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Copies of Payroll Records 
(SB 1252)  

 

Existing law allows employ-
ees to “inspect or copy” 

their payroll records.            
SB 1252 merely makes clari-
fying changes designed to 

ensure that employers make 
and provide the copies, and 
don’t require employees to 
find ways to make the cop-

ies themselves.  

 

 

California Employment Law Update 

 WHAT’S  NEW FOR 2019  

In 2018, Governor Brown signed several laws impacting 

California employers. A summary of some of the key new 

laws are detailed below. 

Sexual Harassment Training for All Employees and 

Small Employers (SB 1343) 

Currently, employers with 50 or more employees are re-
quired to provide at least 2 hours of sexual harassment 
prevention training to all supervisors and managers every 
2 years, or within 6 months of an employee becoming a 
supervisor or manager. SB 1343 expands the requirement 
to include employers with at least 5 employees. The 
amendment also requires employers to provide at least  
1  hour of training to non-supervisory employees by Janu-
ary 1, 2020, and once every 2 years thereafter.  
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Criminal History Inquiries 
(SB 1412) 

California law limits employers’ 
ability to conduct criminal histo-
ry inquiries and to use criminal 
history information in employ-
ment decisions. Labor Code Sec-
tion 432.7 makes an exception 
for employers who are required 
by law to inquire into an appli-
cant’s or an employee’s criminal 
history. SB 1412 amends the 
Labor Code to tighten the excep-
tion to apply only where an em-
ployer is required by law to in-
quire into a “particular convic-
tion,” or where the employer 
cannot by law hire someone 
with a “particular conviction.” A 
“particular conviction” is defined 
to mean “a conviction for spe-
cific criminal conduct or a cate-
gory of criminal offenses pre-
scribed by any federal law, fed-
eral regulation or state law that 
contains requirements, exclu-
sions, or both, expressly based 
on that specific criminal conduct 
or category of criminal offens-

es.” Thus, in light of SB 1412, an 
employer may gather criminal 
conviction history only as to 
those “particular convictions” 
that are either required by state 
or federal law to be reviewed or 
that would preclude an appli-
cant from holding the position 
sought under state or federal 
law. 

 

 

 

 

 

          Lactation Accommodation (AB 1976) 

Existing law requires every employer to provide a reasonable 
amount of break time to accommodate an employee desiring 
to express breast milk for the employee’s infant child and re-
quires an employer to make reasonable efforts to provide the 
employee with the use of a room or other location, other than 
a toilet stall, in close proximity to the employee’s work area for 
the employee to express milk in private.  This bill would instead 
require an employer to make reasonable efforts to provide an 
employee with use of a room or other location, other than a 
bathroom, for these purposes. The bill would deem an employ-
er to be in compliance with the requirement of providing a 
lactation location if the employer makes available a temporary 
lactation location that meets specified conditions, including 
that the temporary lactation location be used only for lactation 
purposes while an employee expresses milk.  

All New Employment Laws  

Effective  

January 1, 2019  

   Pay History ( AB 2282) 
While California’s salary history ban 
took effect on January 1, 2018, AB 
2282 amends and clarifies that law. 
Effective January 1, 2019, California 
Labor Code Section 432.3 provides 
that employers need not provide pay 
scales except to applicants, upon their 
request, who have completed an initial 
interview and who have made a re-
quest for this information. Thus, nei-
ther current employees nor every 
applicant are entitled by law to pay 
scale information. AB 2282 also ex-
pressly authorizes employers to ask 
job applicants about their “salary ex-
pectations” for the desired position. 
With regard to current employees, 
Labor Code Section 1197.5 is amended 
to authorize employers to make com-
pensation decisions based upon an 
employee’s current salary so long as 
any wage differential resulting from 
that compensation decision is justified 
by one or more specified factors, such 
as a seniority system or merit system. 


