, making
himself/herself available to the Company and its attorneys upon reasonable notice for interviews and factual
investigations; appearing at the Company’s request to give testimony; providing to the Company pertinent
information; and turning over all relevant documents to the Company that are or may come into Employee’s
possession or control. In the event Employee is subpoenaed or otherwise served with process, Employee
shall promptly notify the Employer, through its Chief Legal Officer, and afford the Company (directly or
through counsel) an opportunity to participate in any deposition or other such proceedings to the extent
permitted by law.
9.
Succession, Assignment and Enforceability. This Agreement shall be binding upon
and shall inure to the benefit of the Company and its successors and assigns; it may be assigned by the
Company in its discretion and without Employee’s consent and neither a formal assignment nor notice to
Employee shall be required. This Agreement shall also be binding upon Employee and shall inure to
Employee’s benefit and to the benefit of Employee’s heirs, executors, administrators and legal
representatives. Employee’s duties and obligations hereunder are personal and shall not be assignable or
delegable by Employee in any manner whatsoever.
10.
Attorneys’ Fees. If any legal action or other proceeding is brought by the Company or
Employee for the enforcement of this Agreement, or because of an alleged dispute, breach, default or
misrepresentation in connection with any provision of this Agreement, the prevailing party in such legal
action or other proceeding shall be entitled to recover from the other party reasonable attorneys’ fees, sales
and use taxes, court costs and all expenses even if not taxable as court costs (including, without limitation,
all such fees, taxes, costs and expenses incident to arbitration, appellate, bankruptcy and post-judgment
proceedings), incurred in that action or proceeding, in addition to any other relief. Attorneys’ fees shall
include, without limitation, paralegal fees, investigative fees, administrative costs, sales and use taxes and
all other charges billed to a party by its attorneys.
11.
At-Will Employment. Employee acknowledges that this Agreement does not grant, imply,
give or create any rights to employment by the Employer and, unless otherwise provided in another writing
executed by an authorized officer of the Employer and Employee, Employee is free to resign at any time,
for any reason or no reason, and, similarly, the Employer is free to terminate Employee’s employment at
any time, for any or no reason, with or without notice.
12.
Non-Waiver. The failure or delay of the Company at any time to require performance by
Employee of any provision of this Agreement or to seek redress against Employee or any other employee
for any specific breach or threatened breach of this Agreement, even if known, shall not operate or be
construed as a waiver by the Company of its rights to require performance of that provision or to exercise
any right or remedy hereunder. Any waiver by the Company of any breach of any provision of this
Agreement shall not be construed as a waiver of the provision itself, or a waiver of any right or remedy
under this Agreement. No notice to or demand on Employee in any case shall, of itself, entitle Employee
to any other or further notice or demand in similar or other circumstances.
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13.
Integration/Severability. Except for any written employment agreement or a Mutual
Agreement to Arbitrate signed by Employee and the Employer, this Agreement, including its Exhibits A
through C, represents the entire agreement of the parties with respect to the subject matter covered;
furthermore, this Agreement supersedes any and all prior written or oral agreements of the parties with
respect to the subject matter covered, and cannot be modified except in writing, signed by both parties.
Each party acknowledges and agrees that in deciding to enter into this Agreement such party has relied
exclusively upon the contents hereof, and not upon any statements made by or on behalf of Employee or
the Employer. The conduct of the parties without such written amendment shall in no event be utilized to
construe that any such amendment has been made. If any part of this Agreement is deemed to be
unenforceable by an arbitrator or a court of law, that part may be severed or reformed so as to make the
balance of this Agreement enforceable. In the event that the provisions of this Agreement relating to the
area of restriction, the period of restriction, or the scope of restriction shall be deemed to exceed the
maximum area, period of time or scope that a court of competent jurisdiction would deem enforceable, said
area, period of time and scope shall, for purposes of this Agreement, be deemed to be the maximum area
or period of time or scope that a court of competent jurisdiction would deem valid and enforceable.
14.
Arbitration. Each of the parties to this Agreement agrees that any suit, action or other
legal proceeding arising out of or relating to this Agreement shall be subject to binding private arbitration
pursuant to the Mutual Agreement to Arbitrate between Employee and the Employer, in the event that an
enforceable agreement exists. In the event that an enforceable Mutual Agreement to Arbitrate between
Employee and the Employer does not exist, the following procedures in this Section 14 shall apply, except
as otherwise set forth below. In such event, both Employee and the Employer acknowledge that (a)
arbitration pursuant to this Agreement shall be the sole and exclusive means of resolving any claims
between them arising out of or relating to this Agreement (except as provided in Sections 2(b)(ix) and 6
above) and (b) they are relinquishing their right to a jury trial.
(a)
Claims Not Covered by this Section. Nothing in this Section 14: (1) prohibits
either party from filing or pursuing relief through a court action for any provisional remedy, including a
temporary restraining order or preliminary injunction, when available under Applicable Law (as defined
below); (2) covers claims which, under Applicable Law, are not subject to or are excluded from arbitration;
or (3) restricts Employee’s right to file administrative charges or claims with any government agency (where
Applicable Law prohibits the parties from restricting an employee’s ability to file such claims), provided that
the parties still agree to resolve any underlying claims in arbitration pursuant to this Section 14 to the fullest
extent permitted by Applicable Law.
(b)
Class/Collective Action Waiver. The parties agree that neither party will assert
or participate in any collective or class actions as to claims covered by this Agreement, and the parties
agree to waive their right to bring or participate in (including opting in to) any such collective or class action.
This class and collective action waiver does not apply to a representative action brought under California’s
Private Attorneys General Act or any similar state law, and, to the extent such claims are brought, the
parties agree to stay those claims in court pending the resolution of any arbitrable claims to the maximum
extent allowed by law.
(c)
Arbitration Rules and Location. The arbitration shall be administered by JAMS
in accordance with the JAMS Employment Arbitration Rules & Procedures, which, as of the date of this
Agreement, are available at http://www.jamsadr.com/rules-employment-arbitration. The Employer will
supply Employee with a printed copy of those rules upon written request. The arbitration shall be conducted
by a single arbitrator who shall be licensed to practice law and experienced in employment law and/or trade
secret misappropriation law (the “Arbitrator”) and selected under the JAMS Rules. The arbitration shall
take place in the county (or comparable governmental unit) in which Employee is or was last employed by
the Employer, unless the parties agree in writing to a different location. If JAMS does not have an office in
the county (or comparable governmental unit) in which Employee is or was last employed by the Employer
and is unwilling to conduct an arbitration in such location, then the arbitration will be administered by the
American Arbitration Association (“AAA”) by a single arbitrator who shall be licensed to practice law and
experienced in employment law and/or trade secret misappropriation law using the AAA Employment
Arbitration Rules and Mediation Procedures (either the JAMS Employment Arbitration Rules & Procedures
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or the AAA Employment Arbitration Rules and Mediation Procedures, as applicable, are referred to herein
as the “Applicable Rules”). In any arbitration, the burden of proof shall be allocated as provided by the
Applicable Rules. The Arbitrator’s decision shall be final and binding upon the Parties and subject to review
and/or appeal solely to the extent provided for by Applicable Law (as defined below).
(d)
Applicable Law. The Federal Arbitration Act governs the interpretation and
enforcement of this arbitration provision. If the Federal Arbitration Act is inapplicable for any reason (as
determined by the Arbitrator solely to the extent permitted by law), then the arbitration law of the state in
which Employee is or was last employed by the Employer shall apply. For claims subject to arbitration, the
Arbitrator shall apply substantive and procedural Federal law, the law of the state in which Employee is or
was last employed by the Employer, or both, as applicable (collectively referred to herein as “Applicable
Law”). With the exception of this arbitration provision, this Agreement shall, for all purposes, be governed
by, construed, controlled, interpreted and enforced in accordance with and under the laws of the state of
Employee’s current or most recent primary work location, without regard to that state’s choice of law rules.
(e)
Arbitration Fees/Costs. If Employee initiates a claim, Employee will be required
to pay an initial case management fee pursuant to the Applicable Rules. The balance of the administrative
fees and costs unique to arbitration shall be allocated as provided for in the Applicable Rules and under
Applicable Law. Each party shall pay its own attorneys’ fees and other costs, if any. If, however, a party
prevails on a statutory claim that affords the prevailing party attorneys’ fees and costs (or if there is a written
agreement between the parties that provides for the prevailing party to be awarded attorneys’ fees and
costs), the Arbitrator may award reasonable attorneys’ fees and costs to the prevailing party in accordance
with Applicable Law. Any dispute as to the reasonableness of any such fees or costs shall be resolved by
the Arbitrator.
(f)
Consideration. Employee and the Employer agree and acknowledge that this
Agreement is supported by good and valuable consideration, including the parties’ mutual agreement to
arbitrate all disputes, claims, and controversies between them arising out of or relating to this Agreement,
Employee’s receipt of Trade Secrets and/or Confidential Information of the Company hereunder, and/or
Employee’s at-will employment (or the continuation thereof) with the Employer.
15.
Exhibits B and C. The attached Exhibits B and C set forth additional or substitute
provisions applicable only if Employee works in California, Illinois, Minnesota, New Jersey, North Carolina,
South Carolina or Washington.
16.
Notice. All notices, requests, consents and other communications required or permitted
by this Agreement shall be in writing and shall be delivered by hand, fax, overnight delivery service, or
certified first class mail, if to the Employer: attention Chief Legal Officer, at Juul Labs, Inc., 560 20th Street,
San Francisco, CA 94107; if to Employee: to the then-current address of Employee known by the Employer.
Any such notice, request, consent or other communication shall be deemed given and shall be effective
upon delivery at such address.
17.
Required Notice by Employee. Employee agrees that Employee shall notify any
prospective employer of the existence and nature of this Agreement. If Employee fails to make this required
disclosure, the Employer shall have the right to provide such notice to Employee’s subsequent employer(s).
18.
Acknowledgment. Employee acknowledges that Employee understands the terms and
conditions set forth in this Agreement, INCLUDING, WITHOUT LIMITATION, THE ARBITRATION
PROVISION CONTAINED IN SECTION 14 OF THIS AGREEMENT, and has had adequate time to
consider whether to agree to them and to consult a lawyer or other advisor, if Employee wished to do so.
19.
Counterparts. This Agreement may be executed in any number of counterparts (including
electronically), each of which shall be an original, and all of which together shall constitute on and the same
instrument.
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IN WITNESS WHEREOF, this Agreement shall become effective and binding as of the date on
which this Agreement first becomes fully executed by Employee and the Employer.
EMPLOYEE

JUUL LABS, INC.

{{CANDIDATE_SIGNATURE}}
{{LEGAL_FIRST_NAME}} {{LEGAL_LAST_NAME}}
{{CANDIDATE_SIGNATURE_DATE}}
Date

Monika Fahlbusch
Chief People Officer
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EXHIBIT A TO CIAA
LIST OF PRIOR INVENTIONS
Title

Date

Identifying Number or Brief Description

No inventions or improvements
Additional sheets attached

By: {{CANDIDATE_SIGNATURE}}
{{LEGAL_FIRST_NAME}} {{LEGAL_LAST_NAME}}
Date: {{CANDIDATE_SIGNATURE_DATE}}
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EXHIBIT B TO CIAA
EMPLOYEES IN CALIFORNIA
All defined terms used in this Exhibit B shall have the same meaning as set forth in the Agreement.
For only those Employees whose primary work location is California:
The provisions contained below shall apply in addition to Section 3(a)-(c) contained in the
Agreement:
3(d). It is agreed and acknowledged that the provisions of this Agreement requiring assignment of
Employee’s rights in an invention (described in the preceding sections) to the Employer do not apply to any
work product which qualifies fully under the provisions of California Labor Code Section 2870, which states
as follows:
(a) Any provision in an employment agreement which provides that an employee shall
assign, or offer to assign, any of his or her rights in an invention to his or her employer shall
not apply to an invention that the employee developed entirely on his or her own time
without using the employer’s equipment, supplies, facilities, or trade secret information
except for those inventions that either:
(1) Relate at the time of conception or reduction to practice of the invention to the
employer’s business, or actual or demonstrably anticipated research or development of the
employer; or
(2) Result from any work performed by the employee for the employer.
(b) To the extent a provision in an employment agreement purports to require an employee
to assign an invention otherwise excluded from being required to be assigned under
subdivision (a), the provision is against the public policy of this state and is unenforceable.
Employee covenants that he or she will advise the Employer promptly in writing of any inventions
that he or she believes meet the criteria in California Labor Code Section 2870 and not otherwise disclosed
on Exhibit A.
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EXHIBIT C TO CIAA
EMPLOYEES IN SOUTH CAROLINA, ILLINOIS, MINNESOTA, NEW JERSEY, NORTH CAROLINA OR
WASHINGTON
All defined terms used in this Exhibit C shall have the same meaning as set forth in the Agreement.
For only those Employees whose primary work location is South Carolina, Illinois, Minnesota, New
Jersey, North Carolina or Washington:
1.
South Carolina. Employees whose primary work location is in South Carolina are subject
to the Non-Disclosure of Confidential Information and Trade Secrets restriction contained below, which shall
apply and govern in lieu of Section 2(a) contained in the Agreement:
2(a).
Nondisclosure of Confidential Information and Trade Secrets. The parties hereto acknowledge
that during the period in which Employee is employed by the Employer (the “Employment Period”), and
during the period in which Employee is recruited and/or hired by the Employer, Employee shall use, receive,
have access to, conceive or develop Confidential Information (as defined in Section 2(b) below) and Trade
Secrets (as defined in Section 2(c) below). Employee covenants and agrees that during the Employment
Period, and during the two (2) year period following termination of Employee’s employment with the
Employer for any reason whatsoever, whether such termination is voluntary or involuntary, Employee shall
not—except (i) with the prior written consent of the Company’s Board of Directors (the “Board”), which
consent shall be granted or denied at the Board’s sole and absolute discretion; (ii) if acting solely for the
benefit of the Company in connection with the Company’s business and in accordance with the Company’s
business practices and policies; or (iii) in accordance with Section 2(e)below—at any time, disclose, divulge,
report, download, transmit, store, transfer or use, for any purposes whatsoever, any such Confidential
Information and Trade Secrets. The geographic scope of this restriction shall be: (i) the United States, if
Employee’s role and/or job duties and responsibilities are limited to the United States; (ii) a region, if
Employee’s role and/or job duties and responsibilities are limited to a region (e.g., North America), or (iii)
the globe, if Employee’s role and/or job duties and responsibilities include global work. Employee
recognizes that such Confidential Information and Trade Secrets represent valuable assets of the Company
and, accordingly, their protections are required to ensure the effective and successful conduct of the
Company’s business.
2.
Illinois, Minnesota, New Jersey, North Carolina or Washington. For Employees whose
primary work location is in Illinois, Minnesota, New Jersey, North Carolina or Washington, the
provisions contained below shall apply in addition to Section 3(a)-(c) contained in the Agreement:
3(d). It is agreed and acknowledged that the provisions of this Agreement requiring assignment of
Employee’s rights in an invention (described in the preceding sections) to the Employer do not apply to an
invention for which no equipment, supplies, facilities or trade secret information of the Company was used
and which was developed entirely on Employee’s own time, unless (a) the invention relates to (i) the
business of the Company, or (ii) the Company’s actual or demonstrably anticipated research or
development, or (b) the invention results from any work performed by Employee for the Employer.
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No single Code of Conduct can anticipate every situation or answer every question that
may arise. We are counting on you to ask for help and guidance when necessary.
Learn More: GCP Section 1.
Training

The Company requires all Juul Labs Personnel to participate in and complete the
training necessary to understand the requirements and processes detailed in the Code
& Policies, so they may ethically perform their duties.
Learn More: GCP Section 1.1 .
Speaking Up

Juul Labs encourages a culture of reporting concerns and suspected violations of our
Code & Policies, any of our SOPs, and any applicable laws. Our commitment to
compliance and integrity includes speaking up when we should. It can take courage to
raise concerns about possible wrongdoing. Juul Labs' Code & Policies are there to
support you in doing so, and give you trust and confidence in how we will listen to and
act upon your concerns.
If you are unsure where to go to ask questions, uncomfortable about using one of the
other resources identified in our Code & Policies, or wish to raise a concern anonymously,
use the Compliance Hotline. Juul Labs Personnel can submit a report online at
www.Juullabs.ethicspoint.com or call 1.844.681.1090 for U.S. employees.
Nothing in this Code of Conduct, the Global Compliance Policies, or any other Company
policy is intended to prohibit, restrict, or dissuade Juul Labs Personnel from engaging in
activities protected by applicable law.
Learn More: GCP Section 1.2 and GCP Section 1.6.

Marketing, Sales & Other Company Communications
Juul Labs is fully committed to ensuring that all of our communications are accurate,
truthful, and directed to appropriate audiences (including existing adult smokers), while
guarding against the reach of our communications to underage and non-nicotine users.
In furtherance of this commitment, Juul Labs Personnel must ensure that all external
Company Communications (defined in GCP Section 2.1 ) that involve more than a
neutral, passing reference to the Company or its products, staff, policies, research,
relationships, or competitors, comply with the Company's detailed policies and
procedures.
While specific rules and processes apply to different categories of external
communications-whether marketing and advertising, retail and promotional activities,
or interactions with stakeholders-all of these communications are subject to the same
rigorous standards and must be approved before dissemination, with only limited
exceptions.
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Supply Chain Management
Juul Labs seeks to work only with suppliers who share our commitment to compliance
and integrity. Whom we choose to work with in our supply chain and how our partners
and suppliers operate affects our reputation and our business. When selecting a new
supplier or reevaluating a current one, Juul Labs Personnel must ensure that the
supplier agrees to comply with our principles and requirements. On an ongoing basis,
we must be alert to anything that could compromise our standards.
Learn More: GCP Section 6.3 .

Workplace & Business Guidance
Internal Communications
The public's trust in Juul Labs is important to the long-term sustainability of our
business. To build and maintain this trust, all of our internal communications and
records-whether in a formal or informal capacity-must be truthful and accurate. To
ensure accuracy, we ask that you avoid exaggeration, guesswork, or
mischaracterizations of people or companies in your internal Company communications,
from informal emails to formal presentations.
Learn More: GCP Section 7.2.
Personal Use of Social Media
In order to ensure that communications regarding the Company's products, research,
and competitors are accurate, truthful, directed to an appropriate audience, and comply
with any applicable regulations, personal posts on external social media that include
more than a neutral, passing reference to the Company's products, research, or
competitors are prohibited without first obtaining the necessary approvals set forth in
Section 2. Juul Labs Personnel may, however, engage in Protected Activity as detailed
in Section 1.6 without obtaining prior authorization or informing Juul Labs.
Learn More: GCP Sections 1.6, g, and 7.3.
Conflicts of Interest
Juul Labs Personnel must be free from all conflicts of interest, or, where conflicts of
interest arise, be able to manage such conflicts properly at all times. A conflict of
interest occurs when your personal interests interfere with the interests of the Company.
Personal and professional relationships are often deeply interconnected. Yet while we
expect some overlap, it may become a conflict if your personal relationships or interests
make it difficult to perform your job objectively and effectively. We encourage all Juul
Labs Personnel to discuss with the Legal & Compliance Department any potential
conflicts before they arise.
Learn More: GCP Section 7.4.
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Juul Labs Global Compliance Policies
1. Compliance & lntegrity 1
1.1. Training
1.1 .1. Training is an important part of ensuring Juul Labs Personnel are familiar
with, and adhere to, this Code & Policies and all applicable federal, state, and local
regulations. Not only do Juul Labs Personnel better themselves through training,
but the Company as a whole gets better. Training provides Juul Labs an
opportunity to ensure that all employees share the same vision for, and
understanding of, the Company's goals and expectations. Company-mandated
trainings are a shared experience that ensures all Juul Labs Personnel can safely
and ethically perform their duties.
1.1.2. All Juul Labs Personnel must participate in any training that is appropriate
to their roles and responsibilities. Completion of any Company-mandated training
is required and any failure by Juul Labs Personnel to complete and document
trainings in a timely manner may result in disciplinary action.

1.2. Speaking Up
1.2.1. Our commitment to compliance and integrity includes speaking up when
we should. No single Code of Conduct or Policy can anticipate every situation or
answer every question that may arise. We want you to speak up if you are not
sure how to handle a situation and to seek guidance when you have a question.
Juul Labs provides all its employees, at every level of the organization, with
access to colleagues who can answer questions, solve problems, and provide
advice.
1.2.2. We are counting on you to raise a concern if you witness or become
aware of any suspected unethical behavior, questionable accounting, violations of
the law, or violations of the Code & Policies, or any other Juul Labs policy or SOP
by any Juul Labs Personnel, vendors, contractors, or business partners. Ignoring a
potential ethics and compliance issue can enable a relatively small problem to
grow into a large problem, causing harm to your fellow employees and the
Company. Under no circumstance should Juul Labs Personnel overlook actual or
potential wrongdoing.
1.2.3. If you have a good-faith concern regarding conduct that you reasonably
believe may be a suspected violation, we encourage you to promptly take one or
more of the following actions:

1

This Section provides all of Juul Labs' policies on Compliance & Integrity but, where applicable, additional,
more detailed Company procedures for implementation of the policies can be found below in the Schedule
of Policies & Procedures .
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1.2.3.1. Discuss the situation with your manager, the head of your
department, or Human Resources.
1.2.3.2. If you are uncomfortable speaking with the individuals listed above
or believe that your concern has not been handled properly, you may also
contact the Head of Human Resources, the Chief Legal Officer, or any other
member of the Legal & Compliance Department.
1.2.3.3. To the extent a potential issue or practice involves the Executive
Team or the Chief Legal Officer, you may report your concern to Juul Labs'
Board of Directors.
1.2.3.4. You may also report your concern anonymously by contacting the
Compliance Hotline at www.Juullabs.ethicspoint.com or 1.844.681.1090 for
U.S. employees.
1.2.4. All recipients of reports regarding suspected violations must promptly
notify the Chief Legal Officer.
1.2.5. If you are aware of any suspected violations and do not report them, your
inaction may be considered a violation itself, which may result in disciplinary
action, up to and including termination of your employment or working relationship
with Juul Labs.
1.2.6. We investigate reports of suspected misconduct, as appropriate. The
Legal & Compliance Department has trained employees in the functions
necessary to investigate your concerns. Juul Labs' internal standards govern all
internal investigations.
1.2.7. Juul Labs does not tolerate retaliation against anyone who makes a goodfaith report of suspected misconduct or otherwise cooperates with an investigation
of suspected misconduct. If you believe that you have been subject to conduct
constituting retaliation for having reported a potential violation or for having
participated in an investigation relating to a potential violation, please immediately
report the alleged retaliation to your manager, Department Head, Head of Human
Resources, the Chief Legal Officer, or any other member of the Legal &
Compliance Department.
1.2.7.1. Retaliation-including any form of adverse action, discipline,
threats, or intimidation-is cause for appropriate disciplinary action, up to and
including termination of employment.
1.2.8. Juul Labs provides a mechanism for the Company to be made aware of
any alleged wrongdoings and address them as soon as possible, and the
Company encourages you to speak up. However, nothing in this Policy is intended
to prevent any Juul Labs Personnel from engaging in Protected Activity, as
detailed in Section 1.6.
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1.5.3.2. Internal policies and procedures, guided by the principles in the
Code & Policies that provide a foundation for compliant actions and behavior.
1.5.3.3. A comprehensive employee training program with ongoing training
sessions that are designed to be engaging, challenging, and tailored to the
key risks that employees face on an ongoing basis.
1.5.3.4. Periodic after-the-fact audits to verify that all Juul Labs'
advertisements, promotions, and other external communications meet the
requirements detailed in the Code & Policies.
1.5.3.5. An open reporting environment where employees are encouraged
to report any ethics or compliance matters without fear of retaliation, and swift
investigations of any potential compliance violation that is raised through any
means of reporting.
1.5.3.6. A centralized human resources function, comprised of locally
compliant processes and procedures for management of human
resources-related issues, including implementation of locally compliant
standards for pre-hire screening of employees; a process to screen existing
employees prior to promotion to select roles where they may be exposed to
finance and/or corruption-related risks; and implementation of a global new
hire compliance training module for all employees.
1.5.3.7. A centralized third-party management platform that provides a
mechanism for screening certain third parties that the Company engages.
1.5.3.8. Regular compliance risk assessment processes-including with the
assistance of outside legal counsel-focused on country and third-party risk,
with the results used to remediate potential issues and identify opportunities
for continuous improvement of the compliance program.
1.5.3.9. A Compliance Steering Committee that meets quarterly, and
regional committees that meet monthly, to ensure compliance monitoring, and
associated proactive efforts, are effectively and appropriately managing areas
of actual or potential risk.

1 .6. Protected Activity
1.6.1. None of the Company's policies or procedures are intended to prohibit,
restrict, or dissuade Juul Labs Personnel from engaging in activities protected by
state or federal law (collectively referred to as "Protected Activity"). You are not
required to obtain prior authorization from Juul Labs or to inform Juul Labs prior to
engaging in any Protected Activity.
1.6.1.1. Protected Activity may include, but is not limited to: (i) discussing or
disclosing terms, wages, or other working conditions of employment (except
where the working conditions themselves constitute a trade secret); (ii) raising
complaints about working conditions for their own and their fellow employees'
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mutual aid or protection; (iii) disclosing information when Juul Labs Personnel
have reasonable cause to believe that the violation of a federal or state
statute, or a violation of or noncompliance with a local, state, or federal rule or
regulation, has occurred; and/or (iv) filing a claim, charge, or complaint, or
otherwise disclosing relevant information to or communicating with,
cooperating with, or participating in an investigation or proceeding by any
state, federal, or other governmental administrative body or agency.
1.6.1 .2. Protected Activity does not include the disclosure of any of Juul
Labs' attorney-client privileged communications.
1.6.2. A report to law enforcement, regulatory, or administrative agencies may
be made instead of, or in addition to, a report directly to Juul Labs.
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2. Marketing, Sales & Other Company Communications 2
2.1. Section 2 details the rules and processes that govern external communications, of
any sort, that involve more than a neutral, passing reference to the Company or its
products, staff, policies, research, relationships, or competitors (referred to as
"Company Communications").
2.2. While specific rules and processes apply to brand marketing and advertising
(Section 2.8), retail and promotional activities (Section 2.9). and interactions with
stakeholders (Section 2.10), all external Company Communications must be approved
in accordance with the processes detailed in this section before dissemination.
2.3. The policies detailed below are intended to be comprehensive, but they may not
cover every situation. Where no other internal approval process applies, the external
communication must be approved in writing by the Chief External Affairs Officer or
designee, in consultation with the Legal & Compliance Department.
2.4. Before engaging in an external communication covered by Section 2, Juul Labs
Personnel must be aware of the requirements for approved communications in the
jurisdiction to which the communication is directed. Juul Labs Personnel must abide by
any applicable local or regional Company policies, in addition to any applicable laws
and regulations.
2.5. Guiding Principles
2.5.1. Company Communications must be fair, complete, accurate, truthful, and
directed to an appropriate audience; Company Communications may not mislead
or misinform, either by inclusion or omission.
2.5.2. Unless and until jurisdictions authorize or permit marketing JUUL Products
as reduced-risk or reduced-exposure products, the Company is committed to
marketing its products in these jurisdictions with an emphasis on cost,
convenience, and other benefits unrelated to health. The Company does not
promote JUUL Products as presenting a lower risk of tobacco-related disease or
as less harmful than other tobacco products, or as helpful in reducing nicotine
dependency, except where authorized or otherwise permitted by relevant
regulatory authorities.
2.5.3. Core to Juul Labs' mission is the principle that underage people should not
use or have access to our products, and non-nicotine users should not begin using
our products, which are intended for use by adult smokers only; our marketing and
sales efforts must be consistent with that intention. Our products-including their
packaging and labeling-must therefore be carefully designed to target and appeal
to adult smokers, while guarding against reach and appeal to those underage.

2

This Section provides all of Juul Labs' policies on Marketing, Sales, & Other Company Communications
but, where applicable, additional, more detailed Company procedures for implementation of the policies
can be found below in the Schedul e of Polici es & Procedures.
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2.5.4. Juul Labs complies with all regulations concerning labeling, packaging,
and advertising of JUUL Products. Anyone acting on Juul Labs' behalf in marketing
and promotion activities must follow the Code & Policies and any applicable laws,
regulations, and SOPs.
2.6. Scope
2.6.1. All Company Communications, whether written, oral, electronic, or hard
copy, are subject to Section 2 and must go through the appropriate internal
approval procedures.
2.6.1.1. This requirement includes any external communications made by
Juul Labs Personnel when communicating on behalf of the Company that
involve more than a neutral, passing reference to the Company or its
products, staff, policies, research, relationships, or competitors-regardless of
whether these communications involve the personal use of a Company
computer or email address, or a personal speaking engagement.
2.6.1.2. This requirement further includes any communication over which
Juul Labs Personnel exercise any influence or control-even when the
communication will not be issued directly or indirectly by the Company.
2.6.2. Despite the broad scope of Section 2, its requirements are not intended to
prevent legitimate and well-informed discussions in relation to informal, day-to-day
business activities, nor to inhibit the proper and appropriate exchange of
information when Juul Labs Personnel act as nominated Company representatives
on professional or similar bodies.
2.6.2.1. The requirements of Section 2 regarding internal approvals do not
apply to communications Juul Labs Personnel have with each other, as well
as with any Third Party Partner, when such communications are a reasonable
and necessary part of day-to-day business activity (e.g., email, handwritten
notes, phone calls) and are consistent with individual roles and authority.
2.6.2.2. Even when a business communication is not subject to internal
approval, all Juul Labs Personnel must ensure their communications are
appropriate and comply with all other applicable policies and SOPs and the
Juul Labs Employee Handbook. All communications are subject to external
scrutiny, including disclosure in litigation and other proceedings.
2.6.3. The requirements of Section 2 do not apply to communications made by
Juul Labs Personnel in a purely personal capacity, when the communications
contain no more than a neutral, passing reference to the Company or its products,
staff, policies, research, relationships, or competitors.
2.6.4. This policy is not intended to prohibit, restrict, or dissuade Juul Labs
Personnel from engaging in Protected Activity, as detailed in Section 1.6. You are
not required to obtain prior authorization from Juul Labs or to inform Juul Labs
prior to engaging in any Protected Activity.
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2.9.2.

Events

2.9.2.1. Juul Labs may occasionally fund or sponsor events that will have
content consistent with Juul Labs' policies for promotional activities, including
content related to ENDS products. Juul Labs Personnel must comply with any
and all applicable laws for all engagements of Juul Labs corporate
sponsorship, including ensuring that any sponsored events are consistent
with the Company's mission. Sponsorships must be approved in accordance
with Section 7.5 and Section 7.7, and any applicable policies and procedures.
2.9.3.

Sampling

2.9.3.1. Juul Labs Personnel may not offer or promote the sampling of
JUUL Products without prior written approval from the Legal & Compliance
Department.
2.9.3.2. Any sampling of JUUL Products for business purposes or potential
retailer customers must be consistent with internal policies and FDA or other
relevant regulatory authority restrictions on sampling. Where paid product
sampling is permitted, it must comply with all federal, state, and local
regulations.
2.9.3.3. Juul Labs Personnel and Third Party Partners must also ensure
appropriate measures are employed to safeguard against underage use,
including conducting stringent age verification and ensuring individuals
conducting the sampling are of legal purchasing age.
2.9.3.4. Sampling venues must be selected to appeal to Juul Labs' target
audience of adult smokers, and appropriate measures must be taken to
ensure that underage people and non-smokers are not sampling JUUL
Products.
2.9.4.

Speaking Engagements

2.9.4.1. Juul Labs Personnel must obtain approval from the Corporate
Communications Department to take part in discussions in a public forum, or
other external speaking engagements, as a representative of Juul Labs or in
relation to their position as a Juul Labs employee.
2.9.4.2. Juul Labs Personnel may participate in speaking engagements that
are likely to involve Company Communications, only with the prior written
approval of the Chief External Affairs Officer. Scientific, technical, and medical
communications must receive additional internal approvals, as required by
applicable policies and procedures in Section 2 and relevant SOPs.
2.9.4.3. When Juul Labs Personnel take part in discussions in a public
forum as a representative of Juul Labs or in relation to their position as a Juul
Labs employee, they must ensure their participation accords with all
applicable Company policies and procedures and laws, rules, and
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regulations, and that any responses provided do not contradict Company
statements. Juul Labs Personnel must also make clear that their opinions are
their own and do not necessarily reflect the position of the Company. This
policy is not intended to restrict the rights of Juul Labs Personnel to engage in
Protected Activity, as detailed in Section 1.6.
2.9.5.

Communication with Underage Audiences

2.9.5.1. Juul Labs guards against underage exposure, in any form, to our
Company. Juul Labs Personnel are strictly prohibited from any direct
communication with underage audiences on topics that pertain to ENDS or
Juul Labs. This includes creating educational materials or participating in
speaking engagements intended to prevent underage use.
2.9.5.2. Juul Labs Personnel invited to any business or professional event
that risks the presence of an underage audience must contact the Corporate
Communications Department and the Legal & Compliance Department.
2.1 a.Stakeholder Communications & Relationships
2.10.1. Health Care Professionals
2.10.1.1. Communications & Interactions
2.10.1 .1 .1.
Any information that Juul Labs Personnel provide
Health Care Professionals must be clear, accurate, balanced, fair, and
complete. The information may not mislead by distortion, exaggeration,
undue emphasis, omission or in any other way. The information must
be based on relevant evidence and reflect that evidence clearly; every
effort should be made to avoid ambiguity.
To ensure the information provided to Health Care
2.10.1 .1 .2.
Professionals satisfies the Company's internal policies and applicable
law, only approved Juul Labs Personnel may interact or communicate
with Health Care Professionals on behalf of Juul Labs regarding health
care topics associated with or related to the Company or JUUL
Products.
2.10.1.1.3.
Those Juul Labs Personnel authorized to
communicate with Health Care Professionals must do so only in
accordance with the Company's detailed policies and procedures.
2.10.1 .1 .4.
Juul Labs strictly enforces limits on gifts, meals, and
other activities with Health Care Professionals in accordance with
Section 7.5 and Section 7.7. These limits are intended to reinforce the
principle that a Health Care Professional's care of patients should be
based, and should be perceived as being based, solely on each
patient's medical needs and the Health Care Professional's medical
knowledge, experience, and judgment.
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4. Regulators & Policymakers 4
4.1. Juul Labs takes a principled approach to working with Government Officials
regarding issues that may affect us or our customers. Therefore, only Juul Labs
Personnel authorized by the Chief Legal Officer or Chief Regulatory Officer may
communicate with governmental, regulatory, non-governmental, or other public bodies
on behalf of the Company.
4.2. Communications with governments, non-governmental organizations, and other
public bodies that inform or influence public policy are managed only by specific
functions, including Government Affairs, Regulatory Affairs, and Scientific Affairs.
4.3. Global Government Affairs
4.3.1. Participation in political, legislative, and regulatory processes at all levels
of government, in a responsible way, is important for our business, our employees,
our shareholders, our adult consumers, our trade partners, and our industry. In
doing so, we must always act with integrity, transparency, and accountability.
4.3.2. Juul Labs Personnel must understand the legal, ethical, and reputational
risks and issues when participating in political, legislative, and regulatory
processes on behalf of the Company. Only authorized persons may interact with
Government Officials on behalf of Juul Labs, and these authorized persons must,
at all times, comply with the applicable laws, regulations, and Juul Labs policies
and procedures.
4.3.3.

Lobbying Policy

4.3.3.1. Juul Labs actively and transparently engages with Government
Officials in all jurisdictions where we do business, or might do business, on a
wide-range of issues that impact the Company. As we participate in the
political, legislative, and regulatory processes, Juul Labs will never apply, or
attempt to apply, improper influence on any Government Official.
4.3.3.2. Lobbying is broadly defined as any attempt to influence government
action, including political, legislative, and administrative action, through any
form of direct or indirect communications with Government Officials, but does
not include engaging in Protected Activity, as detailed in Section 1.6. The
Company endeavors to fully comply with the lobbying laws and regulations in
each jurisdiction in which we carry out lobbying activities. At all times, Juul
Labs interactions with Government Officials must be designed to be in full
compliance with the letter and spirit of applicable lobbying laws and
regulations. Whether lobbying is direct or indirect, it is highly scrutinized. Even

4

This Section provides all of Juul Labs' policies on Regulators & Policymakers but, where applicable,
additional, more detailed Company procedures for implementation of the policies can be found below in the
Schedule of Polici es & Procedures.
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unintended violations can result in damage to our reputation, loss of business
opportunities, and civil and criminal penalties.
4.3.3.3.

Company Lobbying Activities

4.3.3.3.1. Only authorized Juul Labs Personnel may engage in
lobbying on behalf of the Company. Further, prior to engaging in any
lobbying activity on behalf of Juul Labs, authorized Juul Labs
Personnel must consult with both the Legal & Compliance Department
and the Government Affairs team.
4.3.3.3.2. Regulated lobbying activities vary from jurisdiction to
jurisdiction and may cover many types of activities, including:
4.3.3.3.2.1. Communications with Government Officials
serving or employed by the legislative branch of a government
that attempt to influence the introduction, consideration, or
passage of legislation;
4.3.3.3.2.2. Communications with Government Officials
serving or employed by the executive branch of a government
that attempt to influence administrative, regulatory, or
enforcement policies and decisions; and
4.3.3.3.2.3. Communications with a third party for purpose of
influencing government action by encouraging that third party to
communicate directly with Government Officials serving or
employed by the legislative or executive branches of a
government.
4.3.3.3.3. Lobbying activities by or on behalf of Juul Labs can trigger
registration and reporting requirements for both the individual who is
lobbying and the Company. Failure to comply with applicable lobbying
registration and reporting obligations can result in civil and criminal
penalties and reputational harm. Authorized Juul Labs Personnel and
authorized external lobbyists acting on behalf of Juul Labs must
comply with all applicable registration and reporting requirements.
External lobbyists may not engage in any lobbying activity until: (i) a
written contract has been approved by the Legal & Compliance
Department, (ii) the contract has been executed by both parties; and
(iii) all applicable registration requirements have been met.
4.3.3.4.

Personal Lobbying Activities

4.3.3.4.1. If Juul Labs Personnel desire to engage in lobbying on a
personal matter or issue unrelated to the Company, they must notify
the Legal & Compliance Department to ensure there is no known
conflict of interest with the Company. Juul Labs Personnel are not,
however, required to notify the Legal & Compliance Department or
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obtain prior authorization from Juul Labs prior to engaging in Protected
Activity, as detailed in Section 1.6.
4.3.3.4.2. Once approved by the Legal & Compliance Department, Juul
Labs Personnel must be clear that they are lobbying in their own
personal capacity and not on behalf of Juul Labs. Personal lobbying
must be done during an employee's personal time and with only
personal resources.
4.3.4.

Regulatory Policy

4.3.4.1. The Company maintains strict federal, state, and local regulatory
policies that apply in a variety of circumstances, including those related to
acquiring approvals and maintaining registrations in different jurisdictions.
Juul Labs Personnel must abide by any applicable local or regional regulatory
policies and SOPs, in addition to any applicable laws and regulations.
4.3.5.

Political Contributions

4.3.5.1. Juul Labs supports Political Committees through Political
Contributions that (i) are consistent with Company objectives, (ii) are in
furtherance of a government relations strategy, and (iii) help build or
strengthen relationships with elected officials in support of Juul Labs' mission.
Political Contributions must not be part of any lobbying activity or conditioned
in any way on any current, continued, or future legislative or executive action
or inaction.
4.3.5.2. All contributions (receipts and expenditures) and related political
activities by the Juul Labs Employees Political Action Committee ("JLE PAC")
are governed by the JLE PAC By-Laws as well as applicable federal and state
campaign finance laws and regulations. The JLE PAC Board of Directors is
responsible for the administration of JLE PAC in consultation with the Legal &
Compliance Department. Eligible Juul Labs Personnel are encouraged to
contact JLE PAC for more information. For any questions regarding JLE PAC,
please contact jlepac@juul.com .
4.3.5.3.

Company Contributions

4.3.5.3.1. All Political Contributions must be requested by authorized
members of the Government Affairs team. No contractor, consultant, or
third party may make a Political Contribution at the behest of Juul Labs
or seek reimbursement from Juul Labs for making a Political
Contribution.
4.3.5.3.2. Juul Labs and Juul Labs Personnel must never promise,
make, or withhold a Political Contribution or engage in a pattern of
giving Political Contributions that: (a) violate applicable law; (b)
influence or reward conduct of a Government Official; (c) cause a
Government Official to violate an official duty or fiduciary responsibility;
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or (d) create the appearance of corruption or impropriety. In addition, a
Political Contribution must not confer a personal or family benefit or be
made with the expectation of any favor or return benefit for any Juul
Labs Personnel, consultant, or agent-with the exception of tickets,
admission, or promotional items connected to an event directly related
to the requested Political Contribution, such as a candidate fundraiser.
4.3.5.3.3. All Political Contributions must be submitted through the
Political Contribution System or similar software system for review and
approval by authorized members of the Government Affairs team, the
Legal & Compliance Department, and the Chief Regulatory Officer or
designee. All submissions must include a copy of an invoice from the
Political Committee that includes the full name of the Political
Committee and the amount being requested.
4.3.5.3.4. All Political Contributions must be approved in accordance
with the Company's Global Delegation of Authority Matrix.
4.3.5.3.5. All monetary Political Contributions approved under this
policy must be issued by a check and must be accompanied by a
transmittal letter. Copies of the transmittal letter and check are to be
provided to the Chief Regulatory Officer or designee and the Legal &
Compliance Department.
4.3.5.3.6. All in-kind Political Contributions approved under this policy
must be acknowledged by a letter from the authorized member of
Government Affairs, in consultation with the Legal & Compliance
Department, and sent to the recipient Political Committee within 48
hours of the in-kind Political Contribution. The letter must describe the
in-kind Political Contribution and provide the fair market value of the
Political Contribution.
4.3.5.3.7. At least annually, the Chief Compliance Officer or designee
must monitor or audit Political Contributions to ensure adherence to
this policy.
4.3.5.4.

Personal Contributions

4.3.5.4.1. Juul Labs respects the right of Juul Labs Personnel to
participate in personal political activities and encourages employees to
do so on their personal time and with their personal resources. Juul
Labs Personnel may not use Company assets, property, or resources
to make personal Political Contributions or to engage in personal
political activities. This provision does not apply to the administration of
JLE PAC, including PAC communications, solicitations, enrollment,
contributions, and other corporate activities permitted by law.
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4.4. Government Inquiries & Investigations
4.4.1. If any government agency or regulatory authority requests Company
information from Juul Labs Personnel, the employee should immediately contact
the Legal & Compliance Department. Juul Labs Personnel should keep accurate
and complete records of any requests.
4.4.2. At the direction of the Legal & Compliance Department, Juul Labs
Personnel must respond to any government agency requests with honest and
accurate information and/or turn over the request to the Legal & Compliance
Department for handling and processing; provided, however, that nothing in this
section is intended to prohibit, prevent, or dissuade any Juul Labs Personnel from
engaging in Protected Activity, as detailed in Section 1.6.
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7. Workplace & Business Guidance7
7.1. At Juul Labs, we hold ourselves to a high standard of ethical conduct. We believe
that all duties and responsibilities must be performed with honesty, integrity, objectivity,
and diligence. We expect Juul Labs Personnel to exhibit professionalism in all matters
pertaining to Juul Labs' business, and to not engage in any illegal or improper activity.
We also hold Third Party Partners with whom we engage for supply of our product to a
similar standard, as outlined in the Juul Labs Third Party Compliance Manual.
7.2. Internal Communications
7.2.1. The public's trust in Juul Labs is important to the long-term sustainability
of our business. To maintain this trust, all of our internal communications and
business records, whether in a formal or informal capacity, must be truthful,
accurate, and not misleading.
7.2.2. All communications can be subject to external scrutiny, including
disclosure in litigation and other proceedings, and therefore all Juul Labs
Personnel must ensure that all of their communications are appropriate business
communications and comply with all the Code & Policies, any applicable SOPs,
and the Juul Labs Employee Handbook.
7.2.3. In all daily communications, Juul Labs Personnel should take the time to
be understandable and to not confuse facts with opinion. Should Juul Labs
Personnel need to hypothesize about a topic or express an opinion, they should
make it clear that is what is being done. Unless engaging in Protected Activity
(Section 1.6). Juul Labs Personnel should not make legal assessments or offer
legal opinions in what they write, unless they are members of the Legal &
Compliance Department. Juul Labs Personnel are encouraged to seek legal
advice from the Legal & Compliance Department if they have questions on a
compliance or other corporate legal issue.
7.2.4. Under no circumstance may any Juul Labs Personnel send confidential or
proprietary business information through any external messaging services (e.g.~
WhatsApp, Facebook Messenger), without the approval of the Legal &
Compliance Department.
7.2.5. To the extent Juul Labs Personnel use Slack (or any other internal
messaging platform or service) in their ordinary course of business, employees
must be mindful that while Slack communications may seem informal, the
Company's policies regarding business communications apply with equal force.
Juul Labs Personnel must therefore use the same care, caution, and etiquette in
Slack communications as in all other forms of written and oral communications.

7

This Section provides all of Juul Labs' policies on Workplace & Business Guidance but, where applicable,
additional, more detailed Company procedures for implementation of the policies can be found below in the
Schedule of Policies & Procedures .
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7.2.6. The Company will not tolerate discriminatory, harassing, defamatory, or
other illegal or inappropriate messages or materials sent by Juul Labs Personnel
in the course of their daily business communications, regardless of the written or
oral communication platform.
7.2.7. The requirements of this policy, for communications to be accurate and
consistent with Company policies and procedures, are not intended to prevent
legitimate and well-informed discussions in relation to informal, day-to-day
business activities, nor to inhibit the proper and appropriate exchange of
information when Juul Labs Personnel act as nominated Company representatives
on professional or similar bodies, nor to prevent Juul Labs Personnel from
engaging in Protected Activity, as detailed in Section 1.6. Any questions regarding
whether a particular communication is a Company Communication should be
referred to the Legal & Compliance Department.
7.3. Personal Use of Social Media
7.3.1. In order to ensure that communications regarding the Company's
products, research, and competitors are accurate, truthful, directed to an
appropriate audience, and comply with any applicable regulations, personal posts
on external Social Media-even when posted on private Social Media accountsmay not include more than a neutral, passing reference to the Company's
products, research, or competitors, unless the posts have been pre-approved in
accordance with the policies detailed in Section 2. Employees may, however,
engage in Protected Activity as detailed in Section 1.6 without obtaining prior
authorization or informing Juul Labs.
7.3.2. Juul Labs Personnel may not use any Company brand or other identifier
that is similar to a Company brand or trademark in personal Social Media handles.
Such use could reasonably confuse others into thinking that Juul Labs Personnel
are speaking on behalf of the Company or in a Company-approved capacity and is
strictly prohibited.
7.3.3. When referencing the Company in any Social Media post, Juul Labs
Personnel must express only their personal opinions and make clear that they are
not speaking on behalf of Juul Labs. It is best to include a disclaimer such as "The
postings on this site are my own and do not necessarily reflect the views of Juul
Labs."
7.3.4. Juul Labs Personnel may not use personal Social Media accounts to
advertise or promote the Company or any JUUL Products.
7.3.4.1. Juul Labs Personnel may, however, (i) repost, share, like, or
re-tweet content posted by the Company on its Twitter account feed, and (ii)
post official job postings from the Company.
7.3.5. The Company recognizes that Juul Labs Personnel are vital assets for
monitoring the Social Media landscape. If Juul Labs Personnel encounter
consumer complaints or specific issues regarding the Company or JUUL Products
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report any unauthorized use, disclosure, or misappropriation of any personal
information.
8.2.2. Juul Labs relies on honest and accurate recording and reporting of
information to make sound business decisions. It is important that Juul Labs
Personnel document and record business expenses accurately. It is entirely
possible that all business records and communications could at some point be
made public. Juul Labs requires employees to refrain from including exaggeration,
derogatory remarks, guesswork, or inappropriate characterizations of people or
companies in all business communications, from informal emails to formal
presentations.
8.3. Confidential Information
8.3.1. Disclosure of any Company Confidential Information (or information of any
third party to which Juul Labs owes a duty of confidentiality) is prohibited except as
expressly permitted in accordance with the Employee Confidential Information and
Invention Assignment Agreement or Confidentiality Agreement.
8.3.2. Confidential Information is fully defined in the above agreements, and
includes, but is not limited to, sensitive, non-public, proprietary, and financial
information. Confidential Information includes any information marked or intended
only for internal communication or use within the Company, and any other legally
protectable information obtained during the course of employment.
8.3.3. Juul Labs is a privately held company. The Company does not share or
discuss our Confidential Information or proprietary business information publicly.
That includes:
8.3.3.1.

Financial information of any sort;

8.3.3.2.

Design plans and new product development initiatives;

8.3.3.3.

Customer or consumer data; and

8.3.3.4. The Company's intellectual property, including any trademark,
copyrights, or other intellectual property.
8.3.4. In the course of business deals related to or on behalf of Juul Labs, Juul
Labs Personnel may be entrusted with sensitive and Confidential Information from
both internal and external sources. This includes non-public information that is
useful to competitors, including trade secrets and other legally protectable
confidential business information of Juul Labs, our customers, or our Suppliers.
Juul Labs Personnel must maintain confidentiality, even after their work with Juul
Labs ends. Juul Labs Personnel may not engage in trading of securities, including
the securities of other companies (such as publicly traded tobacco stocks) based
on material non-public information, including information about the Company or
any other publicly traded company. Additional information can be found in the Juul
Labs Employee Handbook.
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8.3.5. Juul Labs Personnel may not post on Social Media or communicate any
Company or third-party confidential or trade secret information or any material that
could violate financial disclosure rules. Such material includes, but is not limited to,
all confidential internal Company information including, without limitation, reports,
communications, information on upcoming deals, announcements about
embargoed material, earnings, forecasts, sales figures, or market share
information, strategies or policies on pricing, sales or marketing, information
regarding any of the Company's products and Confidential Information of partners
or potential partners.
8.3.6. This policy is not intended to prohibit, restrict, or dissuade Juul Labs
Personnel from engaging in Protected Activity, as detailed in Section 1.6.
8.4. Intellectual Property
8.4.1. Intellectual Property must not be used in any communications that are
unrelated to official Company business without prior approval from the VP of
Intellectual Property or their designee.
8.4.2. Employees may not disclose or use legally protectable confidential,
proprietary, or trade secret information of any Juul Labs client, customer, or other
entity with whom Juul Labs has a business relationship.
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10.

Compliance Resources

10.1. Juul Labs encourages a culture of reporting concerns and suspected violations of
any applicable law or the Company's Code & Policies or procedures. The first step is to
report concerns to your manager, or a member of the Legal & Compliance Department.
Managers also are required to further report any concerns brought to their attention. Any
suspected violation of the Code & Policies or procedures should ultimately be reported
to the Chief Legal Officer and/or the Chief Compliance Officer.
10.2. We hope that you feel comfortable discussing your concerns with your manager,
or a member of the Legal & Compliance Department. However, if you prefer to report an
ethical violation or concern anonymously, you may do so through Juul Labs' confidential
Ethics Hotline via the web at www.JuulLabs.ethicspoint.com or by phone at
1.844.681.1090 for U.S. personnel. If your situation requires that your identity be kept
secret, we will protect your anonymity, if possible. We do not permit retaliation of any
kind for good faith reports of potential violations. Juul Labs will fully investigate and take
action on any violations of law or Company Code & Policies or procedures. You are
obligated to cooperate in any investigation into violations of the Code & Policies.
10.3. While Juul Labs provides mechanisms for the Company to be made aware of any
alleged wrongdoings and address them as soon as possible, and the Company
encourages you to speak up, nothing in the Company's policies or procedures are
intended to prohibit, prevent, or dissuade any Juul Labs Personnel from engaging in
Protected Activity, including, but not limited to, reporting actual or potential violations of
law to law enforcement, regulatory, or administrative agencies, as detailed in Section
1.6. Such a report may be made instead of, or in addition to, a report directly to Juul
Labs.
10.4. Questions
10.4.1. Juul Labs provides all its employees, at every level of the organization,
with access to colleagues who can answer questions, solve problems, and provide
advice. If you have any questions or concerns, speak up.
10.4.2. If you have any questions about any of the Company's policies or
procedures, both inside and outside of the Code & Policies, contact the Legal &
Compliance Department for guidance.
10.5. Compliance Helpline
10.5.1. The confidential Compliance Hotline is available 24-hours-a-day, sevendays-a-week and is operated by an independent company to help us respond to
your concerns. If you are unsure where to go to ask questions, uncomfortable
about using one of the other resources identified in the Code & Policies, or wish to
raise a concern anonymously, use the Compliance Hotline. Juul Labs Personnel
can submit a report online at www.Juullabs.ethicspoint.com or, for Juul Labs
Personnel inside the U.S., call the Compliance Hotline at 1.844.681.1090.
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1
2
3
4
5
6
7

CHRIS BAKER, State Bar No. 181557
cbaker@bakerlp.com
DEBORAH SCHWARTZ, State Bar No. 208934
dschwartz@bakerlp.com
BAKER CURTIS & SCHWARTZ, P.C.
1 California Street, Suite 1250
San Francisco, CA 94111
Telephone: (415) 433-1064
Fax: (415) 366-2525

3/5/2020

Attorneys for Aggrieved & Injured Parties
PAOLA CORREA and BAKER CURTIS & SCHWARTZ, P.C.

8
IN THE SUPERIOR COURT OF THE STATE OF CALIFORNIA

9

COUNTY OF SAN MATEO

10
11
12

RACHEL MONIZ, on behalf of the State of
California and aggrieved employees,

13
Plaintiff,

14
15
16
17
18
19
20
21
22
23
24

vs.
ADECCO USA, INC., and DOES 1-50, inclusive,
Defendants.

Case No. 17CIV01736
DECLARATION OF
LWDA’S MICHAEL SMITH
IN SUPPORT OF AGGRIEVED AND
INJURED PARTIES PAOLA
CORREA AND BAKER CURTIS &
SCHWARTZ’S NOTICE OF
INTENTION AND MOTION TO
VACATE PURSUANT TO CCP §§
659(a)(2) AND 663a(a)(2) AND TO
VACATE JUDGMENT AS VOID
Assigned for All Purposes to
Hon. Marie S. Weiner
DATE: April 9, 2020
TIME: 11:00 a.m.
DEPT.: 2
Complaint Filed: April 18, 2017
Trial Date: vacated

25
26
27
28

SMITH DECLARATION IN SUPPORT OF NOTICE OF INTENTION, ETC.
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Budget Change Proposal - Cover Sheet
DF-46 (REV 08/17)
Fiscal Year
2019-20

Department
Department of Industrial Relations

Business Unit
7350

Budget Request Name
7350-110-BCP-2019-MR

Priority No.
1

Program

Subprogram

6105 - DIVISION OF LABOR STANDARDS
ENFORCEMENT
9900100 - DIVISION OF ADMINISTRATION

6105040 - FIELD ENFORCEMENT

Budget Request Description
PAGA Unit Staffing Alignment
Budget Request Summary
The Labor and Workforce Development Agency (LWDA) and the Department of Industrial Relations (DIR)
request 12.0 positions and $2.0 million in resources from the Labor and Workforce Development Fund for the
2019/20 fiscal year and $1.8 million ongoing to increase the department's capacity to review Private Attorneys
General Act (PAGA) cases.
This proposal will also make technical budgetary changes to transfer the oversight of the unit from the DIR
Director's Office to the Labor Commissioner's Office, who will act as LWDA's "designee" pursuant to Labor Code
2699.

Code Section(s) to be Added/Amended/Repealed

Requires Legislation

n

Yes

No

Does this BCP contain information technology (IT)
components? ^ Yes
• No
If yes, departmental

Chief Information Officer must sign.

Department CIO

Date

Ben Bonte

4/2/19

For IT requests, specify the project number, the most recent project approval document (FSR, SPR, S1BA,
S2AA, S3SD, S4PRA), and the approval date.
Project No. 7350-087

Project Approval Document: S I BA
Remaining levels delegated to DIR; M&C currently.

Approval Date: 06/24/16

If proposal affects another department, does other department concur with proposal?
• Yes
•
Attach comments of affected department, signed and dated by the department director or designee.
Prepared By
Michael Smith

Date
4/2/19

Reviewed By
Jill Garcia

Date
4/2/19

Department Director
Victoria Hassid

Date
4/2/19

Agency Secretary
Julie A. Su

Date
4/2/19

No

Department of Finance Use Only
Additional Review: •
PPBA

Capital Cutlay

•

Original Signed By
Danielle Brandon

ITCU •

FSCU •

CSAE

•

CALSTARS

•

Dept. of Technology

Date submitted
submitted to/the
tp/the Legislature

Program Funding

Program Summary

Total All Funds

Total State Operations Expenditures

Fund Source - State Operations
Labor and Workforce Development
• Fund

Fund Summary
1,822
$1,822
$1,822

1,972
$1,972
$1,972

$0
$0

$1,822

$1,972
$0

0

$353

$353
$503

$0

$1,822

$1,822

1,822

$1,822

1

1
103

Total Budget Request

19
6
13
17
24
4
169
48
52

0

936
$936

12.0
12.0

533
$1,469

BY+2
12.0
12.0

$1,822

$1,822

1,822

$1,822

$353

1

19
6
13
17
24
4
169
48
52

533
$1,469

936
$936

BY+3

12.0
12.0

$1,822

$1,822

1,822

$1,822

$353

1

19
6
13
17
24
4
169
48
52

533
$1,469

936
$936

BY+4

BR Name: 7350-110-BCP-2019-MR

19
6
13
17
24
4
169
48
52

19
6
22
17
24
4
169
48
91

0
0
0
0
0
0
0
0
0

Expenses and Equipment
- General Expense
- Printing
- Communications
- Postage
- Travel: In-State
- Training
- Facilities Operation
- Consolidated Data Centers
- Information Technology
- Non-Capital Asset Purchases Equipment
Total Operating Expenses and Equipment

533
$1,469

533
$1,469

0
$0

Total Staff Benefits
Total Personal Services

Operating
5301
5302
5304
5306
5320
5322
5324
5344
5346
5368

936
$936

936
$936

12.0
12.0

0
$0

12.0
12.0

BY+1

Salaries and Wages
Earnings - Permanent
Total Salaries and Wages

BY
0.0
0.0

CY

FY19

Personal Services
Positions - Permanent
Total Positions

Budget Request Summary

BCP Title: PAGA Unit Staffing Alignment

B C P Fiscal Detail Sheet
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6105040 - Field Enforcement
9900100 - Administration
9900200 - Administration - Distributed
Total All Programs
0
0
0
$0

1,972
-948
948
$1,972

1,822
-973
973
$1,822

1,822
-973
973
$1,822

1,822
-973
973
$1,822

1,822
-973
973
$1,822
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Office Techn (Typing) (Eff. 07-012019)
Info Tech S p e d (Eff. 07-01-2019)
Auditor 1 (Eff. 07-01-2019)
Legal Analyst (Eff. 07-01-2019)
Assoc Govtl Program Analyst (Eff. 0701-2019)
Atty (Eff. 07-01-2019)
Atty IV (Eff. 07-01-2019)
Investigator (Eff. 07-01-2019)
Dep Labor Commissioner 1 (Eff. 07-012019)
Dep Labor Commissioner III (Eff. 0701-2019)
Dep Labor Commissioner II (Eff. 0701-2019)

9536 ••

9504 •

9502 •

5778 ••
5780 ••
8610 ••

5393 •

1402 •4175 ••
5237 ••

1139 •

Office Techn (Typing) (Eff. 07-012019)
Info Tech Spec 1 (Eff. 07-01-2019)
Auditor 1 (Eff. 07-01-2019)
Legal Analyst (Eff. 07-01 -2019)
Assoc Govtl Program Analyst (Eff. 0701-2019)
Atty (Eff. 07-01-2019)
Atty IV (Eff. 07-01-2019)
Investigator (Eff. 07-01-2019)
Dep Labor Commissioner 1 (Eff. 07-012019)
Dep Labor Commissioner III (Eff. 0701-2019)
Dep Labor Commissioner II (Eff. 07-

Salaries and Wages

Total Positions

9536 •

9504 -

9502 •

5778 -•
5780 ••
8610 ••

5393 •

1402 -•
4175 ••
5237 •-

1139 •

Positions

Personal Services Details

BCP Title: PAGA Unit Staffing Alignment

CY

Min

0

0

0

0
0
0

0

0
0
0

0

BY

165

0

143

184
0
0

278

166
0
0

0

Salary Information
Mid

BY+1

Max

165

0

143

184
0
0

278

166
0
0

0

165

0

143

184
0
0

278

166
0
0

0

12.0

2.0

0.0

2.0

2.0
0.0
0.0

4.0

2.0
0.0
0.0

0.0

BY

BY+2

0.0

0.0

0.0

0.0

0.0
0.0
0.0

0.0

0.0
0.0
0.0

0.0

CY

165

0

143

184
0
0

278

166
0
0

0

12.0

2.0

0.0

2.0

2.0
0.0
0.0

4.0

2.0
0.0
0.0

0.0

BY+2

BY+3

12.0

2.0

0.0

2.0

2.0
0.0
0.0

4.0

2.0
0.0
0.0

0.0

BY+1

165

0

143

184
0
0

278

166
0
0

0

12.0

2.0

0.0

2.0

2.0
0.0
0.0

4.0

2.0
0.0
0.0

0.0

BY+4

BY+4

12.0

2.0

0.0

2.0

2.0
0.0
0.0

4.0

2.0
0.0
0.0

0.0

BY+3

BR Name: 7350-110-BCP-2019-MR
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$0

0
0
0
$0
$0

01-2019)
Total Salaries and Wages

Staff Benefits
5150350 - Health Insurance
5150600 - Retirement - General
5150900 - Staff Benefits - Other
Total Staff Benefits
Total Personal Services
57
275
201
$533
$1,469

$936

57
275
201
$533
$1,469

$936

57
275
201
$533
$1,469

$936

57
275
201
$533
$1,469

$936

57
275
201
$533
$1,469

$936
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POV
Year
Department
House
BR Name
Run Time
Last Data Refresh

FY19
7350
MR Working
7350-110-BCP-2019-MR
05/08/2019 01:21:31 PM
05/08/2019, 01:20 PM

Case 3:20-cv-03710-EMC Document 80-2 Filed 09/30/21 Page 58 of 89

Analysis of Problem
Case 3:20-cv-03710-EMC Document
80-2 Filed 09/30/21 Page 59 of 89
A. Budget Request Summary
The Labor and Workforce Development Agency (LWDA) and the Department of Industrial Relations
(DIR) request 12.0 positions and $2.0 million in resources from the Labor and Workforce
Development Fund (LWDF) for the 2019/20 fiscal year and $1.8 million ongoing to increase the
department's capacity to review Private Attorneys General Act (PAGA) cases.
This proposal will also make technical budgetary changes to transfer the oversight of the unit from
the DIR Director's Office to the Labor Commissioner's Office, who will act as LWDA's "designee"
pursuant to Labor Code 2699.
B. Background/History
The PAGA, enacted in 2003 (Labor Code Sections 2698 - 2699), allows California employees to
enforce the Labor Code through private lawsuits against their employers, recovering penalties for
Labor Code violations that previously could only be pursued by the Labor Commissioner and other
divisions within DIR. As amended in 2016, PAGA permits employees or their representatives to
initiate a case by sending a notice to the employer and the LWDA that identifies the alleged
violations and the facts and theories supporting the claims. The LWDA then has 60 days to decide
whether to investigate the notice. If it does investigate, it has up to 180 more days to cite or sue the
employer. The LWDA's issuance of a citation or the filing of a civil complaint will preclude private
litigation over the same violation. If the LWDA does not cite or sue the employer, the plaintiff may
proceed with a private lawsuit. The PAGA allows plaintiffs to retain 25% of the civil penalties
recovered in a PAGA case, with the remaining 75% of the penalties deposited into the LWDF.
The 2016 Budget Act approved an increase of 9.0 positions^ and $1.3 million ongoing for DIR to
review PAGA cases to help ensure that the interests of the state are adequately served; the 2016/17
Budget Change Proposal (BCP) initially required a more detailed notice form to allow staff to more
quickly review the particulars of each case. Subsequent budget negotiations resulted in a notice
which contained less detail than originally proposed by the department. In part because of this lack
of detail, the department has found that the review/investigation of each case requires more time.
Additionally, there are several key insights gained from the experience of the PAGA Unit since it was
established: (1) The Unit reviewed more PAGA notices than had been forecast in 2016; (2)
However, as noted above, additional work and time were required to review/investigate each case;
(3) The Unit investigated fewer cases than forecast, but the cases identified and prosecuted were
high-impact and correspondingly work-intensive for investigators, attorneys and support staff; 4) The
substantial majority of proposed private court settlements in PAGA cases reviewed by the Unit fell
short of protecting the interests of the state and workers.
Resource History
(Dollars in

Program Budget

2013/14

thousands)

20/14/15

2016/17

2015/16

2017/18

Authorized Expenditures

-

-

-

$1,361

$1,293

Actual Expenditures

-

-

-

$792

$1,293

$5,680

$8,365

$13,531

$21,727

$34,401

Authorized Positions

-

-

-

9.0

9.0

Filled Positions

-

-

-

5.3

9.0

Vacancies

-

-

-

3.7

0.0

Revenues

^ The 2016 Budget Act also included 1.0 position and $199,000 ongoing for LWDA to fuifiii its PAGA oversight
responsibilities.
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Workload History
Workload Measure

2013/14

2014/15

2015/16

2016/172

2017/18

PAGA Notices Filed^

7,626

6,307

5,510

3,707

5,383

Notices Reviewed

N/A

N/A

N/A

1,694

1,339

Pre-lnvestigations

N/A

N/A

N/A

23

26

Case Investigations (cases retained)

N/A

N/A

N/A

14

16

Number of PAGA Notices in wfiicfi one
or more violations is curable''

N/A

N/A

N/A

1,629

2,195

Number of Employer Responses/Cures
filed

N/A

N/A

N/A

121

261

Number of Cure Disputes

N/A

N/A

N/A

24

53

Cure Decisions Issued

N/A

N/A

N/A

1

27

Settlements Reviewed

N/A

N/A

N/A

476

1,070

C. state Level Considerations
LWDA remains committed to reducing unnecessary civil litigation and lowering the costs of doing
business in California to support a thriving economic environment, and ensuring fair and legal
private settlement agreements and to ensure that the PAGA is not abused by those who may
leverage the threat of litigation on behalf of many workers to benefit only a few.
D. Justification
As reflected in the Workload History chart above, the PAGA Unit was created in 2016 prior to any
systematic tracking of pertinent data, and with little experience to use as a baseline to identify the
staffing levels needed. As mentioned in the Background section of this document, the difficulties
presented by this lack of baseline data were exacerbated by a notice whose lack of detail resulted in
a lengthier and labor intensive notice review and "pre-investigation" time frame. The experience
gained now allows the department to identify the additional resources needed not only to achieve
the objectives of the 2016/17 proposal, but to also accomplish necessary work not originally
envisioned. This work is summarized in the sections below.
1. Reviewing P A G A notices and making pre-investigative inquiries to determine whether to
accept c a s e s for investigation or authorize commencement of private litigation.
The PAGA Unit reviewed 1,694 and 1,339 PAGA notices in the last two fiscal years, respectively,
both greater numbers than the yearly 900 anticipated in the 2016/17 BCP. The PAGA Unit will
continue to review PAGA notices and choose certain cases for investigation. As mentioned
previously, the unit has 60 days after a notice is filed to determine whether to investigate the
underlying claims. While a cursory review of the notices was contemplated in the 2016/17 proposal
to identify potential cases for investigation, the need to examine this subset of cases in greater detail
before making a decision about whether or not to formally investigate them was not anticipated. The
proactive investment of time spent examining PAGA notices up front produces better targets for
investigations and leads to more impactful enforcement outcomes.
2 The online filing system was established on September 6, 2016. Figures listed for this year reflect partial information
beginning on that date.
3 Online system delays and duplicate filings may have resulted in an overestimated number of notices. The PAGA Unit is
currently working to fix this data integrity issue.
" The overwhelming majority of curable violations are the failure of wage statements to state the inclusive dates of the pay
period and the employer's correct legal name and address, required by Labor Code section 226, subd. (a)(6) and (a)(8),
respectively.
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To effectively evaluate a case for investigation, the Unit must carry out an additional inquiry beyond
reading the PAGA notice. For example, a notice may initially appear to have merit and the
surrounding circumstances (e.g., low wage earners in the underground economy) may appear
appropriate for the unit to investigate, but more information may be needed to determine how
credible, complex and prevalent the alleged violations are. The Unit's inquiry may consist of such
actions as informal interviews with the filing attorney and employees, interviews and document
requests of the employer, and research about the employer, including its history of violations,
business, website, reviews and company owners' or managers' online footprints. The Unit requests
documents from the employer, such as written policies and sample timekeeping and payroll
documents.
PAGA Unit attorneys have been intimately involved and active in supporting pre-investigative
inquiries, reviewing and interpreting: other lawsuits by the filing attorney and against the employer
(published decisions, court dockets, etc.); law firm websites; online reviews; California State Bar
website; and other LWDA cases, including notices and settlements. The inquiry process also
includes legal research of issues, including case trends, such as misclassification or use of outside
delivery drivers. Such inquiries can take considerable time, in particular when they require parties to
gather and provide documents for the Unit to review.
2. Increased staffing for c a s e investigation and determining whether to cite or s u e the
employer for Labor Code violations, or settle claims with the employer within P A G A ' s strict
statutory time frames.
The increased quantity and quality of investigation leads generated through the pre-investigation
inquiry process discussed above will require additional enforcement resources. The resources
requested by this proposal will have investigatory impact by allowing the unit to carry out all
necessary enforcement related activities within the 180-day statutory time frame to cite or sue an
employer.
a. Background Procedure. Once the PAGA Unit issues a notice to investigate a PAGA claim, it has
120 days (which can be extended by an additional 60 days) within which to either cite or sue the
employer. During that investigation period, the PAGA Unit is expected to: request and review
pertinent documents; identify and interview witnesses; take depositions of key employer witnesses;
enforce in superior court any discovery requests for which adequate responses have not been
provided; make any site visits; complete audits of payroll and time records; analyze the evidence to
determine whether the employer violated any Labor Code provisions; engage in settlement
discussions, if appropriate; determine whether to cite or sue the employer; and review the
employer's financial records in the context of settlement discussions.
LWDA's issuance of a citation or the filing of a civil action precludes a private civil action on the
same violation. Accordingly, the decision about whether to cite or sue an employer is a complex one
because, even if the employer is generally found to be compliant with labor laws, the employer
frequently asks the LWDA to cite and/or sue the employer, so that aggrieved plaintiffs won't
otherwise be able to pursue claims against the employer for the claimed violations.
While LWDA normally cites, rather than sues, an employer it has found in violation of the Labor
Code, there are certain Labor Code violations, such as failure to provide or inform employees of
their entitlement to paid sick leave (Lab. Code 245 et seq.), for which there is no enabling statute
permitting the Labor Commissioner to issue a citation. In such cases, the Labor Commissioner must
pursue civil, not administrative, litigation.
b. More Significant Investigations. PAGA notices have proven to be high quality leads identifying
serious violations that in many cases would otherwise have remained underground. Each PAGA
notice is submitted by a private attorney after the attorney has done an initial investigation with
workers, and it helpfully identifies alleged wrongdoing employers and contact information for
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potentially aggrieved employees. The effort the PAGA Unit put into its investigations and
prosecutions resulted in several high impact results:
• The PAGA Unit settled a case in February 2019 with an employer it had cited for an intentional
failure to pay employees overtime premium pay (1.5x) and systematic failure to provide sufficient or
timely meal breaks. The settlement amount was $1.1 million, with $1 million to be paid to
employees.
• The PAGA Unit issued citations exceeding $4 million for an employer's misclassifying as
independent contractors its employees, who were paid a flat daily rate for up to 14 hours of work
performing dangerous rodent, debris and insulation removal in hot, confined spaces in private
homes. Based on the PAGA Unit's referral, the district attorney filed felony charges against the
company owner, and is demanding full restitution for the workers.
The PAGA Unit issued several citations totaling over $3 million to ten interconnected meat
processing entities operating in the underground economy that jointly employed 100 employees,
most of whom were intentionally misclassified.
If approved, this proposal will allow the department to expand on these early results.
c. Robust Investigative Structure. Given the strict, 180-day limit for case investigation,
maintaining enforcement continuity and momentum in the PAGA Unit is critical. Unnecessary delays
and defaults inherent to the current staffing structure could be mitigated by cross training and
additional staff with complementary skills. Additional deputy bandwidth is needed to increase
flexibility in handling complex, time-consuming investigations, for example, to assign multiple
investigators to a case when there are a number of witnesses to be interviewed. The greater
flexibility provided by deeper staffing is imperative because, as noted above, the PAGA only allows
the LWDA 180 days to complete an investigation, no matter how egregious or widespread the
violations. Sufficient staffing will ensure on-time, effective investigations under these circumstances.
d. Larger role for attorneys in Investigations and hearing preparation. LWDA also seeks
augmented attorney staffing for the Unit, as its attorneys have frequently engaged not only in routine
written discovery such as document subpoenas that was anticipated in the 2016/17 BCP, but also
for more involved activities such as employer witness depositions and superior court actions in
support of investigations, such as enforcement of document subpoenas and investigative warrants.
The 2016/17 proposal correctly anticipated that most cases in which the Unit issued citations would
be resolved by settlement after issuance of an administrative citation that is subject to an appeal and
litigation by the employer. As anticipated, preparing for hearing requires a major commitment of
resources and professional staff time following the citation or complaint. The LWDA's goal has been
to cite and settle with the employer in order to largely avoid this commitment. However, the Unit's
experience has been that, even in cases that do settle, it can only obtain a satisfactory settlement
after fully preparing the case for hearing, including legal research and briefing, full review of
evidence including investigative reports, interview notes and employer records, preparation of
employee witnesses, and compilation and assembly of exhibits. Only then have Unit attorneys best
been able to evaluate the credibility, strength and true value of the case. Moreover, often the cited
employer and its attorney have not put in sufficient work to understand their liability until the eve of
hearing.
For cases that proceed to hearing, the employer may vigorously dispute the citations and raise legal
arguments requiring a legally researched response.
3. Issuing decisions on cure disputes.
PAGA permits employers to cure certain types of Labor Code violations (most commonly, wage
statement violations) within 33 days of the date of the filing of the PAGA notice before the aggrieved
employee can file a civil action. Curing a violation means that the employer abates each alleged
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violation, the employer is in compliance with the underlying statutes, and any aggrieved employee is
made whole. After the employer purports to cure the violations, the employee has a right to dispute
that the employer cured the violation. When the employee disputes the cure, the LWDA is required
to issue a decision within 17 days concluding whether the curable violations have been cured. If the
LWDA determines that the violation has been cured, the employee is not permitted to file a civil
complaint on that violation. The employee may only appeal that determination to the superior court.
Cures have the potential to decrease civil litigation on PAGA matters, decrease costs for employers
and promptly correct less serious violations. When an employer attempts to cure an eligible
violation, and that cure is not disputed, that particular violation may not be pursued in litigation.
Likewise, when LWDA determines that a violation has been cured, that violation may not be cited in
a civil complaint, unless the employee has successfully appealed LWDA's decision.
While 44% of PAGA notices filed between September 6, 2016 and June 3 1 , 2017 cited at least one
curable violation, only 7% of employers in such cases attempted cures. Likewise, approximately
4 1 % of PAGA notices filed in 2017/18 cited at least one curable violation, but only 12% of employers
in such cases attempted cures. Furthermore, only 20% of attempted cures were disputed.
Given that cures can resolve disputes in a more expeditious and cost-effective way to the parties,
they should be promoted where appropriate. Two of the most probable reasons why more cures are
not attempted are that: 1) an employer is not aware of the option to cure and/or does not understand
how to cure a violation; and/or 2) there are multiple violations cited in the notice, and the employer
concludes that curing those violations that are curable will not resolve the remainder of the violations
and, thus, will not prevent litigation.
The PAGA Unit issued 28 cure decisions between September 6, 2016 and June 3 1 , 2018. These
decisions, always carried out by PAGA Unit attorneys, require requesting and reviewing legal
position statements and declarations from employers and PAGA claimants, as well as independent
legal research and drafting a cure dispute decision. This workload was not contemplated in the
2016/17 BCP but requires staff support for the increased demand for cure decisions anticipated with
growing awareness of this option.
4. Settling c a s e s and litigating and managing resolution of c a s e s in which the PAGA Unit
has cited or sued the employer.
The PAGA Unit has settled nine of the cases in which it has cited or sued employers, and is in
settlement discussions on two additional cases. To that end, employers have paid or agreed to pay
$3,375,978.68 in wages to the LWDA for employees and $565,297.00 to LWDA in penalties for the
LWDF.
Staff will continue to litigate cases and engage in settlement discussions of cases in which the
PAGA Unit has cited or sued employers. Among other things, cases investigated by the state tend
to resolve much more quickly with a better outcome for workers in terms of back wages recovered,
promptness of payments, and commitments to future compliance, than private PAGA litigation.
They also save employers considerable litigation costs and potential liability for plaintiffs' attorneys'
fees.
5. Submission of comments to courts in response to proposed settlement agreements.
An attorney reviews each proposed court settlement submitted to the LWDA for specific criteria
evidencing legality, fairness and robustness or lack thereof, such as overbreadth, requiring a claim
to receive money, or reversions of funds to the employer or settlements which favor the PAGA
plaintiff to the detriment of other aggrieved employees. This review has revealed that the substantial
majority of proposed settlement agreements proposed to superior courts and filed with the LWDA
did not sufficiently protect the interest of workers and the state. Though current staffing provides
some bandwidth to file comments in response to proposed settlement agreements, LWDA seeks
additional staffing to augment this function.
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Seventy-five percent of the 1,546 settlement agreements reviewed by the PAGA Unit in fiscal years
2016/17 and 2017/18 received a grade of fail or marginal pass, reflecting the failure of many private
plaintiffs' attorney to fully protect the interests of the aggrieved employees and the state. It is natural
for courts to approve settlement agreements when all the parties they have heard from - the plaintiff
and defendant - advocate in favor of a particular outcome. LWDA has to date taken a cautious
approach regarding submission of comments regarding proposed settlements of PAGA claims, only
filing comments to proposed settlement agreements in 4 cases. However, the number and type of
inadvisable and unlawful settlement provisions which are being proposed and presumably approved
militate for the more frequent submission of comments, with the goal of influencing settlements in a
positive way. In addition, the submission of comments regarding private PAGA settlements
contemplated by this proposal should deliver better wage recoveries.
In order to influence the courts to better evaluate settlements, and to further the goal of settlements
that follow the law and protect the interests of the state and employees, we propose filing comments
in a number of cases per year sufficient to incentivize fair and appropriate settlement agreements
across the state and establish a presence in the courts, with attorneys, and for the public to increase
understanding of proper settlement terms. We estimate eight to ten cases per year as an
appropriate number of cases in which to file comments to achieve these goals.
6. Submit amicus briefs in important c a s e s .
In the universe of privately litigated PAGA cases, every year a handful of cases make it up to the
appellate level that implicate the interpretation or application of the PAGA. LWDA proposes to be
more active in filing amicus briefs and letters in a limited number of appellate cases that interpret the
PAGA, and thereby to play a role in establishing case law consistent with the law's intent.
7.

Seeking additional data about the filing of PAGA notices and civil complaints.

The PAGA notice is the original letter stating the plaintiff-employee's intent to sue his or her
employer and the basis for the claims. Less than 50% of all notices filed since September 2016
actually result in civil complaints. This means many PAGA cases are resolving or disappearing
before the complaint is filed in civil court. There are multiple factors that could contribute to the
lower number of civil complaints filed as compared to notices. Among those is that: 1) employees
are not aware that they are required to (as of July 1, 2016) lodge civil complaints with the LWDA
after filing them in court; 2) employees simply choose not to file such complaints with the LWDA; 3)
cases are being settled prior to going to court; and 4) employees are abandoning their claims. The
Unit is finding instances of each of the foregoing. Because one of the concerns expressed about
PAGA is that some plaintiffs and attorneys pursue claims (frivolous and otherwise) only to settle
quickly for little money, the numbers are worth investigating further. Since we have some data to
now analyze, more time and effort will need to be put into developing the data and informing the
administration and legislature about the nature and effects of PAGA.
E. Outcomes and Accountability
Please refer to Attachment I for detailed Workload Data and projected outcomes by classification for
each of the requested positions.
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Projected Outcomes
Workload Measure

2018/195

2019/20^

2020/21

2021/22

2022/23

2023/24

PAGA Notices Filed

5,718

6,074

6,452

6,853

7,280

7,733

Notices Reviewed

244

366

488

488

488

488

Pre-lnvestigations

25

37

49

49

49

49

Case investigations
(cases retained)
Number of PAGA Notices in which
one or more violations is curable
Number of Employer
Responses/Cures filed
Number of Cure Disputes

16

23

30

30

30

30

1,912

2,103

2,314

2,545

2,799

3,079

287

316

347

382

420

462

58

64

71

78

85

94

Cure Decisions issued

28

38

48

48

48

48

Settlements Reviewed

773

928

1,005

1,005

1,005

1,005

2

6

9

9

9

9

1

4

6

6

6

6

Court Comments Regarding
Settlements
Amicus Briefs

F. Analysis of All Feasible Alternatives
1.

Deny this Request

Pro: None
Con: Denial of this request will hinder the necessary examination of all but a very small sample of
PAGA cases.
2. Approve 197.0 positions and $29 million to allow for a statistically relevant number c a s e s
to be Investigated annually^
Pro: This alternative would arguably right-size the unit, and help inform future policy decisions.
Con: Notwithstanding the above, the proposed alternative identifies the number of staff that could
be feasibly hired and trained in a reasonable time frame.
3. Approve this request for 12.0 positions and $2.0 million In 2019/20 and $1.8 million
ongoing
Pro: This alterative will allow for an achievable expansion of the unit in a realistic time frame that will
help inform future policy decisions.
Con: None
G. Implementation Plan
Once approved, hiring for all positions will be established for the 2019/20 fiscal year.

5 2018/19 outcomes were estimated based on productivity to date, projected for the full year.
^ Productivity levels will increase as new staff are hired and fully trained.
^ This altemative assumes approximately five percent of PAGA cases received annually will he investigated (retained).
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H. Supplemental Information
See Attachment II for a Fund Condition Statement for the LWDF.
I.

Recommendation
Approve this request for 12.0 positions and $2.0 million in resources from the LWDF for the 2019/20
fiscal year and $1.8 million ongoing to increase the department's capacity to review PAGA cases,
and to make technical budgetary changes to transfer the oversight of the unit from the DIR Director's
Office to the Labor Commissioner's Office, who will act as LWDA's "designee" pursuant to Labor
Code 2699.
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6

24

4

24

2

Less Complex Investigations (cases retained)

Public Information Duty

Training (field enforcement, citation, calculation, judgment enforcement,
public Information duty)

PAGA Unit Staffing Alignment

5

5

Moderately Complex Case Investigations (cases retained)

2

5

5

Complex Case Investigations (cases retained)

26

2

24

0

5

2

12

# of Tasks
per Year

Total Increased Activity

96.00

4.00

250.00

365.00

477.50

40.00

Attachment I

3,548

192

96

0

1,825

955

480

Associated
Annual Hours
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2.0

(1,776 hours
per position)

Additional
Staff
Requested

Increased Activity

Historical and Projected Workload

Average
Hours
2016/17 2017/18 Per Activity

23

Activity

Actual Number
of Activities

Conduct pre-investigative inquiries to determine whether to accept cases
for investigation or authorize commencement of private litigation

Deputy Labor Commissioner I

Department of Industrial Relations
Division of Labor Standards Enforcement
2019-20 Budget Change Proposal: PAGA UNIT STAFFING ALIGNMENT
Workload Data
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N/A

N/A

N/A

N/A

N/A

Moderately Complex Case Investigations (cases retained)

Public Information Duty

Training (field enforcement, citation, calculation, judgment enforcement,
public information duty)

PAGA Unit Staffing Alignment

N/A

N/A

Complex Case Investigations (cases retained)

N/A

N/A

N/A

3,886

192

96

24

2

730

2,388

480

Associated
Annual Hours

2

5

12

# of Tasks
per Year

Total Increased Activity

96.00

4.00

365.00

477.50

40.00

Attachment I
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2.0

(1,776 hours
per position)

Additional
Staff
Requested

increased Activity

Historical and Projected Workload

Average
Hours
2016/17 2017/18 Per Activity

Actual Number
of Activities

Conduct pre-investigative inquiries to determine whether to accept cases
for investigation or authorize commencement of private litigation

Activity

Deputy Labor Commissioner II

Department of Industrial Relations
Division of Labor Standards Enforcement
2019-20 Budget Change Proposal: PAGA UNIT STAFFING ALIGNMENT
Workload Data
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1

27

N/A

2

8

0

1

2

N/A

2

Hearing Preparation: legal research and briefing, review of evidence (investigative reports,
notes, employer records), preparation of witnesses, compilation & assembly of exhibits

Post-Hearing Brief

issuing decisions on cure disputes

Comment submission to courts In response to proposed settlement agreements (review briefs
& record, legal research & drafting, review by colleagues, attend hearing)

Preparation and submission of Amicus briefs In Important cases (review briefs & record, legal
research and drafting, review by colleagues)

PAGA Unit Staffing Alignment

Training, attendance at BORE Attorney meetings

8

2

Superior Court Petitions from PAGA investigations

2

2

6

6

Taking depositions of employer witnesses from investigation discoveries

9

200

2

3,612

600

392

320

40

1,200

80

5

7

20

1

6

2

588

192

24

14

Associated
Annual Hours

# of Tasks
per Year

Total Increased Activity

100.00

120.00

56.00

16.00

40.00

200.00

40.00

42.00

8.00
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(1,776 hours
per position)

Additional
Staff
Requested

Increased Activity

Historical and Projected Workload

Average
Hours
2016/17 2017/18 Per Activity

9

Activity

Actual Number
of Activities

Legal, factual research in pre-investigative inquiries

Attorney

Department of Industrial Relations
Division of Labor Standards Enforcement
2019-20 Budget Change Proposal: PAGA UNIT STAFFING ALIGNMENT
Workload Data
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N/A

N/A

N/A

N/A

N/A

N/A

Public Infcrmaticn Request correspondence

Complex Case investigations (cases retained)*

Moderately Complex Case Investigations (cases retained)*

6,270

2,555

3,343

7

7

50

200

122

Associated
Annual Hours

50

50

244

Total Increased Activity

365.00

477.50

1.00

4.00

0.50

# of Tasks
per Year

PAGA Unit Staffing Alignment

' The AGPAs will assist the Deputy Labor Commissioners by performing the essential auditing functions of each Investigation.

N/A

N/A

Maintain PAGA database

1,339

1,694
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(1,776 hours
per position)

Additional
Staff
Requested

Increased Activity

Historical and Projected Workload

Average
Hours
2016/17 2017/18 Per Activity

Actual Number
of Activities

Review PAGA notices

Activity

Associate Governmental Program Analyst (AGPA)

Department of Industrial Relations
Division of Labor S t a n d a r d s E n f o r c e m e n t
2019-20 Budget C h a n g e P r o p o s a l : P A G A UNIT S T A F F I N G A L I G N M E N T
Workload Data
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Activity

2

PAGA Unit Staffing Alignment

36

Evaluate and respond to PRA requests. Provide data and attachment extracts to generate reports
and requested information.

6

6

103

60

20

20

2

2

2

103

2016/17

2

36

6

6

112

55

24

24

2

2

2

112

2017/18

Actual Number
of Activities

Investigate and implement fixes to public Inquiries regarding the system, i.e. public form errors and
email notifications

Create reports and dashboards

Develop and implement moderate complexity system changes to support change requests and
system upgrades for PAGA to meet modified needs.

Provide maintenance and operations support for the PAGA system, i.e. intake forms and document
management

Provide support for user administration changes and profile updates

Manage the development, integration, and testing environments and deployments

Conduct unit, functional, Integration, and regression testing

Develop test plans and test cases for Quality Assurance (OA) and User Acceptance Testing (UAT)

Plan and manage schedule, resources, issues/risks, and deliverables for maintenance and
operations system updates.

Gather and document business requirements and identify technical specifications

Review, analyze, and prioritize Service Requests and Change Requests for the PAGA system

Information Technology Specialist I

Department of Industrial Relations
Division of Administration - Office of Information S e r v i c e s
2019-20 Budget C h a n g e Proposal: P A G A UNIT S T A F F I N G A L I G N M E N T
Workload Data

2

36

6

6

108

55

24

24

2

2

2

108

# of Tasks
per Year

Total Increased Activity

80.00

8.00

24.00

80.00

8.00

1.00

8.00

8.00

120.00

120.00

120.00

8.00

Average
Hours
Per Activity

3,959

160

288

144

480

864

55

192

192

240

240

240

864

Associated
Annual Hours
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FUND BALANCE
Reserve for economic uncertainties

648
6,873
$37,210
37,210

$22,074
22,074

10

7

$65,080
65,080

621
6,536

-

331
1,013
4,561

71,616

333
34,068
34,401

$37,210
5
37,215

Actual
2017-18

355
971
4,892

10
5,494

322
830
4,332

44,083

27,568

Total Resources

EXPENDITURES
Expenditures:
0559 Secretary for Labor and Workforce Development Agency (State Operations)
7300 Agricultural Labor Relations Board (State Operations)
7350 Department of Industrial Relations (State Operations)
2019/20 BCP: PAGA Unit Staffing Alignment
8880 Financial Information System for California (State Operations)
9892 Supplemental Pension Payments (State Operations)
9900 Statewide General Administrative Expenditures (Pro-Rata) (State Operations)
Total Expenditures

287
21,440
21,727

$22,074
282
22,356

13,531
13,531

$14,239
-202
14,037

Actual
2016-17

R E V E N U E S , T R A N S F E R S , AND OTHER ADJUSTMENTS
Revenues:
4121800 Employment Agency Filing Fees
4173500 Settlements and Judgements - Other
Total Revenues, Transfers, and Other Adjustments

BEGINNING BALANCE
Prior Year Adjustments
Adjusted Beginning Balance

3078 Labor and Workforce Development Fund

Actual
2015-16

2019/20 Budget Change Proposal
PAGA Unit Staffing Alignment
FUND CONDITION STATEMENT
(dollars in thousands)

$90,290
90,290

1
41
665
9,123

434
1,233
6,749

99,413

333
34,000
34,333

65,080

-

$65,080

Estimated
2018-19
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$136,827
136,827
$113,484
113,484

-1
74
605
11,139

147,817

333
34,000
34,333

$113,484
113,484

Projected
2020-21

447
1,233
6,809
1,822
74
605
10,990

447
1,233
6,809
1,972

124,623

333
34,000
34,333

$90,290
90,290

Projected
2019-20
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