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LAYOFFS, WARN & MASS TERMINATIONS IN CALIFORNIA
A quick guide to notice rights, severance overlap, and the evidence to collect when a reduction in force hits.

THE ONE-SENTENCE RULE  California WARN is a notice statute with defined coverage rules. Do not assume every 
layoff triggers it - and do not assume a severance payment automatically answers a WARN question.

THE 60-SECOND CAL/WARN SCREEN

Screen Question Why it matters Next step

Covered 
establishment

Did the facility or covered part employ 
the statutory minimum number of 
people?

Coverage turns on 
statutory 
definitions, not 
the company's 
label for the 
office.

Identify the establishment, 
headcount, and locations.

Event size How many employees were laid off in 
the relevant 30-day period?

A mass layoff has 
a statutory 
threshold.

Collect notices and compare 
employee reports.

Notice timing Was written notice given at least 60 
days before the covered event?

Covered events 
generally require 
advance notice.

Save the notice, email headers, and 
effective date.

Notice contents Did the 2026 notice include required 
workforce-support information?

California updated 
notice content 
effective in 2026.

Compare the notice to current EDD 
guidance.

Severance overlap
Is the agreement calling money 
"WARN pay," severance, wages, or 
consideration for a release?

Different labels 
can have different 
legal 
consequences.

Separate statutory rights from 
negotiated extras.

FIVE CAL/WARN POINTS TO CHECK

1. California has its own WARN statute. The Cal/WARN Act 
governs covered relocations, terminations, and mass layoffs 
and generally requires 60 days' written notice before a 
covered event. Labor Code §§1400-1413
2. Coverage depends on statutory definitions. A "covered 
establishment" and "mass layoff" are defined by statute. 
The current law should be checked against the specific 
facility, employee counts, and timing. Cal/WARN definitions

3. Remedies can include back pay and benefits. An employer 
that violates the notice requirement may face statutory 
liability, subject to defenses, offsets, and limits in the Act. 
DIR Cal/WARN
4. California changed required notice content for 2026. 
EDD's current WARN guidance reflects new worker-support-
services information requirements. EDD WARN guidance
5. WARN is only one layoff issue. A reduction in force can 
also raise discrimination, retaliation, leave, wage, equity, 
contract, and age-waiver questions even when WARN does 
not apply.

FAST CHECK: Build a separation ledger covering reason, earned pay, due dates, equity, benefits, release terms, restrictions, and 
requested changes.
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WHEN A LAYOFF IS BIG ENOUGH TO REQUIRE A SECOND LOOK
Coverage facts Employee evidence Severance questions

• Facility / establishment location • 
Approximate headcount • Number 
affected • Dates of notice and 
termination • Relocation / closure facts

• WARN letter and attachments • RIF 
announcement • Org chart / team list • 
Selection criteria if provided • 
Coworker layoff dates

• Is WARN pay separately identified? • 
What claims are released? • Is extra 
severance truly extra? • OWBPA group 
disclosure? • Bonus/equity treatment?

LAYOFF DAY: DOCUMENTS TO SAVE
  WARN notice and all attachments☐
  Severance agreement and release☐
  RIF announcement and FAQ☐
  List of affected coworkers / teams if lawfully available☐
  Your last performance reviews and ratings☐
  Age-disclosure / OWBPA exhibit if 40+☐
  Bonus, commission, and equity plans☐

WHAT THE EMPLOYER WILL TEST WHAT THE EMPLOYEE SHOULD SHOW

A company-wide message saying "we appreciate everyone" 
may be heartfelt. It is not, by itself, a statutory WARN analysis. 
Ask what document, witness, analysis, or contemporaneous 
explanation should exist if the company’s position is genuine.

Identify the establishment, headcount, and locations. • Collect 
notices and compare employee reports. • Save the notice, email 
headers, and effective date.

RELATED RUGGLES LAW FIRM READING
• California Severance Negotiation After Layoffs
• Executives: Negotiate Severance After a Merger or Layoff
• California Tech Layoff Severance, RSUs & Executive Compensation
• Legal Leverage to Negotiate Bigger Severance

CALIFORNIA STATUTES / REGULATIONS
• Labor Code section 1400

PUBLISHED CALIFORNIA CASES
• MacIsaac v. Waste Management Collection & Recycling, Inc., 134 
Cal.App.4th 1076 (2005)
• International Brotherhood of Boilermakers v. NASSCO Holdings 
Inc., 17 Cal.App.5th 1105 (2017)

SCAN TO READ
California Severance

Negotiation After Layoffs
RugglesLawFirm.com

OFFICIAL RESOURCES  EDD WARN  |  DIR Cal/WARN  |  Labor Code

"We have found no California case construing the terms of the California WARN Act."
— MacIsaac v. Waste Management Collection & Recycling, Inc., 134 Cal.App.4th 1076 (2005)
LEGAL DISCLAIMER  |  General educational information only - not legal advice. Reading or downloading this guide does not create an attorney-client 
relationship. Deadlines, exceptions, and outcomes depend on the facts and current law. Consult counsel about your situation.

https://leginfo.legislature.ca.gov/faces/codes_displaySection.xhtml?lawCode=LAB&sectionNum=1400.
https://leginfo.legislature.ca.gov/faces/codes_displayText.xhtml?article=1.&chapter=4.&division=2.&lawCode=LAB&part=4.&title=
https://www.dir.ca.gov/dlse/Cal-WARNAct.html
https://edd.ca.gov/en/jobs_and_training/layoff_services_warn/
https://ruggleslawfirm.com/california-severance-negotiation-after-layoffs/
https://ruggleslawfirm.com/legal-leverage-negotiate-bigger-severance-california/
https://ruggleslawfirm.com/california-tech-layoff-severance-rsus-executive-compensation/
https://ruggleslawfirm.com/executives-negotiate-severance-merger-layoff/

