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HEALTHY WORKPLACES/HEALTHY FAMILIES ACT:

CALIFORNIA PAID SICK LEAVE
(as amended effective 1/1/2024)
Entitlement:

e An employee who, on or after July 1, 2015, works in California for 30 or more days
within a year from the beginning of employment is entitled to paid sick leave.

Paid sick leave accrues at the rate of on hours worked
the employee’s regular wage rate.

employment or July 1, 2015, which

over to the following year of employ

days.

An employer can also provide 5 days o
leave "up-front" at the beginning of a 1
required.

riod. No accrual or

Other accrual plans that meet specified c
satisfy the requirements.

ncluding PTO plans, may also

Usage:
e An employee may use paid sick days beginning on the 90™ day of employment.

e An employer shall provide paid sick days upon the oral or written request of an
employee for themselves or a family member for the diagnosis, care or treatment
of an existing health condition or preventive care, or specified purposes for an
employee who is a victim of domestic violence, sexual assault, or stalking.

An employer may limit the use of paid sicksdays to 40 hours or five days,
whichever is greater, in each yea

Retaliation or discrimination against an
paid sick days or both is prohibited. An
Commissioner against an employer wh
employee.

For additional information you may contact your

the office by looking at the list of offices on our

alphabetical listing of cities, locations, and com by telephone.
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CALIFORNIA LAW PROTECTS
TRANSGENDER AND GENDER
NONCONFORMING PEOPLE FROM
DISCRIMINATION, HARASSMENT,

AND RETALIATION AT WORK. THESE
PROTECTIONS ARE ENFORCED BY THE
CIVIL RIGHTS DEPARTMENT (CRD).

NEED TO KNOW

a law protect transgender and gender
prming ploy from t discrimination?
employees, job applicants, unpaid interns, volunteers,
tractors are protected from discrimination at work
ed on a protected characteristic, such as their gender
gender expression, sexual orientation, race, or national
is means that private employers with five or more
s may not, for example, refuse to hire or promote
because they identify as - or are perceived to identify
ender or non-binary, or because they express their
on-stereotypical ways.

Employment discrimination can occur at any time during the
hiring or employment process. In addition to refusing to hire or
promote someone, unlawful discrimination includes discharging
an employee, subjecting them to worse working conditions, or
unfairly modifying the terms of their employment because of
their gender identity or gender expression.

. Does California law protect transgender and gend
P 1 rom h t at

s L |
Yes. All employers are prohibited from harassm
intern, volunteer, or con
or gender expressmn

oose the one that is most appropriate for

‘es. All employees have a right to safe and appropriate restroom
and locker room facilities. This includes the right to use a
restroom or locker room that corresponds to the employee’s
gender identity, regardless of the employee’s sex assigned at
birth. In addition, where possible, an employer should provide
an easily accessible, gender-neutral (or “all-gender”), single user
facility for use by any employee. The use of single stall restrooms

and other facilities should always be a matter of choice.
Employees should never be forced to use one, as a matter of
policy or due to harassment.

. Does an employee have the right to be addressed by the

name and p! that correspond to their der identity
or gender expression, even if different from their legal name
and gender?

Yes. Employees have the right to use and be addressed by

the name and pronouns that correspond with their gender
identity or gender expression. These are sometimes known as
“chosen” or “preferred” names and pronouns. For example, an
employee does not need to have legally changed their name

or birth certificate, nor have undergone any type of gender
transition (such as surgery), to use a name and/or pronouns
that correspond with their gender identity or gender expression.
An employer may be legally obligated to use an employee’s
legal name in specific employment records, but when no legal
obligation compels the use of a legal name, employers and
co-workers must respect an employee’s chosen name and
pronouns. For example, some businesses utilize software for
payroll and other administrative purposes, such as creating
work schedules or generating virtual profiles. While it may be
appropriate for the business to use a transgender employee’s
legal name for payroll purposes when legally required, refusing
or failing to use that person’s chosen name and pronouns, if
different from their legal name, on a shift schedule, nametag,
instant messaging account, or work ID card could be harassing
or discriminatory. CRD recommends that employers take care
to ensure that each employee’s chosen name and pronouns are
respected to the greatest extent allowed by law.

. Does an employee have the right to dress in a way that

corresponds with their gender identity and gender
expression?

Yes. An employer who imposes a dress code must enforce it in

a non-discriminatory manner. This means that each employee
must be allowed to dress in accordance with their gender
identity and expression. While an employer may establish a
dress code or grooming policy in accord with business necessity,
all employees must be held to the same standard, regardless of
their gender identity or expression.

Can an ployer ask an t about their sex assigned
at birth or gender |dent|ty in an interview?

No. Employers may ask non-discriminatory questions, such as
inquiring about an applicant’'s employment history or asking
for professional references. But an interviewer should not ask
questions designed to detect a person’s gender identity or
gender transition history such as asking about why the person
changed their name. Employers should also not ask questions
about a person’s body or whether they plan to have surgery.

Want to learn more?
Visit: https://bit.ly/3hTG1EO

TO FILE A COMPLAINT

Civil Rights Department
calcivilrights.ca.gov/complaintprocess

Toll Free: 800.884.1684 / TTY: 800.700.2320
California Relay Service (711)

Have a disability that requires a reasonable a
CRD can assist you with your complaint.

For translations of this guidance, visit: www.calcivilrights.ca.gov/posters/required
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£, Civil Rights
@ Department

°‘nr¢,\m“<~ STATE OF CALIFORNIA

ur emple ble notice. To rec
able acc obtain a transfe
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eans 30 e notice if the ne
nable ag , transfer, or PD
le, or as ticable if the nee
or unfo
ritten ication from your
er. Excep a medical emergency whe
ime to obtain it, your employer may re
upply a written medical certification from
a care provider of the medical need for your
reasonable accommodation, transfer or PDL. If the need
is an emergency or unforeseeable, you must provide
this certification within the time frame your employer
requests, unless it is not practicable for you to do so
under the circumstances despite your diligent, good
faith efforts. Your employer must provide at least 15
calendar days for you to submit the certification. See if
your employer has a copy of a medical certification form
to give to your health care provider to complete.

Please note that if you fall to give your employer

Reasonabl! e your medical needs related to p!
childbirth, @ itions (such as temporarily modifyi
work duties! with a stool or chair, or allowing more
frequent bre;
Transfer you ous or hazardous position (if one is
available) or d ally needed because of your pregnancy;
Provide you wi isability leave (PDL) of up to four months
(the working d ally would work in one-third of a year or 17
1/3 weeks) an you to your same job when you are no longer
disabled by your pregnancy or, in certain instances, to a comparable
job. Taking PDL, however, does not protect you from non-leave related
employment actions, such as a layoff;

* Provide a reasonable amount of break time and use of a room or
other location in close proximity to the employee’s work area to
express breast milk in private as set forth in the Labor Code; and

« Never discriminate, harass, or retaliate on the basis of pregnancy.

CALIFORNIA FAMILY

Under the California Family Rig

FOR PREGNANCY DISABILITY LEAVE

« PDL is not for an automatic period of time, but for the period of time
that you are disabled by pregnancy, childbirth, or related medical
condition. Your health care provider determinés how much time you
will need.

« Once your employer has been informed that you need to take PDL, your
employer must guarantee in writing that you can return to work in your

same or a comparable position if you request a written guarantee. Your
employer may require you to submit written medical certification from
your health care provider substantiating the need for your leave.

« PDL may include, but is not limited to, additional or more frequent
breaks, time for prenatal or postnatal medical appointments, and
doctor-ordered bed rest, and covers conditions such as severe
morning sickness, gestatlonal diabetes, pregnancy-induced hyper-
tension, preeclampsia, recovery from childbirth or loss or end of
pregnancy, and/or post-partum depression.

* PDL does not need to be taken all at once but can be taken on an
as-needed basis as required by your health care provider, including
intermittent leave or a reduced work schedule.

* Your leave will be paid or unpaid depending on your employer’s policy
for other medical leaves. You may also be eligible for state disability
insurance or Paid Family Leave (PFL), administered by the California
Employment Development Department.

* At your discretion, you can use any vacation or other paid time off
during your PDL.

* Your employer may require or you may choose to use any available
sick leave during your PDL.

* Your employer is required to continue your group health coverage
during your PDL at the same level and under the same conditions
that coverage would have been provided if you had continued in
employment continuously for the duration of your leave.

* Taking PDL may impact certain of your benefits and your seniority
date; please contact your employer for details.

CFRA leave may be eligible for benefits administe
Employment Development Department.

TO FILEA COMPLAINT

Civil Rights Department
calcivilrights.ca.gov/complaintprocess

Toll Free: 800.884.1684 / TTY: 800.700.2320
California Relay Service (711)

Have a disability that requires a reasonable
accommodation? CRD can assist you with your complaint.

For translations of this guidance, visit:
www.calcivilrights.ca.gov/posters/required

*PDL, CFRA leave, and anti-discriminati ions apply to of 5 or more i- ions apply to of 1 or more.

*# “Child” means a biological, adopted, or foster child, a stepchild, a legal ward, or a child of an employee or the employee’s domestic partner, or a person to whom the employee stands in
loco parentis.

*+% “Parent” includes a biological, foster, or adoptive parent, a parent-in-law, a stepparent, a legal guardian, or other person who stood in loco parentis to the employee when the employee
was a child.
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Under California law, an employee may

condition, or to bond
birth, adoption, or fost

th, adoption, or foster care placement of a child

an employee takes leave for their own or a family
member’s serious health condition, leave may be taken on
an intermittent or reduced work schedule when medically
necessary, among other circumstances.

Eligibility. To be eligible for CFRA leave, an employee must
have more than 12 months of service with their employer,
have worked at least 1,250 hours in the 12-month period
before the date they want to begin their leave, and their
employer must have five or more employees.

Pay and Benefits During Leave. While the law guarantees
only unpaid leave, some employers pay their employees
during CFRA leave. In addition, employees may choose

(or employers may require) use of accrued paid leave while

taking CFRA leave in certain circumstances. Employees on

CFRA leave may also be eligible for benefits administered by

the Employment Development Department, including Paid
Family Leave. For more information, visit bit.ly/EDD-PFL.

Taking CFRA leave may impact certain employee benefits
and an employee’s seniority date. If employees want more

information regarding eligibility for leave and/or the impact

of the leave on seniority and benefits, they should contact
their employer.

For additional translations of this guidance, visit: www.calcivilrights.ca.
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Pregnancy Disability Leave. When an employee is disabled

by pregnancy, childbirth, or a related medical condition, the
ed to take a pregnancy disability leave of
s, depending on their period(s) of actual
mployee is also ellglble for CFRA leave, they

d to the birth of their child.

Both CFRA leave and pregnancy disability
reinstatement to the same position or, in
s, a comparable position at the end of the
any defense allowed under the law.

ossible, employees must provide 30 days'
before taking leave for foreseeable event,
ected the birth of a child or a planned
ure. For unforeseeable events, employees

eir employers, at least verbally, as soon as

e need for the leave. Failing to provide notice
and may result in, deferral of the requested
employee complies with this notice policy.

. Employers may require certification from an
ealth care provider before allowing leave for
isability or for the employee’s own serious
dition. Employers may also require certification
e health care provider of the employee’s family
ember, including a designated person, who has a serious
health condition, before granting leave to take care of that

family member.

Want to learn more?
Visit: calcivilrights.ca.gov/family-medical-pregnancy-leave/

If you have been subjected to discrimination, harassment,
or retaliation at work, or have been improperly denied
protected leave, file a complaint with the Civil Rights
Department (CRD).

TO FILEA COMPLAINT

Civil Rights Department
calcivilrights.ca.gov/complaintprocess

Toll Free: 800.884.1684 / TTY: 800.700.2320
California Relay Service (711)

Have a disability that requires a reasonable accommodation?
CRD can assist you with your complaint.
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