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CALI FO RN IA REPUB L IC


YOUR 
RIGHTS AND 
OBLIGATIONS 
AS A PREGNANT 
EMPLOYEE 


IF YOU ARE PREGNANT, HAVE A 
PREGNANCY-RELATED MEDICAL 
CONDITION, OR ARE RECOVERING FROM 
CHILDBIRTH, PLEASE READ THIS NOTICE. 


YOUR EMPLOYER* HAS AN OBLIGATION TO 


employment actions, such as a layoff: 
Provide a reasonable amount of break time and use ofa room or 
other IOcotlon In close pro1dmityto tt,e empla,,ee's work area to 
express breast milk In prhmte es set forth in the Lebo< c:ode: and 
N811er discriminate, harass. or retalla� 011 the basis of pregnancy. 


FOR PREGNANCY DISABILITY LEAVE 


POL may h'IClude, but ls not timlted to, edditlonal or more frequent 
�=,();=:.-��:s�l1��ta��:i{:��af����;t'd 
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pregnal"IC)', and/or post-partum depression. 
POL does not need to be taken all at once but can be taken on an 
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Insurance or Paid Famlly Leave (�). adm1nfsterec1 by the C8llforno/a 
Employment Development Department 
At vcur disc,cuon, you can use any vacation or other paid tlme off 
durlnoour POL 
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or )'OtJ may choose to use any 11vallable 
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ttiat coveraae would have been pro\'ided if you had continued In 
emplO'fment continuously for the duration of your leclve. 
Taking POL may Impact certain of your ben�fits tmd your seniority 
date: please contact your employer for details. 


NOTICE OBLIGATIONS AS AN EMPLOYEE 


Give your employer reesoneble notice. To receive 
reasonable accommodation. obtain a transfer. or t.llke 


' 
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emergency or untoresce;;iblc. 


'" 


Provide a written medical certificotlon from yaur health 
care provider. Except !n a medical emergency where 
there Is no time to obta'.n It your employer may require 
you to suppl')' a ,,.,.,itten medical certification from your 
heelth care prcvider of the medlool need !or your 
reasoneble acoommor;Jation, transfer or POL If the need 
Is an emergency or unforeseeable, )'OU must provide 
thiS ocrtlliootlon within tho time Ira mo your cmplayOr 
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faith efforts, Ycur employer must provide at least 15 
colcndor do,'S !or ycu to submit tho ceftjficatJon. Soc II 
your empla.,.er has a COP'/ of 8 medical certlllcatlon form 
to give to your health care provider to complete. 
Please note that If )'t)U fell to glve yo� employer 
rea50noblc advance notice or, if your em plover 
reQuires il written medical certification of r_::ur medical 
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ADDITIONAL LEAVE UNDER THE 
CALIFORNIA FAMILY RIGHTS ACT (CFRAI 


TO ALEA COMPIAINT 
Ovll Rights Department 
calcMl1tghts.ca.gov/complai-ltprocess 
Toll Free: 800.884.1684 / TTY: 000.700.2320 
Clllifornla Relay Service (711) 


Have a disability ll'lat requires a reasonable 
accommodatl011? CRD can assist )'OU with your complaint. 


For 1,anstatlons or this guidance, 11/Sit: 
YiWV( calchdlnthls ca goyJpostcc,,trequlrc,;I 


•l'Ot, CfRA IN,., ar!Oe,,tl--O'.acm!hMb'l�flQPfrlO IIITl�ol5ori,,nemptnet;an��aMIO""'�cl1'¥"'°"" 
•• -O,,'ld'"""'""• Ob�l•�. ,,,�� e111JtJ. ■ �11a. •��,a, or1C1111tJof•��e,meem,'),'C)ell"• _,esri:,,..,,w; orafJVfll)l'lt1wnomme.,,,,�-r, 
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For General Employers 


Poster 
Compliance 
Center 


Under Callfornla law, an employee may 
have the rlght to take job-protected leave to 
care for their own serious health condition 
or a family member with a serious health 
condition, or to bond with a new child (via 
birth, adopUon, or foster care). Callfornla 
law also requires employers to provide Job
protected leave and accommodaUons to 
employees who are disabled by pregnancy, 
childbirth, or a related medical condition. 


Under the California Famll� Rights Actof 1993 (CFRA). many 
employees have the right to take Job-protaeted leave. which IS 
leave that WIii allow them to return to their Job or a similar job 
after their leave ends. This leave may be up to 12 work weeks 
in a 12-month period fo,: 
• the employee's own serious health condition: 
• the serious health cond tlon ol a child, spouse. domestic 


partner, parent, parent-In-law, grandparent, grandchtld, 
s'bllng, or someone else with a blood orramny-llke 
relationship with the employment ("designated person"); or 


• the birth, adoptjon, or foster care placement of a child. 


If an employee takes leave for thelr own or a family member's 
serious health condition, leave may be taken on en Intermittent 
or reduced v.,:ir,.. schedule when medically necessary, among 
other circumstances. 
Ellglblllty. To be eliSJble tor CFRA leave, an emp'O'J8tl must 
have more than 12 months of service with their employer, have 
worked at least 1,250 hours ln the 12-m011U1 period before I.he 
date they want to begin their reeve, and their employer must 
have five or more employees. 
Pay and Benefits During lea...a. While the law pro-.,ldes only 
unpaid leave, some emplCl)'ers pay their empl� during CFRA 
leave. In addition. employees may choose (or employers may 
require} use ofaccruoo paid leave wtlllo taKlng CFRA leave 
under certain circumstances. Emplc,;ees on CFRA leave may 
also be ellglble for benefits administered l1j the EmplO)ment 
Development Department. 
Taklng CFRA leave may Impact cel'Ulln empl�e benents and 
seniority date. If employees want more Information regarding 
eligiblllfy for a leave and/or the impact cf the leave on senloricy
and benefits, they should conlllct their employer. 


Pregnancy Dl111bllltylenve. Even lf an emplc,;ee Is not eligible 
for CFRA leavo, If disabled 11, pregnancy, childblrtt, or a relate<' 
medical condition, the emplOyee rs entitled to take a pregnancy 
disability leave or up to four months, dependin!! on thel, 
period(s) of actual dlsabl lty. If the employee Is CFRA-ellg:ble, 
they hB\.'e certain rlgt,ts to take both a pregnancy disability 
lcovc and a CFRA leave for rca90n of tho birth of their child. 
Reinstatement. Both CFRA leave and pregnancy disability leave 
contain a guarantee of reinstatement -ror pregnancy disability 
it ls to the same position end fOr CFRA It Is to the same or a 
comparable position at the ef\d of the leave, subject to any 
defense allowed under tt,e law. 
Notice. For foreseeable events (such as the expected birth of 
a child or a planned medical treatment for ttie employee or of 
a family member). the emplO)'ee must pro,,lde, ff posslb!e, at 
least 30 days' advance notice to their employer that they will 
be taking /eave. For events that are unforeseeable, employees 
should nOtlfythetr emptcyers, et least ..erballY. es soon es they 
learn of the need for the leave. Fallure to compf')' with these 
notice rules Is grounds for, and may result In, Ceferral of the 
requested leave until the employee compiles with this notice 
po'lcy. 
Certification. Employers may requ·re certincauon from an 
employee's health care pro,:lder before allowlng 1ea\'e for 
pregnancy disability or for the employee's own serious health 
condition. Employers may 8150 require certification from 
the health care provider of the employee's family member. 
Including a designated person, who h.ls a serious health 
condition, before granting leave to take care of that famlf')' 
member. 


want to learn more? 
visit: salcM!rJfhts ea ew1tarntN:rnfKllsal::QceSn;m;x-1ffflft/ 


If you heve been subjected to dlscrlmlnatlon, h111assment, or 
retaliatlon at work, or have been Improperly denied protected 
leeve, file • (.Ompla�1 with the Clvll Rights Department (CRDI. 


TO FILEA COMPLAINT 
CMI Rights Department 
et1 lclv,1flght.s.ca.ca,i/complalntprocess 
Toll Free: 600.884.1684 / m: 800.700..2320 
Californla Rel\'.l'j SCr\'lOC (711) 


Have a dlsabllltyttiat requires a reasonab:e accommodation? 
CRD can assist �u with your complalnt 


Fo, addilionaJ uans/atlons of this guidance, vis/f· 'fflllW Galcbdlril'bls All poy/QPStecs/re:mFl[fd 


THIS POSTER MUST BE DISPLAYED WHERE EMPLOYEES CAN EASILY READ IT 


HEALTHY WORKPLACES/HEALTHY FAMILIES ACT OF 2014 


PAID SICK LEAVE 


Entitlement: 


• 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 one hour per every 30 hours worked, paid 
at the employee's regular wage rate. Accrual shall begin on the first day of 
employment or July 1 ,  2015, whichever is later. 


• Accrued paid sick leave shall carry over to the following year of employment and 
may be capped at 48 hours or 6 days. However, subject to specified conditions, 
if an employer has a paid sick leave, paid leave or paid time off policy (PTO) that 
provides no less than 24 hours or three days of paid leave or paid time off, no 
accrual or carry over is required if the full amount of leave Is received at the 
beginning of each year in accordance with the policy. 


IFOR 


e 
AR


The California Civil Rights Department (CRD) enforces laws 
that protect you from Illegal discrimination and harassment 
In employment based on your actual or perceived: 


• ANCESTRY


• AGE (40 and above) 
• COLOR


• DISABILITY (physical, developmental, mental health/psychiatric, 
HIV and AIDS) 


• GENETIC INFORMATION 


• GENDER EXPRESSION


• GENDER IDENTITY 


• MARITAL STATUS 


• MEDICAL CONDITION (genetic characteristics, cancer, or a 
record or history of cancer) 


• MILITARY OR VETERAN STATUS 


• NATIONAL ORIGIN (Includes language restrictions and 
possession of a driver's llcense Issued to undocumented 
Immigrants) 


• RACE (includes hair texture and hairstyles) 
• RELIGION (Includes religious dress end grooming practices) 
• REPRODUCTIVE HEALTH DECISIONMAKING


• SEX/GENDER (Includes pregnancy, childbirth, breastfeeding 
and/or related medical conditions) 


• SEXUAL ORIENTATION


Usage: 


, An employee may use accrued paid sick days beginning on the 90th day of 
employment. 


• 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 sick days to 24 hours or three days in each 
year of employment. 


Retaliation or discrimination against an employee who requests paid sick days or uses 
paid sick days or both is prohibited. An employee can file a complaint with the Labor 
Commissioner against an employer who retal iates or discriminates against the 
employee. 


For additional information you may contact your employer or the local office of the Labor Commissioner. Locate 
the office by looking at the list of offices on our website http://www.dir.ca.q9vJdlsetPistrlctOffices.htm using the 
alphabetical llstlng of clttes, locattons, and communities. Staff Is available In peraon and by telephone. 


CALIFORNIA lAW 
PROHIBITS WORKPlACE 
DISCRIMINATION & HARASSMENT 


THE CALIFORNIA FAIR EMPLOYMENT 
AND HOUSING ACT AND ITS 
IMPLEMENTING REGULATIONS 
PROTECT CIVIL RIGHTS AT WORK. 


HARASSMENT 


1. The law prohibits harassment of employees, applicants, unpaid 
interns, volunteers, and independent contractors by any 
person. This includes a prohibition against harassment based 
on any characteristic listed above, such as sexual harassment, 
gender harassment, and harassment ba$ed an pregnancy, 
childbirth, breastfeeding, and/or related medical conditions. 


2. All employers are required to take reasonable steps to prevent 
all forms of harassment, as well as provide information to each 
of their employees on the nature, illegality, and legal remedies 
that apply to sexual harassment. 


3. Employers with 5 or more employees and public employers 
must train their employees regarding the prevention of sexual 
harassment, including harassment based on gender identity, 
gender expression, and sexual orientation. 


DISCRIMINATION/REASONABLE 
ACCOMODATIONS 


1. California law prohibits employers with 5 or more employees 
and public employers from discriminating based on any 
protected characteristic listed above when making decisions 
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2. Employers cannot llmlt or prohibit the use of any language 
In any workplace unless Justified by business necessity. The 
employer must notify employees of the language restriction 
and consequences for vlolatlon. 


3. Employers cannot discriminate against an applicant or 
employee because they possess a California driver's license or 
ID issued to an undocumented person. 


4. Employers must reasonably accommodate the religious beliefs 
and practices of an employee, unpaid intern. or job applicant. 
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part of an individual's observance of their religious beliefs. 
5. Employers must reasonably accommodate an employee or 


Job applicant with a d isability to enable them to perform the 
essential functions of a Job. 


ADDITIONAL PROTECTIONS 


1
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2. Employers with 5 or more employees and public employer":' 


must provide up to 12 weeks of JOO-protected leave to eligible 
employees: to care for themselves, a family member {child 
of any age, spouse, domestic partner, parent, parent-in- law, 
grandparent, grandchild, sibling) or a designated person (with 
a blood or family-like relationship to employee}; to bond with a 
new child; or for certain m ilitary exigencies. 


I t  is the publ ic pol icy of the State of Cal ifornia to encourage employees to notify an appropriate 
government or law enforcement agency, person with authority over the employee, or another 
employee with authority to investigate, discover, or correct the violation or noncompl iance, and to 
provide information to and testify before a public body conducting an investigation , hearing or inquiry, 
when they have reason to believe their employer is violating a state or federal statute, or violating or 
not complying with a local ,  state or federal rule or regu lation. 


Who is protected? 
Pursuant to Cal ifornia Labor Code Section 1 1 02.5 , employees are the protected class of individuals. 
"Employee" means any person employed by an employer, private or publ ic, including, but not l imited 
to, individuals employed by the state or any subdivision thereof, any county, city, city and county, 
including any charter city or county, and any school d istrict, community col lege district, municipal or 
publ ic corporation, pol itical subdivision ,  or the University of Cal ifornia. [Cal ifornia Labor Code Section 
1 1 06] 


What is a whistleblower? 
A "whistleblower" is an employee who discloses information to a government or law enforcement 
agency, person with authority over the employee, or to another employee with authority to investigate , 
d iscover, or correct the violation or noncompl iance, or who provides information to or testifies before a 
publ ic body conducting an investigation , hearing or inquiry, where the employee has reasonable 
cause to believe that the information d iscloses: 


1 . A violation of a state or federal statute , 
2. A violation or noncompliance with a local ,  state or federal ru le or regu lation, or
3 .  With reference to employee safety o r  health , unsafe working conditions o r  work practices i n  the 


employee's employment or place of employment. 


A whistleblower can also be an employee who refuses to participate in an activity that would resu lt in a 
violation of a state or federa l  statute , or a violation of or noncompliance with a local ,  state or federal 
rule or regulation . 


What protections are afforded to wh istleblowers? 
1 . An employer may not make, adopt, or enforce any rule, regulation, or pol icy preventing an 


employee from being a whistleblower. 
2. An employer may not retal iate against an employee who is a whistleblower.
3 . An employer may not retal iate against an employee for refusing to participate in an activity that


would result in a violation of a state or federal statute, or a violation or noncompliance with a
state or federal ru le or regulation.


4 . An employer may not retal iate against an employee for having exercised h is or her rights as a
whistleblower in any former employment.


Under Cal ifornia Labor Code Section 1 1 02.5, if an employer retal iates against a whistleblower, the 
employer may be required to reinstate the employee's employment and work benefits, pay lost wages, 
and take other steps necessary to comply with the law. 


How to report improper acts 
If you have information regard ing possible violations of state or federal statutes , ru les, or regulations, 
or violations of fiduciary responsibi l ity by a corporation or l imited l iabi l ity company to its shareholders ,  
investors, or employees, cal l  the Cal ifornia State Attorney General's Whistleblower Hotline at 
1 -800-952-5225. The Attorney General wi l l  refer your cal l  to the appropriate government authority for 
review and possible investigation .  


3. Employers must provide Job-protected leave of up to 4 
months to employees disabled because of pregnancy, 
childbirth, or a related medical condition. as well as require 
employers to reasonably accommodate an employee, on 
the advice of their health care provider. related to their 
pregnancy, childbirth, or a related medical condition. 


4. Employers, employment agencies, and unions must 
preserve applications, personnel records, and employment 
referral records for a minimum of four years. 
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and employment agencies from making discriminatory pre
hiring inquiries or publishing help-wanted advertisements 
that express a discriminatory h iring preference. 


6. Unions cannot d iscriminate in member admissions or 
dispatching members to jobs. 


7. The law prohibits retaliation against a person who opposes, 
reports, or assists another person to oppose unlawful 
discrimination, including filing an internal complaint or a 
complaint with CRD. 


REMEDIES/FILING A COMPlAINT 


1. The !aw provides remedies for indlvlduals who experience 
prohibited discrimination, harassment. or retaliation In 
the workplace. These remedies can Include h iring, front 
pay, back pay, promotion. reinstatement. cease-and-desist 
orders, expert witness fees, reasonable attorney's fees and 
costs, punitive damages, and emotional distress damages. 


2. If you believe you have experienced discrimination, 
harassment, or retaliation, you may file a complaint with 
CRD. Independent contractors and volunteers: If you believe 
you have been harassed, you may fife a complaint with CRD. 


3. Complaints must be filed within three years of the last act of 
dlscrimination/harassmenVretaliation. For those who are 
under the age of eighteen, complaints must be filed wit11in
three years after the last act of discrimination/harassmenV 
retaliation or one year after their eighteenth birthday, 
whichever is later. 


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


TO FILEA COMPlAINT 
Civil R ights Department 
calcivllrights.ca.gov/complaintprocess 
Toll Free: 800.884.1684 / TTY: 800.700.2320 
California Relay Service (711) 


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


The Fair EmplO'Jmantanc:1 Housing Act is oodlfied at Government COde sections 12900 
• 12999. The regulations Implementing the i\ct 1ue !'.It Code of Regulatlor"l!I, title 2, 
CJivlslon 4.1 


Government COde section 12950 and CaJJomla Code of Regulations, title 2, sectkm 
11023. require all employers to post this dorument tt mu5t be coruolcuousl� poste,d 
In hiring offices, on employee bulletin boards, In employment agency wailing rooms, 
union halls, end other places emptoyees pther. Artt empl()IJer'Mlose wo,kforce et al'l)' 
lacllll)' Of estaol15hment consists of more than 1°" of non-Engl ish &pealdna persons 
must also post this notice In the appropriate langul!lge or lang�ges. 
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Order and IWC 


Industry and 
Occupation Orders 


PLEASE POST NEXT TO YOUR IWC INDUSTRY OR OCCUPATION ORDER 


O:FFICIAL NOTICE 


Ca l iforn ia M in imumWage 
MW-2023 


Every employer, regardless of the number of employees, shall pay to each employee wages not less than the following: 


Effective January 1, 2023 Minimum Wage $15.50 per hour 


PREVIOUS YEARS 
EFFECTIVE DATE Employers with 25 or Fewer Employees• Employers with 26 or More Employees • 


January 1, 2022 $14.00 $ 15.00 


January 1, 2021 $13.00 $14.00 


January 1, 2020 $12.00 $13.00 


•Employees treated as employed by a single qualified taxpayer pursuant to Revenue and Taxation Code section 23626 are treated as employees of that single taxpayer. To 
employers nnd representatives of persons working in industries and occupations in the State of California: 
SUMMARY OF ACTIONS 
TAKE NOTICE that on April 4, 2016, the Governor of California signed legislation passed by the California Legislature, raising the minimum wage for all industries. (SB 3, 
Stal$ of 2016, amending section 1 182.12. of the California Labo.- Code.) Pursuant lo its authority under Labor Code section 1 182.13, the Department of Industrial Relations 
amends and republishes Sections 2, 3, and 5 of the General Minimum Wage Order, MW-2022. Section I,  Applicllbility, and Section 4, Separability, have not been changed. 
Consistent with this enactment. amendments ore made to the minimum wage, nnd the meals and lodging credits sections of nil ofthe IWCs industry and occupation orders. 
This summary must be made available to employees in accordance with the lWCs wage orders. Copies of the full text of the amended wage orders may be obtained by 
downloading online at ht1ps:l/www.dir.ca.gov/iwc.'WageOrderlndustries.h1m or by contacting your local Division of Labor Standards Enforcement office. 
I. APPLICABILITY 
The provisions of this Order shall not apply to outside so!espersons and individuals who are the parent, spouse, or children of the employer previously comained in this Order 
and the IWCs industry and occupation orders. Exceptions and modifications provided hy statute or in Scclion I, Applicabili1y, and in other .�ections of the IWC's industry 
and occupation order.; may be used where such provisions are enforceable and applicable to the employer. 
2. MlNfMUM WAGES 
Every employer shall pay to each employee wages not less than those slated nbo\.·e, on each effective dote, per hour for an hours worked. 
3. MEALS AND LODGING CREDITS - TAB LE 
When credit for meals or lodging is used lo meet part of the employer's minimum wage obligation, the amounts so credited purslltlllt to a voluntary written agreement may nol be 
more than the following: 


EFFECTIVE: 
For an employer who employs: 


LOOGlNG 


Room occ;upied nlonc 


Room shnr.:d 


Ap11rtmen1 � 1wo thirds (213) of the 
ordinary rental \lDluc, and in no event 
mOfC th:in: 
Where B couple are boLh employed by the 
employer, two thirds (2/J) oflhe ordinary 
r<::ntill value, 11nd in no event more than: 
MEALS 
Breakfast 
Lurch I 
Dinner ' 


JANUARY I, 2020 JANUARY 1,  2021 
26 or More 25 or Fewer 26 or J\.fort! 
Employees Employees Employees 


$61.13 $56.43 $65.83 
/week /wee!< /week 


$50.46 $46.58 $54.34 
/week "!week -,week 


$734.21 $677.75 $790.67 
/month /month /month 


$1086.07 $1002.56 $1169.59 
/month /month /month 


$4.70 $4.34 I <5.06 
l,b."1/ I :i,:,,Y,/ -
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25 ur Fewer 
Employees 


$61.13 
/week 
$50.46 
/week 


$734.21 
/month 


$1086.07 
/month 


I $4.70 
I ,�, 
I $8�1 


JANUARY I, 2022 JANUARY I, 2023 
26 or More 25 or Fewer All Emplo)'ers regardless of 
Employees Employees number of Employees 


$70.53 $65.83 $72.88 
/week /week /week 
'$
i
58.22 $54.34 $60.16 
week "!week /week 


$847.12 $790.67 $875.33 
/month /month /month 


$1253.10 $1169.59 $1294.83 
/montn /month /month 


<5.42 I <5.06 $5.60 
"·"' I >O.S/ I ,,.,, 
" .u, I :i,:1-:J:i I ,10:35---


Meals or lodging mny not be crediled against the minimum wnge wilhout a vo\unlary written agreement between the employer and the employee. When credit for meals or 
lodging is U5cd to meet part of the employer's minimum wage obligation, the amounts so credited may not he more than the amounts stated in the table above. 
4, SEPARABILITY 
Jr the application of any provi�ion of this Order, or nny 5ection, 5ubsection, subdivision, sentence, clause, phrru;e, word or portion of this Order should be held inv1\l id, 
unconstitutional, unauthorized, or prohibited by s1a1ute, the remaining provisions thereof shall not be affected thereby, but shall continue to be given full force and effect as if 
the part so held in\'a\id or unconstitutional hlld not been included herein. 
5. AMENDED PROVISIONS 
This Order amends the minimum wage and meals and lodging credits in MW-2022, as well as in the JWC's industry and occup::llion orders. (See Orders 1-15, Secs. 4 and 10; 
1md Order 16, Secs. 4 and 9.) This Order makes no other changes to the JWC's industry and occupation orders. 


These Amendments to the Wage Orders shall be in effett as or January 1, 2023. 


Questions obout enforcement should be directed to the Labor Commissioner's Office. For the address and telephone number of the office nearest you, infonnation c:m be found 
on the internet a1 www die ca gqv/QLSFJd\:u; h•ml or under a search for"Celifomia Labor Commissioner's Office" on the internet or any other directory. The l..ahor Commissioncr 
has offices in the following cities: Bakersfield, El Centro, Fmno, Long Besch, Los Angeles, Oakland, Redding, Sacramento, Salinas, San Bernardino, San Diego, San Francisco, 
San Jose, Snntn Ana, San1a Barbera, Santa Rosa, Stockton, and Van Nuys. 














