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CITY OF HUNTINGTON BEACH
REQUEST FOR CITY COUNCIL ACTION

SUBMITTED TO: HONORABLE MAYOR AND CITY COUNCIL MEMBERS

SUBMITTED BY: Councilmember Jill Hardy, Chair on behalf of Intergovernmental Relations
Committee Members Councitmembers Coerper and Bohrg (ﬂ/ »,

PREPARED BY: Patricia Dapkus, Department Analyst, Sr_%

SUBJECT: APPROVE A CITY COUNCIL POSITION ON LEGISLATION PENDING
BEFORE THE FEDERAL, STATE, OR REGIONAL GOVERNMENTS AS
RECOMMENDED BY THE CITY COUNCIL INTERGOVERNMENTAL
RELATIONS COMMITTEE (IRC)

——

Statement of Issue, Funding Source, Recommended Action, Alternative Action(s), Analysis, Environmental Status, Attachment(s)

Statement of Issue:  Approve a City Council position as recommended by the City Council
Intergovernmental Relations Committee on legislation pending before a federal, state, or regional
government, and authorize the Mayor to communicate the city's position to the elected members of that
federal or state legislature, or regional body.

Funding Source: N/A

Recommended Action:

Motion:

SUPPORT SB 300 (Kuehl) Family and Medical Leave as amended on 07/07/05.

Alternative Action{s):

Do not take action on the above recommendations and provide direction to staff.
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CITY OF HUNTINGTON BEACH
REQUEST FOR ACTION
MEETING DATE: Dec. 19, 2005 DEPARTMENT ID NUMBER: AD 05-20

Analysis:
1. SUPPORT - SB 300 (Kuehl) Family Medical as amended 07/07/05

Under existing law (the Moore-Brown-Roberti Family Rights Act) it is an unlawful employment practice for
an employer, as defined, to refuse to grant a request by an eligible employee to take up to 12 workweeks
of unpaid protected leave during any 12-month period (1) o bond with a chiid who was born to, adopted
by, or placed for foster care with, the employee, (2) to care for the employee's parent, spouse, or child
who has a serious health condition, as defined, or (3) because the employee is suffering from a sericus
health condition rendering him or her unable to perform the functions of the job.

Under the act, "child" means a biclogical, adopted, foster, or stepchild, a legal ward, or a child of a
person standing in loco parentis, who is either under age 18 or an adult dependent child. The act defines
"parent" to mean the employee’s biological, foster, adoptive, or stepparent, legal guardian, or other
person who stood in loco parentis to the employee when the employee was a child.

This bill would increase the circumstances under which an employee is entitled to protecied leave
pursuant to the California Family Rights Act (CFRA) by (1) eliminating the age and dependency elements
from the definition of "child," thereby permitting an employee to take protected leave to care for his or her
independent adult child suffering from a serious health condition, and (2) permitting an employee to take
leave to care for a seriously ill grandparent, sibling, or domestic partner, as defined.

This bill would also provide that an employer violates the act if it fails to grant, or otherwise interferes with
an employee's right to {ake, family care and medical leave for an employee entitled to leave who properly
requests the leave. This bill contains other related provisions and other existing laws.

The Department of Fair Employment and Housing (DFEH), which enforces the CFRA, anticipates that its
caseload for denied family leave claims will double as a result of this bill, from an estimated 400 cases to
800 annually, resulfing in the need for an additional four consultants o investigate claims at a cost of
$400,000 per year.

The City has not experience an extraordinary use of existing rights under the CFRA. Staff does not,
therefore, anticipate a substantial fiscal impact with this expansion of the Act.

The California League of Cities has not taken a paosition on this bill. They have it on “Waltch” status.
The Intergovernmental Relations Committee is recommending the City Council support the bill.

Environmental Status: N/A

Attachment(s):

City Clerk’s

Page Number | No. Description

1. | SB 300 (Kuehi) Family Medical Leave as amended 07/07/05
2. | Information on SB 300 provided by Mayor Dave Sullivan
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SB 300 Senate Bill - AMENDED

BILL NUMBER: SB 300 AMENDED
BILL TEXT

AMENDED IN ASSEMBLY JULY 7, 2005
AMENDED IN SENATE MAY 27, 2005
AMENDED IN SENATE APRIL 19, 2005

INTRODUCED BY Senator Kuehl
FEBRUARY 16, 2005

An act to amend Section 12945.2 of the Government Code, relating
to family and medical leave.

LEGISLATIVE COUNSEL'S DIGEST

SB 300, as amended, Kuehl. Family and medical leave.

Existing law, the Moore-Brown-Roberti Family Rights Act, makes it
an unlawful employment practice for an employer, as defined, to
refuse to grant a request by an eligible employee to take up to 12
workweeks of unpaid protected leave during any 12-month periced (1) to
bond with a child who was born to, adopted by, or placed for foster
care with, the ewployee, (2) to care for the employee's parent,
spouse, or child who has a serious health condition, as defined, or
(3} because the employee is suffering from a serious health condition
rendering him or her unable to perform the functions of the job.
Under the act, *"child" means a biological, adopted, foster, or
stepchiid, a legal ward, or a child of a person standing in loco
parentis, who is either under age 18 or an adult dependent child. The
act defines "parent" to mean the employee’s bioclogical, foster,
adoptive, or stepparent, legal guardian, or other person who stood in
loco parentis to the employee when the employee was a child.

This bill would increase the circumstances under which an employee
is entitled to protected leave pursuant to the Family Rights Act by
(1) eliminating the age and dependency elements from the definition
of "child," thereby permitting an employee to take protected leave to
care for his or her independent adult child suffering from a serious
health condition, and (2) permitting an employee to take leave to
care for a seriously ill grandparent, sibling, or domestic partner,
as defined.

This bill would alsc provide that an emplover violates the act if
it fails to grant, or otherwise interferes with an employee's right
to take, family care and medical leave for an employvee entitled to
leave who properly requests the leave. The bill would substitute the
term "family member® for parent, grandparent, sibling, child,
domestic partner, or spouse, for purposes of authorizing an employee
to take leave to care for a family member with a sericus health
condition. This bill would additionally provide that care for, as
used in the act, includes both physical and psychological care, as
specified, and that an employee may, but need not, be involved or
participating in providing the direct medical care of the family
member.

The bill wculd require that an employer that knows or has reason
to know that an employee may need family care and medical leave
provide the employee with specified information regarding the right
to family care and medical leave within 2 business days of the date
the employer learns of the need for leave. The bill would authorize
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medical leave ag a result of the employer's failure to provide the
employee with that information to bring a claim for a violation of

the act. The bill would also require the Fair Employment and Housing
Commission to develop a form that includes the information that the
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SB 300 Senate Bill - AMENDED

emplover must provide to employees, and require that the department
make the form available to employers.

Under existing law, the act authorizes an employer to require that
an employee's request for leave to care for a child, spouse, or
parent with a serious health condition, c¢r for the employee's own
serious health condition, be supported by a certification by a health
care provider.

This bill would prohibit the employer from, as a condition cf
granting leave, requiring the employee to disclose the underlying
diagnogis or course of treatment of the employee or the euployee's
family member. The bill would also provide that the employvee need not
disclose his or her diagnosis or course of treatment, or the
diagnosis or course of treatment of a family member, as a condition
for receiving leave.

Existing law prohibits the act and any amendments to the act from
being construed to require any changes in existing collective
bargaining agreements during the life of the contract or until
specified dates, whichever occurs first.

This bill would delete those provisions.

Vote: majority. Appropriation: no. Fiscal committee: vyes.
State-mandated local program: no.

THE PECPLE OF THE STATE OF CALIFORNIA DO ENACT AS FOLLOWS:

SECTION 1. Section 12945.2 of the Government Code is amended to
read:

12945.2. (a) (1) Except as provided in subdivigion (b), it shall
be an unlawful employment practice for any employer, as defined in
paragraph (5) of subdivision {(c}, to refuse to grant a request by any
employee with more than 12 months of service with the employer, and
who has at least 1,250 hours of service with the employer during the
previous 12-month period, to take up to a total of 12 workweeks in
any 1l2-month period for family care and medical leave.

(2) 2n employer shall be deemed to he in violation of this section
if it fails to grant job-protected family care and medical leave to
an employee who is entitled to leave under this section and who makes
a request for time off as described in paragraph (3) of subdivision
(), or if it otherwise interferes with an employee's right te leave
under this section.

{(3) To comply with this section, the employer shall, upon granting
the leave, provide to the employee a guarantee of employment in the
same or a comparabkle position upon the terminaticon of the leave.

(b) Notwithstanding subdivision (a), it shall not be an unlawful
employment practice for an employer to refuse to grant a request for
family care and wmedical leave by an employee if the employer employs
less than 50 employees within 75 miles of the worksite where that
employee is employed.

{c) For purposes of this gection:

(1) "Care for" shall encompass both physical and psychological
care, and an employee providing care may, but need not, be involved
or participating in providing the direct medical care of a family
member who has a serious health condition. "Care for" shall include
the foliowing:

(A) Providing asgistance with medication or other medical
treatments.

(B) Providing assistance with hygienic, nutritional, or safety
neeads.

Page 2 of 7

(CT—Providing transportation to medical appointments.

(D) Providing psychological comfort and reassurance.

(E) Filling in for others who are caring for the family member or
making arrangements for third-party care.

{F) Ass1st1ng with transfers regquired by the serious medical
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SB 300 Senate Bill - AMENDED Page 3 of 7

condition, such as relocation to a care facility or a more accessible
residence.

{G} Spending time with a family member at the end of the family
member's life.

(2) "Child" means a biological, adopted, or foster child, a
stepchild, a legal ward, or a child of a perscn standing in loco
parentis.

(3} "Comparable position” means a pogition that is virtually
identical to the employee's former position in terms of pay,
benefits, and working conditions, including privileges,
prerequisites, and status. A comparable position must include duties
and responsibilities that are the same or substantially similar to
those of the employee's former posgition, and that entail
substantially equivalent skill, effort, responsibility, and
authority.

{4) "Domestic partner" has the same meaning set forth in Section
297 of the Family Code.

{5) "Employer" means either of the following:

{A) Any person who employs, supervises, or contreols 50 or more
persons who perform services for a wage or salary.

{B) The state, and any political or civil subdivision of the state
and cities.

{6) "Family care and medical leave" means any of the following:

(A) Leave for reason of the birth of a child of the employee oxr
the placement of a chiid with an employee in comnection with the
adoption or foster care of the child by the employee.

(B) Leave to care for a family member who has a serious health
condition. The fact that an employee spends time with a family member
with a serious health condition shall create a rebuttable
pregumption that the employee is caring for the family member.

{C) Leave because of an employee's own sericus health conditicn
that makes the employee unable to perform the functions of the
position of that employee, except for leave taken pursuant to
subdivision (a) of Section 12945.

{7) "Family member" means parent, grandparent, sibling, child,
domestic partner, or spouse.

{8) "FMLA" wmeans the federal Family and Medical Leave Act of 1993
(P.L. 103-3).

{9) "Health care provider" means any of the following:

{a) An individual holding either a physician's and surgeon's
certificate issued pursuant to Article 4 (commencing with Section
2080) of Chapter 5§ of Division 2 of the Business and Professions
Code, an osteopathic physician's and surgeon’s certificate issued
pursuant to Article 4.5 (commencing with Section 2099.5) of Chapter 5
of Division 2 of the Business and Professions Code, or an individual
duly licensed as a physician, surgeon, or osteopathic physician or
surgeon in ancther state or jurisdiction, who directly treats or
supervigses the treatment of the serious health condition.

{(B) Any other person determined by the United States Secretary of
Labor to be capable of providing health care services under the FMLA.

(10) "Parent" means a biological, foster, or adoptive parent, a
stepparent, a legal guardian, or other person who stood in loco
parentis to the employee when the employee was a child.

{(1i) "Serious health condition" means an illness, injury,
impairment, or physical or mental condition that involves either of
the following:

{A) Inpatient care in a hospital, hospice, or residential health
care facility.

1 . 1] ] i
— By Continuing treatwent or Tontinuing SUpervision by o healti

care provider. !
(d) An employer shall not be required to pay an employee for any ]
leave taken pursuant to subdivision (&), except as required by A
subdivision (e). J
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SB 300 Senate Bill - AMENDED Page 4 of 7

{e) hn employee taking a leave permitted by subdivision {(a) may
elect, or an employer may require the employee, to substitute, for
leave allowed under subdivision (a), any of the employee's accrued
vacation leave or other accrued time off during this pericd or any
other paid or unpaid time off negotiated with the employer. If an
employee takes a leave because of the employee's own serious health
condition, the employee may also elect, or the employer may also
require the employee, to substitute accrued sick leave during the
periecd of the leave. However, an employee shall not use sick leave
during a period of leave in connection with the birth, adoption, or
foster care of a child, or to care for a family member with a serious
heaith condition, uniess mutually agreed to by the employer and the
employee.

(f} (1) During any period that an eligible employee takes leave
pursuant to subdivision (a) or takes leave that qualifies as leave
taken under the FMLA, the employer shall maintain and pay for
coverage under a "group health plan,® as defined in Section 5000 (k)
{1) of the Internal Revenue Code of 1986, for the duration of the
leave, not to exceed 12 workweeks in a 12-month period, commencing on
the date leave taken under the FMLA commences, at the level and
under the conditions coverage would have been provided if the
employee had continued in employment continuously for the duration of
the leave. Nothing in the preceding sentence shall preclude an
employer from maintaining and paying for coverage under a "group
health plan® beyond 12 workweeks. BAn employer may recover the premium
that the employer paid as required by this subdivision for
maintaining coverage for the employee under the group health plan if
both of the following conditions occur:

{A} The employee fails to return from leave after the period of
leave to which the employee is entitled has expired.

(B} The employee's failure to return from leave is for a reason
other than the continuation, recurrence, or onget of a serious health
condition that entitles the employee to leave under subdivision (a)
or other cilrcumstances beyond the control of the employee.

(2) (A) Any employee taking leave pursuant to subdivision (a)
shall continue to be entitled to participate in employee health plans
for any period during which coverage is not provided by the employver
under paragraph (1), employee benefit plans, including life,
short-term, or long-term disability or accident insurance, pension
and retirement plans, and supplemental unemployment benefit plans to
the same extent and under the same conditions as apply to an unpaid
leave taken for any purpose other than those described in subdivision
{a) . In the absence of these conditions an employee shall continue
to be entitled to participate in these plans and, in the case of
health and welfare employee benefit plans, including life,
short-term, or long-term digability or accident insurance, or other
similar plans, the employer may, at his or her discretion, require
the employvee to pay premiums, at the group rate, during the period of
leave not covered by any accrued vacation leave, or other accrued
time off, or any other paid or unpaid time off negotiated with the
employer, as a condition of continued coverage during the leave
period. However, the nonpayment of premiums by an employee shall not
constitute a break in service, for purposes of longevity, seniority
under any collective bargaining agreement, or any employee benefit
plan.

(B) For purposes of pension and retirement plans, an employer
shall not be reguired to make plan payments for an employee during
the leave period, and the leave period shall not be required to be
counted for purposes of time accrued under the plan. However, an

in accordance with the terms of the plan during the period of the
leave.

{g} During a family care and medical leave period, the employee
shall zzégin employee status with the ewmployer, and the leave shall
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SB 300 Senate Bill - AMENDED ' Page 5 of 7

not constitute a break in service, for purposes cof longevity,
geniority under any collective bargaining agreement, or any employee
benefit plan. An employee returning from leave shall return with no
less seniority than the employee had when the leave commenced, for
purposes of layoff, recall, promotion, job assignment, and
seniority-related benefits such as vacation.

{(h} If the employee's need for a leave pursuant to this section is
foreseeable, the employee shall provide the employer with reasonable
advance notice of the need for the leave.

(i) If the employee's need for leave pursuant to this section is
foreseeable due to a planned medical treatment or supervision, the
employee shall make a reasonable effort to schedule the treatment or
supervision to avoid disruption to the cperations of the employer,
subject to the approval of the health care provider of the individual
requiring the treatment or supervision.

{j) (1) An employer that knows or has reason to know that an
employee may need leave pursuant to this section shall, within two
business days of the date the employer learns of the need for leave,
provide the employee with written information about the right to
family care and medical leave, including the following:

(A} The right to family care and medical leave of up to 12
workweeks where the conditions of subdivision {a) are met.

(B} The right to be restored to the same or —eguiwalent
Feb— & comparable pogition wupon return from
leave.

(C) Notice that the leave will be counted against the employee's
annual leave entitlement.

(D) The right to intermittent leave.

(E) Any requirement the employer has regarding a medical
certification, as described in subdivisions (k) and (1).

(F) Any requirement the employer has, consistent with subdivision
(e}, that the employee use accrued vacation leave, accrued sick
leave, or other accrued time off or any other paid or unpaid time off
during the leave allowed under subdivision {a).

{@) The employee's right, consistent with subdivision {(e), to
elect to use accrued vacation leave, accrued sick leave, or other
accrued time off or any other paid or unpaid time off during the
leave allowed under subdivision (a).

{H) The employee's right to protection from retaliation and
discrimination as described in subdivision (n}.

{I) Information regarding the procedures for filing complaints of
violations of this section with the department.

(J) Information regarding the employee's potential eligibility for
paid family leave benefits through the state disability insurance
program (Chapter 7 (commencing with Section 3300} of Part 2 of
Divigion 1 of the Unemployment Insurance Code).

(2) The commission shall develop a form that includes the items
specified in subparagraphs (A) to (J), inclusive, of paragraph (1)
and shall make this form readily available to employers covered by
this section.

{3) An employer shall be deemed to know that an employee may need
leave pursuant to this section whenever it receives from or on behalf
of an employee a request for time off from work that makes reference
to either of the following as a reason for the request:

(A) The birth of a child of the employee or the placement of a
child with an employee in connection with the adoption or foster care
of the child by the employee.

(B) The medical condition of the employee, a child of the
employee, or a family member, where the condition could reasonably

of subdivision (c)
{4} An employee who, as a result of the employer's failure to '*-“—'
comply with paragraph (1), is deprived of his or her right to family L —
care and medical leave, may bring a claim for wviclation of this /
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SB 300 Senate Bill - AMENDED Page 6 of 7

section.

{k) An employee need not disclose his or her diagnosis or course
of treatment, or the diagnosis or course of treatment of a family
member, as a condition for receiving leave.

{1) (1) An employer may require that an employee's request for
leave to care for a family member who has a serious health condition
be supported by a certification issued by the health care provider of
the individual requiring care. That certification shall be
sufficient if it includes all of the following:

(A) The date on which the serious health condition commenced.

(B) The prokable duration of the condition.

{C) An estimate of the amount of tiwme that the health care
provider believes the employee needs to care for the individual
requiring the care.

{D) A statement that the serious health condition warrants the
participation of a family member to provide care during a period of
the treatment or supervision of the individual requiring care.

{2} In accordance with the right to privacy protected by Section 1
of Article T of the California Constitution, the employer shall not,
as a condition of granting leave, require the employee to disclose
his or her underlying diagnosis or course of treatment or the
diagnosis or course of treatment of a family member, either through
the medical certificatiocn process or by any other means.

(3) Upon expiration of the time estimated by the health care
provider in subparagraph {C) of paragraph (1}, the employer may
require the employee to obtain recertification, in accordance with
the procedure provided in paragraph (1), if additicnal leave is
required.

{m) (1) An emplover may require that an employee's request for
leave because of the employee's own serious health condition be
supported by a certification issued by his or her health care
provider. That certification shall be sufficient if it includes all
of the following:

(&) The date on which the serious health condition commenced.

{B) The probable duration of the condition.

(C) A statement that, due to the serious health condition, the
employee is unable to perform the function of his or her position.

(2) In accordance with the right to privacy protected by Section 1
of Article I of the California Constitution, the employer shall not,
as a condition of granting leave, require the employee to disclose
his or her underlying diagnosis or course of treatment or the
diagnosis or course of treatment of a family member, either through
the medical certification process or by any other means.

{3) The employer may require that the employee obtain subsequent
recertification regarding the employee's serious health condition on
a reasonable basis, in accordance with the procedure provided in
paragraph (1), 1f additional leave is required.

(4£) (A} In any case in which the employer has reason to doubt the
validity of the certification provided pursuant to this section, the
employer may require, at the employer's expense, that the employee
obtain the opinion of a second health care provider, designated or
approved by the employer, concerning any information certified under
paragraph (1) .

(B) The health care provider designated or approved under
subparagraph (&) shall not be emploved on a regular basis by the
employer.

{C) In any case in which the second opinion described in
subparagraph (A) differs from the opinion in the original
certification, the employer may require, at the employer's expense,

ST ATE ol o cl - - - 1 a A - - oV -

designated or approved jointly by the employer and the employee,
concerning the information certified under paragraph {(1).

(D) The opinion of the third health care provider concerning the
informgtion certified under paragraph {1) shall be consgidered to be
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SB 300 Senate Bill - AMENDED Page 7 of 7

final and shall be binding on the employer and the employee.

(E) Where an employer fails to contest the certification provided
pursuant to this section, the certification provided shall be
presumed final and binding on the employer.

(5) As a condition of an employee's return from leave taken
because of the employee's own serious health condition, the employer
may have a uniformly applied practice or policy that requires the
employee to obtain certification from his or her health care provider
that the employee is able to resume work. Nothing in this paragraph
shall supersede a valid collective bargaining agreement that governs
the return to work of that employee.

{n) Tt shall be an unlawful employment practice for an employer to
refuse to hire, or to discharge, fine, suspend, expel, or
discriminate or retaliate against, any individual because of any of
the following:

(1) An individual's exercise of the right to family care and
medical leave provided by subdivision {a).

(2) An individual's giving information or testimony as to his oxr
her own family care and medical leave, or another person's family
care and medical leave, in any inquiry or proceeding related to
rights guaranteed under this section.

{0) The provisions of this section shall be construed as separate
and distinct from those of Section 12945.

{(p) Leave provided for pursuant to this section may be taken in
one or more periods. The 12Z-month period during which 12 workweeks of
leave may be taken under this section shall run concurrently with
the 12-month period under the FMLA, and shall commence the date leave
taken under the FMLA commences, except as specified in subdivision
{s).

{(g) In any case in which both parents entitled to leave under
subdivision {(a) are employed by the same employer, the employer shall
not be required to grant leave in connection with the birth,
adoption, or foster care of a child that would allow the parents
family care and medical leave totaling wmore than the amount specified
in subdivision ({a}.

(r) (1) Notwithstanding subdivision (a}, an employer may refuse to
reinstate an employee returning from leave to the same or a
comparable position if all of the following apply:

{4) The employee is a salaried employee who is among the highest
paid 10 percent of the employer's employees who are employed within
75 miles of the worksite at which that employee is employed.

(B) The refusal is necessary to prevent substantial and grievous
economic injury to the operations of the employer.

(C) The employer notifies the employee of the intent to refuse
reinstatement at the time the employer determines the refusal is
necesgary under subparagraph (B).

(2} In any case in which the leave has already commenced, the
employer shall give the employee a reasonable opportunity te return
to work following the notice prescribed by subparagraph (C).

(s} Leave taken by an employee pursuant to this section shall run
concurrently with leave taken pursuant to the FMLA, except for any
leave taken under the FMLA for disability on account of pregnancy,
childbirth, or related medical conditions that also qualifies for
leave pursuant to subdivision (a) of Section 12945. The aggregate
amount of leave taken under this section or the FMLA, or both, except
for leave taken for disability on account of pregnancy, childbirth,
or related medical conditions, shall not exceed 12 workweeks in a
12-month period. An employee is entitled to take, in addition to the
leave provided for under this section and the FMLA, the leave

for that leave.

—provided for in Section 12945, if the employee is otherwise gualified B
7 gualified
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A Sample of Current State Legislation on COPS “gupport” List

LAW ENFORCEMENT OFFICER SAFETY ACT-AB373

Author: Assemblyman Rudy Bermudez (D-Norwalk)
COPS Position: Support

AB 373 enacts the Deputy David March Officer Safety Act of 2005 which would create a
3-Officer Patrol Car Pilot Program. It requires the Department of Justice to develop criteria
to test the safety and efficiency of 2-officer patrol car deployment as compared to 1-officer
patrol car deployment. It also would permit local law enforcement agencies to apply to

the department to participate in the pilot program. Findings from the program would be
provided the Legislature and the governor by January 2008.
Status: Senate Appropriations Committee
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TRAFFICKING IN PERSONS-AB22 ﬁ
L, CH30°
Author: Assemblywoman Sally Lieber (D-San Jose] ya ﬁ &/ /€ u/
COPS Position: Support . 77/,7‘_/ /7 f
Currently, California law does not make human trafficking a crime. Thic ~ / 7 Sz s (Ao Al -
a tough new law that will establish the trafficking of adults and minors § Ly i // Al :
services, or sexual servitude as crimes that are punishable as felonies. Tl oy S b S e
would provide various sentencing enhancements for these offenses. The 7 , Serrt /
most comprehensive of its kind in the nation, combining both criminal | g
to combat human trafficking. ‘ // "
Status: Signed into law on September 21, 2005 LL A
‘ i I 3

FAMILY AND MEDICAL LEAVE - SB 300 : kz

Author: Senator Sheila Kuehl (D-Los Angeles)
COPS Position: Support

This measure amends the Family Leave Law to make it easier for an employee to take time
off to care for a ¢hild or parent. It would eliminate the age and dependency elements from the
definition hereby permitting an employee to take protected leave to care for his or
her independent adult child suffering from a serious health condition and would expand the
definition of “parent” to include an employee’s parent-in-law. It would also allow an employee
to take leave to care for a seriously ill grandparent, sibling, or domestic partner.

Status: Assembly Appropriations Committee

REGISTERED SEX OFFENDERS - AB 1323

Author: Assemblyman Juan Vargas (D-Chuia Vista)
COPS Position: Support

AB 1323 provides that information will be made available regarding registered sex
offenders to the public via the Department of Justice Internet Web site. It provides that
any designated law enforcement entity may provide information to the public about a
S - means-the entity deems appropriate when necessary

e

to ensure the public safety, however it may not authorize disclosure of this information by
another on an Internet Web site. '
Status: Sent to the Governor
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