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Introduction
The Maternity Leave and Return Toolkit was created in 2013 to inform, educate, and empower workplaces to address
the unique needs of returning mothers and develop a mother-friendly work environment. It breaks down complex
human resources requirements, making them more accessible and understandable to mothers and employers. It also
outlines a sample breastfeeding policy to help guide workplaces in the development of their own policies. Finally, the
toolkit aims to advance the employer-employee dialogue on work-family balance, workplace accommodations, and to
highlight the importance of open communication regarding the working mother’s needs and abilities.
The toolkit’s checklists do not provide an exhaustive list of human resources requirements. The last section highlights
additional resources for employers looking for more information on legal requirements and California policy. However,
this toolkit is not meant to serve as a substitute for the counsel of your lawyer or human resources professional.
The development of this toolkit was led by Jessica Napier, a Taskforce member and the Senior Director of Human
Resources at the Boys & Girls Club of San Francisco.
Healthy Mothers Workplace
The Healthy Mothers Workplace Coalition combines the valuable perspectives and contributions of non profit
organizations, government agencies, and employers to improve workplace policies that promote health, gender, and
social equity; particularly for women after their maternity leave.
Workplace conditions affect the health of new parents and their infants. Working mothers confront difficult challenges
in balancing healthy motherhood and child development with their career. Employer policies related to lactation
accommodation, pregnancy and parental leave, and work-family balance can differ significantly across job sectors and
socioeconomic status of workers. These policy differences lead to disparities in critical health outcomes for women and
infants, including postpartum depression, psychological stress, breastfeeding duration, and childhood development.
The Healthy Mothers Workplace Coalition was created to tackle these inequities and gaps in policy. It aims to improve
work conditions and lactation accommodations, while educating and supporting employers and working parents.
The Coalition has developed the Healthy Mothers Workplace Award for Excellence in Maternal Health and Equity that
will recognize San Francisco employers with policies that support the wellbeing of their workers – businesses that are
leading the way to a healthier and more equitable community.
The Coalition has also developed this Maternity Leave and Return Toolkit. The toolkit provides check-lists for mothers
and employers to complete prior to leave and after returning, a sample breastfeeding policy, and additional resources.
Contact Information
For more information on the Healthy Mothers Workplace, the toolkit, and other resources related to ensuring equity
and health in the workplace, visit www.healthymothersworkplace.org, or contact:
Julia Parish, JD
HMW Project Director
Project Attorney, Legal Aid SocietyEmployment Law Center
jparish@las-elc.org

Elizabeth Laferriere, MPP
HMW Project Coordinator
Program Manager, SF Department on the Status of Women
Policy Fellow, SF Department of Public Health
elizabeth.laferriere@sfgov.org

Employer Checklist for Pregnancy Disability Leave (PDL)
Employers with five or more employees must provide Pregnancy Disability Leave (PDL) regardless of length in service or hours
worked.

Employee Name

Date

Department

Supervisor

Yes

No
Employer has posted the Pregnancy Disability Leave (PDL) required notice.
Employer has published a PDL policy in its employee handbook.
Employer has provided employee a copy of the PDL required notice as soon as practicable after the
employee tells the employer of her pregnancy, or sooner if the employee asks about a reasonable
accommodation, transfer or pregnancy disability leave.
Employee has requested a leave of absence due to pregnancy-related conditions.
 If yes, date leave of absence request received:_
Employee is disabled because of pregnancy, childbirth or related medical condition.
If yes, employer has provided employee with pamphlet DE 2515 regarding State Disability Insurance.
 If yes, date pamphlet DE 2515 provided:
Employer requires medical certification of need for leave, accommodation or transfer. (You can require
certification for PDL if you also require it for other sick or disability types of leave.) If yes:
If the need for leave is foreseeable then employee has provided 30 days advance notice of the need for
leave.
 If yes, date medical certification provided:
If the need for leave is not foreseeable, the employee has provided notice as soon as practicable.
 If yes, date medical certification provided:
Employer has responded to employee’s request for PDL, transfer or accommodation within 10 days of
receiving request.
 Date request received:
 If yes, date employer responded to request:
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Employer Checklist for Pregnancy Disability Leave (PDL)
Employers with five or more employees must provide Pregnancy Disability Leave (PDL) regardless of length in service or hours
worked.

Yes

No
Employer requires medical certification of the employee's ability to return from PDL. (You can require a
medical release if you also require releases for other disability leaves.)
If yes, employee is on notice of the medical certification requirement and has been given a form for her
treating physician to complete.
 If yes, date form provided:
Employer pays for other types of disability leave; therefore, this employee must be paid.
 If yes, amount of time for employee to be paid:
Employee may elect to use any accrued sick leave during unpaid leave.
 If yes, number of hours of accrued sick leave available to employee:
Employee has vacation accrued that she may use during the unpaid PDL.
 If yes, number of hours of accrued vacation leave available to employee:
Employee has requested intermittent leave or a reduced work schedule.
If yes, employee has provided medical documentation of the need for such leave.
 If yes, date employee provided medical documentation:
Employee has requested reasonable accommodation or transfer for conditions related to her
pregnancy, childbirth or related medical conditions.
If yes, employee has provided certification that her physician advises the accommodation or transfer.
 If yes, date employee provided advisory certification:
Employer currently provides and contributes to employee’s group health insurance coverage; therefore,
the employer must continue to provide and contribute to this coverage during PDL. (If employer does
not already provide health insurance, it is not required to begin doing so when the employee takes PDL.)
 If yes, date employee will continue to pay her portion of the coverage premium:
Employee may participate in other employee benefits.
The employee returned to work within the time allowed by law. (Consider extension of leave as a
reasonable accommodation for a disability, if applicable.)
 If yes, date employee returned to work:

Human Resources Signature

Date

5_8_2013

Employer Checklist for Returning Mothers

Employee Name

Date

Department

Supervisor

One Week Prior to Return – Contact Employee and Supervisor
 Date contacted:
 Confirm employee’s return-to-work date
Confirmed return-to-work date:
Yes

No
Does employee need a place to express milk?
 If yes, request workspace modification (“Accommodation Request Form”)
Date requested:
Date completed:
 If yes, notify supervisor of accommodation
Date notified:
Does employee need any other workspace accommodations?
 If yes, request workspace modification (“Accommodation Request Form”)
Date requested:
Date completed:
 If yes, notify supervisor of accommodation
Date notified:

Human Resources Signature

Date
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Employer Checklist for Returning Mothers

Employee Name

Date

Department

Supervisor

First Day Back to Work – Contact Employee and Supervisor
 Date contacted:
Yes

No
Check in with employee about the accommodation and workspace
Set up a follow-up meeting for the next week to discuss accommodations
 Date to check in:
Check in with supervisor about employee’s first day back to work
 Date contacted:

Human Resources Signature

Date
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Employer Checklist for Returning Mothers

Employee Name

Date

Department

Supervisor

Second Week Back at Work – Contact Employee and Supervisor
 Date contacted:
Yes

No
Contact employee at predetermined date and time
 How are the accommodations working out?
 Any other accommodations needed?
Check in with supervisor about employee’s first week back to work
 Date contacted:

Human Resources Signature

Date
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Sample Policy: Breastfeeding Policy
Breastfeeding in the Workplace
The Federal Healthcare Reform Act signed by President Obama in March 2010 requires companies of more than 50
employees to support nursing mothers who would like to express breast milk at their place of work up until the child’s
first birthday. California has required that employers provide time and space for lactating mothers to express milk since
2001. Creating and implementing a breastfeeding policy is neither
complicated nor expensive – and can bring peace of mind and clarity
to employees.
The American Academy of Pediatrics
recommends that infants be
The business benefits of establishing a breastfeeding policy include
exclusively breastfed for the first six
increased loyalty from working mothers, increased productivity, and
months of their lives, and breastfed
increased employee retention, in addition to decreased absenteeism.
until they are at least one year old.
Having a breastfeeding policy contributes to a culture of flexibility
and caring, and serves as an influential and positive recruitment tool.

Employers should have a written breastfeeding policy that is distributed to all employees, in a language in which they
read, along with a letter of support from the CEO or director. New employees should be provided with a copy of this
policy at orientation.
The workplace breastfeeding policy should:
 State your organization’s support for breastfeeding
 State that policy will be discussed with nursing mothers prior to their departure on maternity leave
 Provide a means for a nursing mother to lodge any complaints if she feels she is being harassed or discriminated
against because of her decision to pump at work
 Describe how breastfeeding employees will be allowed time to express milk while at work (you are not required
to pay employees for these breaks)
 Describe how a private area will be made available for breastfeeding employees to express their milk (law states
this private place cannot be a bathroom)
 Describe additional services provided beyond the minimum requirements of the law, if available (including a
door with a lock, chair, refrigerator, sink, electrical outlet, and any comforts such as a mirror, reading material,
music, or room decorations)
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Sample Policy: Breastfeeding Policy
Sample Breastfeeding Policy for Company X1
Recognizing that breastfeeding is a normal part of daily life for mothers and infants, that breastfeeding provides a
multitude of health benefits to both infant and mother, and that California law authorizes mothers to breastfeed their
infants where mothers and children are authorized to be, Company X protects a mother’s right to breastfeed in public
and allows breastfeeding employees to express their milk during work hours. This policy is communicated to all current
employees and included in the new employee orientation package.
Breastfeeding mothers will be informed of the following Company X breastfeeding policy prior to departure on
maternity leave.
Company Responsibilities
Breastfeeding employees who choose to continue providing their milk for their infants after returning to work shall
receive:
 Milk Expression Breaks: Breastfeeding employees are permitted unpaid break times to express breast milk
during work hours.
 Private Place to Express Milk: a private room (not a restroom) is available for employees to express breast milk.
The private room will have a comfortable chair, electrical outlet, window blinds, and door. The room is located
near a sink with running water. Expressed milk can be stored in the general refrigerator, but must be properly
labeled with name and date.
 Staff Support: Supervisors are responsible for alerting pregnant and breastfeeding employees about the
company’s worksite lactation support program, and for negotiating policies and practices that will help facilitate
each employee’s infant feeding goals. It is expected that all employees will assist in providing a positive
atmosphere of support for breastfeeding employees.
 Education and Breastfeeding Promotion: Company X supervisors will provide information on breastfeeding,
including the names of area resources should questions or problems arise.
Employee Responsibilities
 Communication with Supervisors: Employees who wish to express breast milk during the work period shall keep
supervisors informed of their needs so that appropriate accommodations can be made to satisfy the needs of
both the employee and company.
 Maintenance of Milk Expression Areas: Breastfeeding employees are responsible for keeping milk expression
areas clean, using anti-microbial wipes (which are provided). Employees are also responsible for keeping the
general lactation room clean for the next user.
 Milk Storage: Employees should label all milk expressed with their name and date collected so it is not
inadvertently confused with another employee’s milk.

1

Drafted from the sample lactation policy provided by the Bravado Breastfeeding Information Council in its “Five Simple Steps to
Create and Implement a Breastfeeding Policy in the Workplace” (Aug. 2010)
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Sample Policy: Breastfeeding Policy
 Use of Break Times to Express Milk: A sign-up sheet is provided by the company. Employees are asked to
reserve their times by writing their names in the spaces when they wish to use the private lactation space.
 Complaints: Breastfeeding employees are encouraged to speak with Human Resources if they feel as though
they are being harassed or discriminated against because of their decision to pump at work.

Additional Resources:
 Women, Infants and Children (WIC), www.wicworks.ca.gov
 WithinReach, www.hmhbwa.org
 Bravado Breastfeeding Information Council (BBIC), www.breastfeedinginformation.org
 U.S. Department of Health and Human Services Office on Women’s Health,
www.womenshealth.gov/breastfeeding
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Additional Resources
Human Resources and Legal Resources
Breastfeeding Resources
I. Human Resources and Legal Resources
California Family Leave Laws: Know Your Rights!
Coproduced by the California Work & Family Coalition and Legal Aid Society-Employment Law Center, this is a guide
for workers, parents, and caregivers that provides the basics of California's family leave laws.
http://www.las-elc.org/sites/default/files/media/LPWF-Know-Your-Rights.pdf
Taking Leave from Work: Pregnancy/Prenatal Care/Bonding with a New Child
Legal Aid Society-Employment Law Center
http://www.las-elc.org/taking-leave-from-work-pregnancy-prenatal-care-bonding-with-new-child
Breastfeeding and Healthy Living: California Laws
California Department of Public Health
http://www.cdph.ca.gov/healthinfo/healthyliving/childfamily/Pages/CaliforniaLawsRelatedtoBreastfeeding.aspx
Pregnant Women and the Affordable Care Act
U.S. Department of Health and Human Services' Office on Women's Health
http://www.healthcare.gov/law/information-for-you/preg-wm-aff-care-act.pdf
Rights for Breastfeeding Mothers: Lactation Accommodation and Discrimination
Legal Aid Society-Employment Law Center
http://www.las-elc.org/rights-for-breastfeeding-mothers-lactation-accommodation-and-discrimination
Federal & California Maternity/Paternity Leave
Santa Clara County of Public Health
http://www.sccgov.org/sites/sccphd/enus/Newsandevents/Documents/Breastfeeding/California%20Breastfeeding%20Laws%20Brochure.pdf
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Additional Resources
II. Breastfeeding Resources
San Francisco Breastfeeding Promotion Coalition
http://sfbreastfeeding.org/
Breastfeeding Resources in San Francisco
UCSF National Center of Excellence in Women’s Health
http://www.whrc.ucsf.edu/whrc/lactservices/lactation_resources.html
Increasing Breastfeeding in the Low-Wage Worksite
California WIC Association
http://www.calwic.org/storage/documents/wellness/bf_worksite.pdf
The Business Case for Breastfeeding
U.S. Department of Health and Human Resources, Health Resources and Services Administration
http://www.womenshealth.gov/breastfeeding/government-in-action/business-case-for-breastfeeding/easy-steps- tosupporting-breastfeeding-employees.pdf
Breastfeeding Support at the Workplace: Best Practices to Promote Health and Productivity
Washington Business Group on Health http://flbreastfeeding.com/HTMLobj969/wbgh_breastfeeding_brief.pdf
Surgeon General’s Call to Action to Support Breastfeeding
U.S. Department of Health and Human Services, Office of the Surgeon General
http://www.surgeongeneral.gov/library/calls/breastfeeding/calltoactiontosupportbreastfeeding.pdf
Breastfeeding
U.S. Department of Health and Human Services, Office on Women’s Health
http://www.womenshealth.gov/breastfeeding/
Your Guide to Breastfeeding available in English, Chinese, and Spanish
U.S. Department of Health and Human Services, Office on Women’s Health
http://www.womenshealth.gov/publications/our-publications/breastfeeding-guide/index.html
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Santa Clara County Mother Friendly Employer Program
Lactation Accommodation Policy Template

Breastfeeding benefits mothers, babies, and employers. Not breastfeeding increases the risk of
numerous health problems in both mothers and their children. Employers who support
breastfeeding experience a variety of benefits including, lower healthcare costs, improved
employee morale, increased productivity, and reduced absenteeism.
Having a lactation accommodation policy helps to support breastfeeding mothers within an
organization. This template is designed to help employers develop a strong lactation
accommodation policy that meets the requirements of the Santa Clara County Mother
Friendly Employer Program. Employers may customize this template and/or create their own
policy that meets the needs of their organization. As long as the policy meets or exceeds the
minimum requirements of the program, an employer may be designated as a Mother Friendly
Employer.
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[Organization] Lactation Accommodation Policy
POLICY:
[Organization] recognizes that breast milk is the optimal food for growth and development of
infants. It is the policy of [Organization] to provide a room or other private location for
employees who wish to express breast milk or breastfeed at work. Lactation accommodations
will be provided to employees for as long as they desire to express breast milk or nurse their
infant. In addition, [Organization] will provide a reasonable amount of break time to
accommodate employees desiring to express breast milk or nurse their infant.
Policy Goals:
 To establish guidelines to promote a work environment that supports
breastfeeding at [Organization].
1. Breaks
a. A reasonable amount of break time must be provided to employees who want
to express breast milk or nurse their infant.
b. If possible, the break time should coincide with the employee’s paid break
time. If not, the break time will not be paid.
Additional Suggestion:
c. With supervisory approval, the employee may use personal leave, vacation
time, sick leave, comp time, or a flexed work schedule to cover any unpaid
break time.
2. Space
a. [Organization] will make a reasonable effort to provide employees with a room
or other locations in which to express milk or nurse their infant. This space
must not be a bathroom and should be private and in close proximity to the
employee’s work area.
b. Ideally, the space will have a door that locks. If this is not possible, a room can
be made private by placing a message on the door that the room is in use,
drawing blinds or curtains, covering windows without curtains, or setting up a
portable partition. The space should be clean and comfortable, equipped with
an electrical outlet, and contain comfortable seating and a table or other flat
surface to hold a breast pump. It should also be located near a sink with
running water for hand washing and cleaning of equipment.
c. For non-traditional worksites, the department and supervisor will work with
the employee to create a mutually acceptable solution. This may include a
flexible schedule to allow the employee to return home for such activity, a
temporary transfer to another facility, or other resolution.
3. Storage
a. A hygienic and secure location will be available for employees to store
expressed milk.
4. Notification/Education

a. A copy of this policy will be disseminated to every incoming and current
employee.
b. A breastfeeding education packet, including a copy of this policy and
breastfeeding support after returning to work, will be provided to employees
prior to their maternity leave.
Additional Suggestions:
c. Breastfeeding accommodation information will be included in employee
orientation materials.
d. Supervisors will be trained on breastfeeding benefits, laws, guidelines, and
policies.
e. Materials related to breastfeeding and lactation accommodation will be posted
on the [Organization] website.
f. Information promoting the benefits of breastfeeding and lactation
accommodation shall be displayed in break areas and be featured in
[Organization] email communications at least once per year.
5. Atmosphere of Tolerance
a. Breastfeeding should not constitute a source of discrimination in employment
or in access to employment. It is prohibited under this policy to harass a
breastfeeding employee or exercise any conduct that creates an intimidating,
hostile or offensive working environment. Any incident of harassment of a
breastfeeding employee will be addressed in accordance with [Organization’s]
policies and procedures for discrimination and harassment.
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Santa Clara County Mother Friendly Employer FAQ

What are the benefits of becoming a Mother Friendly Employer?
By becoming a Mother Friendly Employer, organizations are able to show that they
understand the importance of breastfeeding and are committed to supporting mothers
and families. Breastfeeding provides mothers, infants, families, and society with
numerous benefits. Benefits of supporting breastfeeding to the employer include:
 Lower healthcare costs
 Improved employee morale
 Greater company loyalty
 Increased productivity
 Reduced absenteeism
 Lower employee turnover
 Public recognition
Mother Friendly Employers will also receive the following public recognition:
 Certificate indicating Mother Friendly Employer designation
 Listed online as a Mother Friendly Employer
o Santa Clara County Public Health Department Website
o Breastfeeding Task Force of Santa Clara County Facebook page
 Recognition at the Breastfeeding Task Force of Santa Clara Valley Breastfeeding
Month Celebration in August
What is a reasonable amount of time for a pumping break?
Typically, a pumping session requires 20-40 minutes; however, the amount of time it
takes varies from mother to mother.
A lactation break requires time to gather pumping supplies, get to the lactation space,
clean hands, set up the pump, express milk, clean pump parts, store milk and return to
the work area.
How many breaks will a lactating woman typically need?
A lactating woman typically needs to express breast milk about every 2-3 hours when
she is away from her baby. A pumping break in the morning, pumping during the lunch
break and a pumping break in the afternoon works well for many women. Some women
may require more or fewer breaks, depending on their specific need.
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Average Milk Expression Frequency
14
12

2 hours

10

3 hours

8

4 hours

6

6 hours

4
2
0
1 - 2 months

3 - 4 months

5 - 6 months 7 - 12 months

*Source: Wright, W. (2013). Lactation Accommodation in the time of health care reform – How to make it work for employees and
employers [PowerPoint slides].

What types of locations can be used as a lactation accommodation space?
A variety of spaces can be used for expressing breast milk. Infrequently used or unused
office space or other room may be converted into a lactation space. A small corner of a
room can be sectioned off with either permanent walls or portable partitions.
Additional examples include a vacant office, conference room, or dressing room. A
small storage area that can be made private can also be used; however, it must not
contain noxious or hazardous materials. Any items used for cleaning should not be
stored in a room used for lactation.
If no other alternative is available, a supervisor may vacate his or her own office to allow
an employee to express milk.
Can an employee use her own private office to pump?
Yes. An employee can pump in her own private office if it can be made private enough
by closing doors and obscuring windows.
Does a lactation accommodation space need to be dedicated only for this
purpose, even if there are no breastfeeding mothers at the worksite?
A lactation accommodation space can be used for other purposes when a woman is not
using it to pump.
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Santa Clara County Mother Friendly Employer FAQ

What are hygienic and secure locations that employees can store breast milk?
Employers are encouraged to provide a refrigerator designated for breast milk storage
located in the lactation accommodation space or other secure location.
The CDC does not list breast milk as a body fluid that requires special handling
precautions1. According to the Academy of Breastfeeding Medicine, breast milk “can be
stored in a workplace refrigerator where other workers store food, although it should be
labeled with name and date2.”
Breast milk can also be stored in a personal cooler. If a refrigerator is not available for
breast milk storage, a secure location, such as a locker or locked office, must be
provided for women to store their personal coolers.
What are examples of ways to notify employees of the written lactation
accommodation policy?
Notifying employees of the written lactation accommodation policy is important so that
employees are aware of their employer’s support.
The Santa Clara County Mother Friendly Employer Program tool kit provides employers
with a variety of templates to help communicate the policy to employees, including a
PowerPoint Presentation and Brochure. The tool kit also contains a link to the Business
Case for Breastfeeding, which includes a variety of additional resources. Examples of
ways to notify employees of the policy include:
 Including in employee orientation materials
 Notifying employees at staff meetings
 Emailing all employees
 Posting the policy on the organization’s website
 Holding “lunch and learn” sessions
 Including articles in organizational newsletters
 Posting materials on bulletin boards in break room and common areas
 Providing information at employee wellness or health fairs

1

Centers for Disease Control and Prevention (2010, April 19). Breastfeeding: Frequently Asked Questions (FAQS).
Retrieved from: http://www.cdc.gov/breastfeeding/faq/
2

The Academy of Breastfeeding Medicine Protocol Committee. (2010). ABM Clinical Protocol #8: Human Milk
Storage Information for Home Use for Full-Term Infants. Breastfeeding Medicine, 5, 127-130.
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This list is not an exhausted list, and employers may use other methods of notifying
employees of the policy. Using multiple methods of communicating the policy to
employees is helpful in ensuring that all employees receive the information and are
aware of the policy. It is also recommended that employees are provided with a copy of
the policy prior to leaving for maternity leave.
Are employers required to use the lactation accommodation policy template
posted on the website in order to become a Mother Friendly Employer?
In order to become a Mother Friendly Employer, organizations must have a written
lactation accommodation policy that meets the minimum requirements of the program.
The template posted on the website meets the requirements of the program, and is
designed to help employers develop a strong lactation accommodation policy.
Employers are encouraged to adopt a policy that works best for their organization, and
are not required to use the posted template. As long as the employer’s policy meets the
minimum requirements, they may become designated as a Mother Friendly Employer.
Who can I contact for more information or to get help developing a lactation
accommodation policy and becoming a Mother Friendly Employer?
For more information, contact:
Karen Foster, RD, CLC, CLE
Breastfeeding Coordinator
Santa Clara County Public Health Department
Center for Chronic Disease and Injury Prevention
1400 Parkmoor Ave, Suite 120B
San Jose, CA 95126
Phone: 408-793-2715
Email: Karen.Foster@phd.sccgov.org
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BUILDING HEALTHY, SAFE COMMUNITIES
Where people live, learn, play and work

Santa Clara County Mother
Friendly Employer Program
Fact Sheet
https://www.facebook.com/
BreastfeedingTaskForceSCV
Visit our Facebook page
to learn more about
breastfeeding in Santa
Clara County.

Mother Friendly Employers understand the importance of
breastfeeding and are committed to supporting breastfeeding
mothers and families.

Benefits for Babies

•

Breastfeeding is associated with a reduced risk of obesity,
diabetes, asthma, ear infections, GI tract infections, sudden
infant death syndrome (SIDS), and respiratory tract infections

Benefits for Mothers

•
•

Breastfeeding is associated with a reduced risk of breast and
ovarian cancer, diabetes, and cardiovascular disease
Breastfeeding is less costly than using formula

Benefits for Employers

•
•
•
•
•
•

Lower healthcare costs
Improved employee morale
Greater company loyalty
Increased productivity
Reduced absenteeism
Lower Employee Turnover

“They [supervisors] have both been very supportive during my
pregnancies and when I come back to work and need to pump breast
milk at work for baby.”
- Breastfeeding Mother, Santa Clara Valley Health and Hospital System

Supporting Breastfeeding Mothers is the Law

•
•

Sections 1030-1033 of the California Labor Code and Section 4702 of the Patient
Protection and Affordable Care Act require employers to provide a reasonable amount of
break time and private location to express breast milk
According to Section 43.3 of the California Civil Code, a mother may breastfeed her child
in any location, public or private, where the mother and child are otherwise authorized to
be present
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How to Become a Mother Friendly Employer
In order to become designated as a Mother
Friendly Employer, an organization must
meet, and have a written lactation
accommodation policy that address the
minimum requirements of the program in
the following areas:
• Break time
• Space to express breast milk
• Storage
• Notification/education about policy
• Atmosphere of tolerance

Mother Friendly Employers Receive the Following

•
•
•

Certificate indicating Mother Friendly Employer Designation
Listed online as a Mother Friendly Employer
• Santa Clara County Public Health Department Website
• Breastfeeding Task Force of Santa Clara Valley Facebook page
Recognition at the Breastfeeding Task Force of Santa Clara Valley
Breastfeeding Month Celebration in August

Apply For Mother Friendly Designation
Additional information, including program requirements, FAQ sheet, and
lactation accommodation policy template can be found at:

http://www.sccgov.org/sites/sccphd/en-us/Partners/cdip/Breastfeeding-PromotionProject/Pages/Worksites.aspx

Once a written lactation policy is passed, the online program application
can be filled out at:
https://www.surveymonkey.com/s/SCCMotherFriendly
For more information or questions, please contact the
Center for Chronic Disease and Injury Prevention (CDIP) at 408.793.2700

