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On July 15, 2015, the Wage and Hour Division of the Department of Labor (the "DOL") issued a fifteen-page "Administrator's
Interpretation” (the "Interpretation”) on the appropriate classification of workers as employees and independent contractors under
the Fair Labor Standards Act (the "FLSA"). The DOL claims that the Interpretation merely provides new guidance but does not
change DOL policy (which would require official regulatory action). The Interpretation notes that improper classification of
employees as independent contractors divests workers of overtime compensation, unemployment insurance, and workers'

compensation coverage, and results in lower tax revenue.

The DOL uses the "economic realities" test to determine employee or contractor status. The economic realities test focuses on
whether the worker is economically dependent on the employer or truly in business for himself or herself. The Interpretation
concludes that a worker who is economically dependent on the employer is "suffered or permitted to work" according to the FLSA's
definition of "employ"—even if the employer does not "control" the worker. The Interpretation acknowledges that the economic
realities test results in most workers being classified as employees under the FLSA, but submits that the FLSA was intended to be

liberally construed and provide broad coverage to workers.
The factors to be analyzed as part of the economic realities test are:
1. How integral is the work to the employer's business? (The work can be "integral" even if it is just integral to

one component of the business and even if the worker's role is shared with many others,)

2. Does the worker have opportunity for profit or loss depending on his or her managerial skill (such as in hiring
employees and purchasing supplies), rather than merely on his or her ability to take on additional work?

3. What is the relative investment of the worker and employer? (The focus is on whether the worker has
invested in a business, not just in tools to do his or her work);

4. Does the work require special skills? (The focus is on managerial and business skills, not just skills in the
trade);

5. How permanent is the relationship?

6. What degree of control is retained by the employer?

The factors are weighed and no single factor—including the "control" factor—is dispositive. The Interpretation downplays the
"control" aspect, which is pivotal to the common law "control test" referenced in the Interpretation. The Interpretation states that the
control factor should not overtake the other factors and all factors should be analyzed in the context of ultimately determining

whether the worker is economically dependent on the employer or an independent business.

Note that the Internal Revenue Service (the "IRS") uses a different test for determining employee/independent contractor status.
Until recently, the IRS used a 20-factor test, with the central focus being the control exerted over the worker. The IRS recently

simplified its analysis to focus on 11 factors with the majority of the test focused on behavioral control (where, when, and how to

do the work) and financial control (how business expenses, equipment, and payments are handled).

Although the DOL and IRS tests contain some overlapping factors, the tests will be reviewed through different lenses. The DOL will
be reviewing the factors in light of the economic dependency of the worker, while the IRS will be reviewing the factors with a focus

on the control exerted over the worker. It is plausible that these tests will lead to different conclusions on how various workers


http://www.dol.gov/whd/workers/Misclassification/AI-2015_1.pdf
http://www.irs.gov/Businesses/Small-Businesses-&-Self-Employed/Behavioral-Control
http://www.irs.gov/Businesses/Small-Businesses-&-Self-Employed/Financial-Control

should be classified. The standards used to determine worker classification will also be different under various state laws. For
example, determining whether a worker is an employee for unemployment tax and benefit purposes, and workers' compensation
benefits, all issues governed under state law, will in some states be carried out under a different standard than DOL's, and could

lead to a different result for those purposes.

Action steps for employers

The Interpretation sends a clear message that the DOL considers misclassification a significant problem. Employers should
anticipate increased scrutiny of worker classification and a focus on independent contractors in DOL audits of all types. To avoid

liability employers should:

= Review the status and duties of all consultants/independent contractors to determine whether any of them should be classified
as employees;

= Correct any potential misclassification going forward (note that in almost all cases it is safer to classify workers as employees—
including as part time and temporary employees);

= Review independent contractor/consulting agreements to ensure they are drafted to maximize the likelihood that an auditor will
view the relationship as an independent contractor relationship based on reading the agreement;

= Consult counsel regarding any difficult issues and regarding how to engage in the reclassification process if required.

This content is provided for general informational purposes only, and your access or use of the content does not create an
attorney-client relationship between you or your organization and Cooley LLP, Cooley (UK) LLP, or any other affiliated practice or
entity (collectively referred to as “Cooley”). By accessing this content, you agree that the information provided does not constitute
legal or other professional advice. This content is not a substitute for obtaining legal advice from a qualified attorney licensed in
your jurisdiction and you should not act or refrain from acting based on this content. This content may be changed without notice. It
is not guaranteed to be complete, correct or up to date, and it may not reflect the most current legal developments. Prior results do
not guarantee a similar outcome. Do not send any confidential information to Cooley, as we do not have any duty to keep any

information you provide to us confidential. This content may be considered Attorney Advertising and is subject to our legal

notices.

Key Contacts
Lois Voelz Ivoelz@cooley.com
Palo Alto +1 650 843 5058
Wendy Brenner brennerwj@cooley.com
Palo Alto +1 650 843 5371
Leslie Cancel Icancel@cooley.com
San Francisco +1 415 693 2175



https://www.cooley.com/legal-notices

Joshua Mates jmates@cooley.com
San Francisco +1 415 693 2084
Frederick Baron fbaron@cooley.com
Palo Alto +1 650 843 5020
Michael Sheetz msheetz@cooley.com
Boston +1 617 937 2330

Ann Bevitt abevitt@cooley.com
London +44 (0) 20 7556 4264

This information is a general description of the law; it is not intended to provide specific legal advice nor is it intended to create an

attorney-client relationship with Cooley LLP. Before taking any action on this information you should seek professional counsel.

Copyright © 2023 Cooley LLP, 3175 Hanover Street, Palo Alto, CA 94304; Cooley (UK) LLP, 22 Bishopsgate, London, UK EC2N
4BQ. Permission is granted to make and redistribute, without charge, copies of this entire document provided that such copies are

complete and unaltered and identify Cooley LLP as the author. All other rights reserved.



	Action steps for employers
	Key Contacts

