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AB 250 

• Creates a two - year window (Jan 1, 2026 –  Dec 31, 
2027) to file previously time - barred sexual assault 
lawsuits for adult survivors.

Justice for Sexual Assault Survivors Act

• Claims may be brought against:
a. The perpetrator, and/or
b. An institution that engaged in a “cover - up.”

• “Cover - up” a coordinated effort to conceal 
evidence or discourage reporting.

• Extends to related employment claims (e.g., 
wrongful termination, harassment).

• Public entities are exempt from this revival 
window.



AB 268

• Diwali is now an official California state holiday 
beginning January 1, 2026.

• State employees receive a paid day off in 
observance.

Diwali Becomes a California State 
Holiday

• Public schools and community colleges may close 
for Diwali.

• Schools are encouraged to include educational 
programs or curriculum recognizing the holiday’s 
cultural and historical importance.

• Courts remain open — Diwali is not a judicial 
holiday.



SB 464

• Amends Government Code §12999, which requires employers with 100+ employees to 
submit annual pay data reports to the Civil Rights Department (CRD).

• Employers must now collect and store demographic information separately from 
employee personnel records.

Updated Job Categories and Reporting 
Requirements (CRD)

• Beginning Jan 1, 2027, the number of required job categories in pay data reports 
increases from 10 to 23.

⚬ Fo r e xa m p le , a  s o ftwa re  d e ve lo p e r wh o  wa s  p re vio u s ly g ro u p e d  u n d e r 
“Pro fe s s io n a l” n o w m a y fa ll in to  a  c a te g o ry s u c h  a s  “Co m p u te r a n d  
m a th e m a tic a l o c c u p a tio n s ,” a llo win g  fo r m o re  p re c is e  p a y d a ta  a n a lys is .

⚬ Th e  p re vio u s  c a te g o rie s  we re  c re a te d  d e c a d e s  a g o  b y th e  EEOC a n d  d id n ’t 
a lwa ys  re fle c t to d a y’s  wo rkfo rc e , e s p e c ia lly in  fie ld s  like  te c h , re n e wa b le  
e n e rg y, o r c o n s tru c tio n  lo g is tic s .

• Co u rts  m u s t im p o s e  a  c ivil p e n a lty fo r fa ilu re  to  file , if re q u e s te d  b y th e  CRD.



SB 294

• Requires Employers give Notice to Employees of 
their rights

Mandatory Workplace 
Rights Notices for 
Employees

⚬ Im m ig ra tio n  re la te d  rig h ts
⚬ La b o r Pro te c tio n s

• Sta rtin g  Fe b ru a ry 1, 20 26

• La b o r Co m m is s io n e r to  d e ve lo p  No tic e  b y J a n . 
1, 20 26



• Effective Jan 1, 2026, for Industrial and commercial facilities with 75 or more employees in 
the prior 12 months 

• Cal -  Warn mandates that employers provide at least 60 days' written notice before a mass 
layoff, termination/closure, or relocation.

• SB 617 expands the notice requirements, and employers must now:
a. indicate whether they plan to coordinate services for affected employees with the LWDB, 

another entity, or if they do not plan to coordinate any services; 
b. include the LWDB's contact information and a description of its services; and 
c. describe the CalFresh program, including its helpline number and website.

SB 617 Up d a te d  CAL- WARN La yo ff No tic e  
Re q u ire m e n ts  fo r Em p lo ye rs

• If th e  e m p lo ye r c h o o s e s  to  c o o rd in a te  s e rvic e s , it  m u s t d o  s o  with in  30  d a ys  o f th e  n o tic e .



SB 513 Expanded Access to Workplace Records 
for Employees

SB 513 Requires Employers to Maintain Education Training 
Records in Personnel File, that include:

• The name of the employee

• The name of the training provider

• The duration and date of the training

• The core competencies of the training, 
including skills in equipment or software

• The resulting certification or qualification



SB 261
Triple Damages for 
Employers Who Delay 
Paying Wages

• Strengthens penalties for employers who fail to 
pay final wage judgments or awards.

• DLSE must:

⚬ Po s t fin a l wa g e  d e c is io n s  with in  15  d a ys  a fte r 
th e  a p p e a l p e rio d  e n d s .

⚬ Pu b lic ly lis t  e m p lo ye rs  with  u n s a tis fie d  fin a l 
ju d g m e n ts .

• Em p lo ye rs  re m a in in g  u n p a id  a fte r 18 0  d a ys  ris k 
p e n a ltie s  u p  to  3× th e  o we d  a m o u n t +  in te re s t.

• Co u rts  m u s t a wa rd  a tto rn e ys ’ fe e s  to  p re va ilin g  
e m p lo ye e s .

• Pe n a lty d is trib u tio n : 5 0 % to  e m p lo ye e  /  5 0 % to  DLSE 
fo r e n fo rc e m e n t & e d u c a tio n .



AB 692: Protecting Workers from Debt - Trap Job 
Agreements

• Effective Jan 1, 2026: employment contracts entered into on or after this date may not 
include terms requiring a worker to pay an employer, training provider or debt 
collector if the employment relationship terminates.

• The law extends to contracts that impose penalties, fees, or any form of repayment 
obligation, or that authorize debt collection on the basis of a worker’s separation from 
employment.

• Such contract terms will be treated as a “contract in restraint of trade” and are void 
under Cal. law.



AB 692: Protecting Workers from Debt - Trap Job 
Agreements -  cont.

• Exceptions include:

⚬ Vo lu n ta ry e d u c a tio n  p ro g ra m s  wh e re  th e  wo rke r is  n o t re q u ire d  to  p a rtic ip a te  a s  a  
c o n d itio n  o f e m p lo ym e n t a n d  th e  a g re e m e n t is  s e p a ra te  fro m  th e  e m p lo ym e n t 
c o n tra c t.

⚬ Go ve rn m e n t Lo a n  As s is ta n c e / Fo rg ive n e s s  Pla n s : Co n tra c ts  m a d e  u n d e r fe d e ra l, 
s ta te , o r lo c a l lo a n - re p a ym e n t o r fo rg ive n e s s  p ro g ra m s  a re  a llo we d .

⚬ Ap p ro ve d  Ap p re n tic e s h ip  Pro g ra m s : Ag re e m e n ts  t ie d  to  e n ro llm e n t in  a  Divis io n  o f 
Ap p re n tic e s h ip  Sta n d a rd s – a p p ro ve d  a p p re n tic e s h ip  p ro g ra m  a re  a llo we d .

⚬ Pro p e rty- Re la te d  Co n tra c ts : Ag re e m e n ts  re la te d  to  le a s in g , fin a n c in g , o r p u rc h a s in g  
re s id e n tia l p ro p e rty ( e .g ., u n d e r th e  Ca lifo rn ia  Re s id e n tia l Mo rtg a g e  Le n d in g  Ac t)  a re  
e xe m p t.

• Em p lo ye rs  s h o u ld  p ro m p tly re vie w a n d  re vis e  th e ir a g re e m e n ts  a n d  p ra c tic e s  to  a lig n  with  th e  n e w 
re q u ire m e n ts  a n d  m in im ize  th e  ris k o f lia b ility.



• Effective Jan 1, 2026: amends California’s Equal Pay Act and pay - scale disclosure 
requirements.

SB642 Pa y Tra n s p a re n c y a n d  Exte n d e d  
En fo rc e m e n t fo r Wa g e  Dis p a ritie s

• Exte n d s  s ta tu te  o f lim ita tio n s  fo r Eq u a l Pa y Ac t c la im s  to  th re e  ye a rs  fro m  th e  
la s t  d a te  th e  vio la tio n  o c c u rs .

• Up d a te s  d e fin itio n  o f “p a y s c a le ” to  a  g o o d - fa ith  e s tim a te  o f th e  s a la ry o r h o u rly 
wa g e  ra n g e  th e  e m p lo ye r re a s o n a b ly e xp e c ts  to  p a y u p o n  h ire .



SB642 Pay Transparency and Extended 
Enforcement for Wage Disparities -  cont. 

• Clarifies when a cause of action “occurs,” including each time unlawful wages or 
benefits are paid.

• Employees may recover pay disparities for up to six years, increasing employers’ 
potential back - pay liability.

• Expands definition of “wages” and “wage rates” to include all forms of compensation: 
overtime, bonuses, stock/options, profit - sharing, insurance, paid time off, allowances, 
travel reimbursements, and benefits.

• Employers must keep wage, job classification, and pay scale records during 
employment plus three years after separation



AB 774

• Withholding begins 30 days after 
employer is served.

• Employer return form must show: date, 
who delivered it, and how

• Address verification required by creditors 
within 10 business days.

New Employer 
Obligations for Wage 
Garnishment Notices



SB 303
Protecting Admissions During 
Workplace Bias Training

• California wants to encourage Bias Mitigation 
Training

• The new law protects employers for liability for 
employee disclosures of bias during trainings



• Provides extra protections to Victims of Enumerated Violent and 
Serious Crimes

AB 406
FEHA Pro te c tio n s  Exp a n d e d  fo r Vic tim s  o f 
Vio le n c e  -  Am e n d s  Go ve rn m e n t Co d e  
Se c tio n  129 4 5 .8

• Pro h ib its  Dis c rim in a tin g  o r Re ta lia tin g  a g a in s t vic tim s  fo r a tte n d in g  a  
lo n g  lis t  o f ju d ic ia l p ro c e e d in g s  re la te d  to  th e  c rim e

• Exte n d s  th e  rig h ts  to  e m p lo ye e s  wh o  a re  fa m ily m e m b e rs  o f a  vic tim

• Als o  p ro h ib its  e m p lo ye rs  fro m  re q u irin g  re a s o n a b le  n o tic e  o f 
ju ry d u ty 



• Effective July 1, 2028: the state Paid Family Leave (“PFL”) program will allow employees to 
take leave to care for a “designated person” defined as any care recipient related by 
blood or whose association is the equivalent of a family relationship.

SB 590 Exp a n d in g  Pa id  Fa m ily Le a ve  to  
De s ig n a te d  Pe rs o n s

• Th e  b ill a m e n d s  th e  Un e m p lo ym e n t In s u ra n c e  Co d e  to  e xp a n d  e lig ib ility fo r wa g e  
re p la c e m e n t b e n e fits  to  th is  n e w c la s s  o f c a re - re c ip ie n t.

• Em p lo ye rs  s h o u ld  p re p a re  n o w b y u p d a tin g  le a ve  p o lic ie s , m o d ifyin g  h a n d b o o k 
d e fin itio n s  o f “fa m ily m e m b e r”/ “d e s ig n a te d  p e rs o n ,” a n d  tra in in g  HR s ta ff.

• Em p lo ye e s  filin g  a  PFL c la im  fo r a  “d e s ig n a te d  p e rs o n ” m u s t id e n tify th a t p e rs o n  a n d  
a tte s t  u n d e r p e n a lty o f p e rju ry h o w th e  re la tio n s h ip  q u a lifie s  (b lo o d  re la tio n  o r 
e q u iva le n t fa m ily- a s s o c ia tio n ) .



SB 477

• Expands CRD authority for group and pattern - of - practice 
claims

What Expanded CRD Enforcement 
Means for Employers

• Allows delayed right - to - sue notices for broader 
investigations

• Extends timelines with more tolling options

• Greater CRD involvement before cases reach court



2 CCR 1108, 
1108.1

CRD Regulations 
Regarding the Use 

of A.I. for 
Employment 

Decision Making 

• New CRD Regulations aim to prevent 
algorithmic discrimination by AI and ADS 
in

⚬ re c ru itm e n t
⚬ s c re e n in g  
⚬ p re - e m p lo ym e n t in q u irie s  
⚬ jo b  a p p lic a tio n s  
⚬ in te rvie ws
⚬ e m p lo ye e  s e le c tio n  a n d  te s tin g  
⚬ p la c e m e n t
⚬ p ro m o tio n s  
⚬ tra n s fe r



AB 316
• Developers, modifiers, and users remain liable for AI 

systems

• Liability cannot be avoided by claiming AI acted 
independently

• Requires:
o Strong oversight

o Detailed documentation

o Proactive risk management

• Human responsibility remains, even when AI makes 
decisions



AB 566
• Gives consumers clear control over how their personal 

information is shared

• Requires businesses to provide an easy, accessible opt-out 
mechanism

• Employees excluded in their work role, but can be covered 
as consumers

• Businesses must update privacy notices and data-handling 
practices



⚬ Must notify affected individuals within 30 calendar days of discovering a breach
⚬ If 5 0 0 +  p e o p le  a re  a ffe c te d , a  c o p y o f th e  n o tic e  (with  n o  p e rs o n a l d a ta )  m u s t b e  s e n t 

to  th e  Atto rn e y Ge n e ra l with in  15  d a ys
⚬ No tic e s  m u s t fo llo w a  s p e c ific  fo rm a t:
⚬ Wh a t Ha p p e n e d
⚬ Wh a t In fo rm a tio n  Wa s  In vo lve d
⚬ Wh a t We  Are  Do in g
⚬ Wh a t Yo u  Ca n  Do
⚬ Fo r Mo re  In fo rm a tio n

SB 446 Ca lifo rn ia ’s  30 - Da y Bre a c h  Re p o rtin g  Ru le  
fo r Bu s in e s s e s

• Wh a t It  Do e s
⚬ Sta rtin g  J a n u a ry 1, 20 26 , s tric t  t im e lin e s  fo r n o tifyin g  p e o p le  a fte r a  d a ta  b re a c h
⚬ Ap p lie s  to  e m p lo ye rs  h a n d lin g  e m p lo ye e , a p p lic a n t, o r c o n tra c to r d a ta

• Ne w Re q u ire m e n ts



SB 446 California’s 30 - Day Breach Reporting Rule 
for Businesses -  cont. 

• Delays allowed only if law enforcement says notice would interfere with an 
investigation or if systems need to be secured first

• Why It Matters for Employers

⚬ Re p la c e s  va g u e  “a s  s o o n  a s  p o s s ib le ” ru le  with  a  firm  30 - d a y d e a d lin e
⚬ HR a n d  IT m u s t a c t q u ic kly a fte r a  b re a c h  in vo lvin g  p a yro ll, b e n e fits , b a c kg ro u n d  

c h e c ks , o r p e rs o n n e l d a ta
⚬ Ris k o f p e n a ltie s  a n d  lo s s  o f e m p lo ye e  tru s t if u n p re p a re d

• Wh a t Em p lo ye rs  Sh o u ld  Do  No w

⚬ Up d a te  d a ta  b re a c h  re s p o n s e  p la n s
⚬ Up d a te  n o tic e  te m p la te s  to  in c lu d e  re q u ire d  s e c tio n s
⚬ Re vie w c o n tra c ts  with  ve n d o rs  to  c la rify wh o  h a n d le s  n o tific a tio n s
⚬ Ap p lie s  to  e m p lo ye rs  o f a ll s ize s  h a n d lin g  p e rs o n a l d a ta  fro m  Ca lifo rn ia n s



SB 19

• Expands criminal liability for threats to 
workplaces, schools, and other protected 
locations

• Threats no longer need to target a 
specific individual

• Raises importance of threat 
management and reporting

Addressing Threats to 
Employees and 
Worksites



AB 1523

• Previous threshold for court - ordered mediation: $50,000

• New threshold starting Jan 1, 2027: $75,000

Expanding Mediation in Workplace 
Disputes

• Conditions for mediation:

⚬ Tria l d a te  s e t
⚬ On e  p a rty re q u e s ts  m e d ia tio n
⚬ No  o n g o in g  d is c o ve ry d is p u te s  im p a c tin g  th e  c a s e

• No  o n g o in g  d is c o ve ry d is p u te s  im p a c tin g  th e  c a s e



SB 847 – Preventing Asset Shielding



Disclaimer
The information provided in this presentation does not, and is not 
intended to, constitute legal advice; instead, all information, content, 
and materials available in this presentation are for general 
informational purposes only. Readers of this presentation should 
contact their attorney to obtain advice with respect to any particular 
legal matter. Only your individual attorney can provide assurances that 
the information contained herein –  and your interpretation of it –  is 
applicable or appropriate to your particular situation. Use of, and 
access to, these presentation slides or any of the resources contained 
within the presentation do not create an attorney - client relationship 
between the reader, user, or browser and presentation authors, 
contributors, and their respective employers.



818- 5 9 1- 6 724
Ph o n e  Nu m b e r

239 4 5  Ca la b a s a s  Rd . 
Ste  20 0
Ca la b a s a s , CA 9 130 2

Ad d re s s

www.wo rkwis e la w.c o m
We b s ite

Thanks
Fo r Wa tc h in g
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