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The HR WIRE
 ETC HR Employer Compliance News  II   Making Compliance Connections

April 2025

SECTION I: Notices, Reminders & Alerts &
SECTION II: Noteworthy Compliance Happenings
[bookmark: _Hlk144804248]
Workplace Labor Notice Updates & New Releases
Federal 
	New model Employer CHIP Notice has been released and now reflects information as of March 17, 2025. As a reminder, the Children’s Health Insurance Program Reauthorization Act of 2009 (CHIPRA) imposes an annual notice requirement on employers that maintain group health plans in states that provide premium assistance subsidies under a Medicaid plan or a Children’s Health Insurance Plan (CHIP). 

	 Form I-9 Updated. The revised Form I-9 is dated “01/20/25” and has an expiration date of “05/31/2027.”  
On April 2, 2025, the U.S. Citizenship and Immigration Services (USCIS) updated its Employment Eligibility Verification form (Form I-9) and the Department of Homeland Security (DHS) Privacy Notice in the form’s instructions to align with statutory language.

The new Form I-9 has the following changes:
· The term “noncitizen” was replaced with “alien”
· The term “gender” was replaced with “sex”
· A new edition date of 1/20/25

The updated Form I-9 is currently available for employers to use. Additionally, employers may continue to use prior editions of the form until their respective expiration dates, as follows: 
Form I-9 (08/01/23 edition) is valid until May 31, 2027; and
Form I-9 (08/01/23 edition) is valid until July 31, 2026 (employers using this form must update their electronic systems with the May 31, 2027, expiration date by July 31, 2026).

Federal Contractor Notice Update
As a result of Executive Orders 14236 and 14173, employers can remove the Pay Transparency Non-Discrimination Notice and the EO 14026 Federal Contractor Minimum Wage Notice ($17.75). With these changes, the contractor minimum wage now reverts to $13.30 under EO 13658, and the Pay Transparency notice is no longer required to be posted. 

ME – 1) Revised Paid Family and Medical Leave Notice now includes the expanded list of qualifying reasons for taking family leave.
2) newly released Sexual Harassment Education and Training Notice
MI – New! Effective April 2, 2025, Michigan employers are required under HB 5736 to display the new Resources for Michigan Veterans Notice. 
MO – Reminder State’s Earned Sick Time Notice to be posted/distributed by April 15
NYC – New York City – Updated Pregnancy Accommodation Notice with Paid Lactation Break information, post or provide may May 8

Reminders & Alerts
New! 2024 EEO-1 Reporting - Expected May 20-June 24
According to recent administrative documents filed by the Equal Employment Opportunity Commission (EEOC), this year’s collection of EEO-1 reports will begin in less than a month – and will not allow employers to categorize workers as “non-binary.” 
Private employers 
· With at least 100 employees and federal contractors with at least 50 employees should prepare to sort company data by employee job category, as well as by sex and race/ethnicity, to turn over to the EEOC between May 20 and June 24. 
· While these dates may change, the final opening and deadline dates will be posted on the EEOC’s dedicated website for its EEO-1 Component 1 data collection.
Federal contractors 
· With 50-100 employees are still uncertain whether they will be required to file an EEO-1 this year. Until we have further guidance from the EEOC or OFCCP, we cannot be sure whether federal contractors falling in this window will have an EEO-1 filing obligation this year.
No Pay Data Collection & Reporting Obligations
· As predicted, the new Trump EEOC has shelved any plans to collect employee pay data with 2024 EEO reporting obligations.
EEO-1 Next Steps
· Traditionally, EEO-1 reports require employers to pick a payroll end date between October 1 and December 31 as your “workforce snapshot period.” This snapshot period will become the basis of reporting all employees as of that date. The instruction booklet indicates that the EEOC will once again prevent employers from manipulating this date in order to avoid EEO-1 reporting. If you reached 100 or more employees during any point of the fourth quarter of 2024, EEO-1 reporting is required.
· Ensure that your job titles are categorized correctly and consistently. 
The EEO job categories are:
· (1.1) Executive/Senior-level officials and managers
· (1.2) First/Mid-level officials and managers
· (2) Professionals
· (3) Technicians
· (4) Sales workers
· (5) Administrative support workers
· (6) Craft workers
· (7) Operatives
· (8) Laborers and helpers
· (9) Service workers
· Ensure data reflects race/ethnicity categories
· Hispanic or Latino: A person of Cuban, Mexican, Puerto Rican, South or Central American, or other Spanish culture or origin regardless of race.
· White (Not Hispanic or Latino): A person having origins in any of the original peoples of Europe, the Middle East, or North Africa.
· Black or African American (Not Hispanic or Latino): A person having origins in any of the black racial groups of Africa.
· Native Hawaiian or Other Pacific Islander (Not Hispanic or Latino): A person having origins in any of the peoples of Hawaii, Guam, Samoa, or other Pacific Islands.
· Asian (Not Hispanic or Latino): A person having origins in any of the original peoples of the Far East, Southeast Asia, or the Indian Subcontinent, including for example, Cambodia, China, India, Japan, Korea, Malaysia, Pakistan, the Philippine Islands, Thailand, and Vietnam.
· American Indian or Alaska Native (Not Hispanic or Latino): A person having origins in any of the original peoples of North and South America (including Central America) and who maintains tribal affiliation or community attachment.
· Two or More Races (Not Hispanic or Latino): All persons who identify with more than one of the above five races.
Employer Takeaway: Employers subject to EEO-1 requirements should begin preparing now to ensure compliance by the anticipated June deadline as it appears employers will have until June 24 to file. In the past, the EEO-1 reporting system has slowed down significantly as the deadline approached, which makes filing more challenging. Allow sufficient time before the deadline to avoid last minute scrambling should there be technical challenges. 

New! ADA Accommodations, Even If Employees Can Perform Essential Functions
On March 25, 2025, the Second Circuit Court of Appeals ruled in Tudor v. Whitehall Central School District, that an employee with a disability may qualify for a reasonable accommodation under the Americans with Disabilities Act (the “ADA”), even if they can perform the essential functions of their job without accommodation.

Employer Takeaway: Employers subject to the ADA in New York, Connecticut, and Vermont specifically, due to the Second Circuit’s recent ruling, should aware that regardless of whether their employees with disabilities can perform the essential functions of the job without accommodation, they are nevertheless required to provide qualified employees with reasonable accommodation, unless doing so would impose an undue hardship.

New! President Trump Issues Executive Order Aimed at Eliminating Disparate Impact Liability 
On April 23, 2025, the White House issued an Executive Order (“EO”) entitled “Restoring Equality of Opportunity and Meritocracy,” which aims to “eliminate the use of disparate-impact liability in all contexts to the maximum degree possible.”
First recognized under Title VII of the Civil Rights Act of 1964 (“Title VII”) by the U.S. Supreme Court in Griggs v. Duke Power Co. (1971), disparate impact liability provides that a policy or practice that is facially neutral and applied without discriminatory intent may nevertheless give rise to a claim of discrimination if it has an adverse effect on a protected class, such as a particular race or gender.

Employer Takeaway: This EO is the latest evidence of shifting enforcement priorities by the federal agencies tasked with enforcing civil rights laws, including the EEOC. The ultimate scope of the EO’s impact remains to be seen, particularly as it relates to the potential for preemption of disparate impact liability under state or local anti-discrimination laws.

Reminder: Benefit Plans Starting April 1 -- Employer’s CMS Part D Creditable Coverage Online Disclosure – May 31, 2025
As part of the employer disclosure requirements under Medicare Part D, employers who provide employer-sponsored group health plans with prescription drug coverage to Part D-eligible individuals are required to submit an electronic disclosure notice to the CMS on an annual basis no later than 60 days after the beginning of each plan year

[bookmark: _Hlk181114275]Reminder: RxDC Reporting Carrier Deadlines - June 1, 2025 Filing Deadline
Group health plans and health insurance issuers must annually submit detailed information on prescription drug and health care spending to the Centers for Medicare & Medicaid Services (CMS). This reporting is referred to as the “prescription drug data collection” (or “RxDC report”). The next RxDC report is due by Sunday, June 1, 2025, covering data for 2024.

The RxDC report is comprised of several files, including those that require specific plan-level information, such as plan year beginning and end dates and enrollment and premium data. It also includes files that require detailed information about medical and pharmacy benefits.  

Most employers contract with third parties, such as issuers, third-party administrators (TPAs) and pharmacy benefit managers (PBMs), to submit RxDC reports on behalf of their health plans. Employers may work with multiple third parties to complete the RxDC report for their health plans. For example, a self-insured employer may use both its TPA and PBM to submit different portions of the RxDC report. A health plan’s submission is considered complete if CMS receives all required files, regardless of who submits them. 

Resources:
RxDC reporting webpage (with links to reporting resources)
Frequently Asked Questions
Reporting instructions (updated January 2025, no changes from last year)
User Manual for submitting RxDC reports 

Employer Takeaway: Employers should start reaching out to their issuers, TPAs or PBMs, as applicable, to confirm that they will submit the RxDC files for their health plans by June 1, 2025. Employers should also confirm that their written agreements with any third party support services addresses this reporting responsibility.  If you find that you need assistance, ETC may be able to provide you with guidance, tools and even execute the filing of the P2 & D1 Rx DC related reporting.  Reach out to us at HR_Help@etctracking.com should you wish to explore how ETC may be able to assist you.


Recap Previously Published:
· President Trump & DEI Executive Orders
· EEOC & DOJ Issue Guidance on DEI-related Discrimination
· Update: IRS Issues Guidance on Alternative Distribution Method for Form 1095-C
· Corporate Transparency Ac t – Enforcement Paused
· NLRB Rescinds Biden-Era Policy Guidance on Non-Compete Agreements
· Update: Federal Court Blocks Aspects of Executive Orders Targeting DEI Efforts 
· Update: Federal Government Contractors May No Longer Have 90 Days to Comply With Trump Administration’s DEI Executive Order
· Shifts in NLRB Strategic Goals & Policy
· Shift in DOL Wage & Hour Unpaid Overtime Claims & Burden of Proof
· DOL Releases ERISA Enforcement 2024 Audit Results 
· OSHA Form 300 Accidents, Posting and Submission Compliance Obligations – Feb-March 2025
· Creditable Coverage Determination 2025
· Part D Creditable Coverage Online Disclosure to CMS – March 1, 2025 (for calendar year benefit plan years)
· DOL Opinion Letter: FMLA & State PFML Management of PTO Usage
· DOL Opinion Letter: Managers & Tip-pool for Nonsupervisory Time
· ACA Reporting Requirement Changes
· Executive Order: Illegal DEI Efforts – Federal Contractors - April 21, 2025
· Article: Best Practices for Employers in Managing USCIS Administrative Onsite Inspections, ICE Raids & Form I-9 Audits.
· Supreme Court: Clarifies Evidence Standard for FLSA Overtime Exemption Disputes
· DOL Announces Dual Jobs Final Rule
· OSHA Revises PPE Standard for Construction Industry
· Form I-9: EAD Automatic Extension Period Lengthened
· 2025 IRS Mileage Reimbursement Rate 
· Corporate Transparency Act (BOI Disclosure Requirements) Halted Ahead of Jan 1 (as of Dec 26, 2024)
· Gag Clause Attestation - Dec. 31, 2024
· PCORI Fee Amount Adjusted for 2025 – Due July 31, 2025
· [bookmark: _Hlk183180208]Federal: DOL’s 2024 Exempt Salary Rule Struck Down
· NLRB Prohibits Captive Audience Meetings
· NLRB Expands Definition of “Unlawful Communication” to Employees Concerning Effects of Unionization on Employer-Employee Relationship
· Federal Retirement & Benefit Limits – 2025
· Draft Forms & Instructions for 2024 ACA Reporting Now Available
· ACA & Affordability - 2025
· HIPAA Policies/Practices for New Reproductive Health Care Rights 

See the “Previously Reported Regulatory Matters” Attachment for details pertaining to above referenced reminders.



SECTION III:
[bookmark: _Hlk139469249]Noteworthy State/City Compliance 
New Regulatory Announcements & Reminders

[bookmark: _Hlk183166882]
Alaska
[bookmark: _Hlk195537509]Reminder State’s Paick Sick Leave – Eff July 1, 2025
In November 2024, Alaska voters approved a ballot measure requiring employers to provide paid sick leave to their workers, effective July 1, 2025. The Alaska Department of Labor and Workforce Development has published answers to frequently asked questions about the law, and it expects to issue regulations in the Spring of 2025.

California
[bookmark: _Hlk190083162]Reminder: Upcoming State Pay Data Report Filing Due May 14

Reminder: San Francisco Health Care Security Ordinance and Fair Chance Act Ordinances Require Annual Reporting Form – May 2, 2025
		Employers covered by San Francisco’s Health Care Security Ordinance (HCSO) and/or Fair Chance Ordinance (FCO) must submit their 2024 Annual Reporting Form to the San Francisco Office of Labor Standards Enforcement (OLSE) by May 2, 2025.

More information about these two ordinances is available at the OLSE website or see the resources provided at the end of this email.




		




		San Francisco’s HCSO Reporting Requirements
Under the HCSO, covered employers must invest in their employees’ health care either by purchasing health insurance for their covered employees or by making payments to the city on behalf of covered employees that secure eligibility in a qualifying program.

Employers covered under the HCSO:
· Employ one or more workers within the geographic boundaries of the city and county of San Francisco;
· Are required to obtain a valid San Francisco business registration certificate; and
· Are a for-profit business with 20 or more people performing work, or a nonprofit organization with 50 or more people performing work. (This includes all persons working for the entity, regardless of whether they are located in San Francisco or outside of the city.)
Each year covered employers must report information to San Francisco regarding the number of individuals employed each quarter of the prior calendar year; the number of employees eligible for the HCSO in each quarter; the employer’s total healthcare expenditure; and the variety of healthcare coverage options extended to employees.




		San Francisco’s FCO (Fair Chance Ordinance) Reporting Requirements
San Francisco’s FCO imposes specific restrictions on how employers can obtain and use criminal background information, including a prohibition on the commonly used checkbox asking about criminal history on job applications.

Employers covered under the FCO:
· Are located or doing business in San Francisco; and
· Have five or more employees, regardless of whether those employees are all located in San Francisco.

Covered employers must annually disclose various information, including:
· The total number of employees hired to work within San Francisco for the prior calendar year;
· Whether background checks were performed on job applicants; and
· If individuals with conviction histories were hired.




		Employers covered by either of these two San Francisco ordinances must complete and submit the Annual Reporting Form by May 2, 2025. Failure to submit it by the deadline may subject employers to a penalty of $500 per quarter.

San Francisco’s 2024 Form, annual reporting instructions and additional guidance can be found on the Annual Reporting Form website.




		Resources:
· San Francisco Fair Chance Ordinance
· San Francisco Health Care Security Ordinance
· San Francisco Office of Labor Standards Enforcement
· Annual Reporting Portal for the Office of Labor Standards Enforcement




	

	


Illinois
New! State Amends One Day in Seven Act to Prohibit Retaliation
Governor JB Pritzker signed SB 3180 into law prohibiting retaliation under the One Day Rest in Seven Act. The Act requires every employer, with certain exceptions, to provide employees with at least 24 consecutive hours of rest in every calendar week. The amendments provide that an employer is in violation of the Act if the employer discharges, takes adverse action against, or in any other matter discriminates against an employee because the employee has:
· Exercised a right guaranteed under the Act;
· Complained to the employer;
· Filed or plans to file a proceeding under or related to the Act; or
· Testified or is about to testify in an investigation or proceeding under the Act.
An employee who has been unlawfully retaliated against is entitled to recover all appropriate legal and equitable relief through a claim filed with the state department of labor. There is no private right of action for violations of the Act. The state labor department may assess penalties and fees and may also bring a civil action or administrative proceeding against an employer for violations of the Act.
The amendments are codified at chapter 820, sections 140/5.5 and 140/7 of the Illinois Compiled Statutes.

Employer Takeaway: The requirement to provide one day’s rest in seven applies on a rolling basis such that covered employees cannot be required to work any seven consecutive days. This obligation can be an issue for employers with employees who are on standby, for employers with rotating shifts, and for other employment relationships, whether burdensome or not, which require continuous work by an employee. The exemptions from coverage are few. Overtime-exempt, white-collar employees are not covered by the Act. Illinois employers should review and revise policies and procedures on scheduling of employees’ hours of work, and provide training to supervisors, Human Resources personnel, and any employees responsible for scheduling on the amended law’s requirements.

New! Recent Court Decision – Nondiscretionary Performance Bonuses & Overtime Pay Calculations
Court Decision
The Illinois Supreme Court held that the Minimum Wage Law provision provides only one exemption: sums paid as gifts (including gifts “made at holidays” and gifts in the form of “other amounts that are not measured by or dependent on hours worked”). Mercado v. S&C Elec. Co., 2025 IL 129526 (2025).
Because the performance bonuses were not “gifts,” the Court ruled those bonuses were not exempted under this provision, even though the bonuses were not dependent on hours worked.
The Court did not address a separate exclusion under Illinois law for discretionary bonuses “paid in recognition of services performed which are determined at the sole discretion of the employer.”

Takeaways
· The Illinois high court ruled in Mercado that state law requires that overtime calculations include performance bonuses even when the nondiscretionary bonuses, as in this case, were not dependent on hours worked.
· The Court noted the Illinois Minimum Wage Law is in line with the Fair Labor Standards Act on this issue and federal regulations support its holding.
· Determining whether to include bonuses in the regular rate for purposes of calculating overtime pay can be challenging and costly — Illinois employers face steep penalties if overtime is not properly calculated.

Implications
This decision has wide-ranging implications for employers in Illinois. Organizations should review all forms of compensation paid to their non-exempt employees to ensure that overtime pay is properly calculated. This is especially important given the Illinois Minimum Wage Law’s steep penalties for underpayment of wages. A prevailing plaintiff may recover triple the amount of the unpaid overtime wages plus five percent of the amount of any such underpayments for each month they remain unpaid, as well as attorneys’ fees and costs.

Reminder: City of Chicago Updated Paid Sick Leave Payouts – July 1, 2025
Pursuant to Chicago Municipal Code §§ 6-130-005 et seq., employees who work at least 80 hours for an employer in Chicago within any 120-day period are eligible to accrue one hour of paid leave and one hour of paid sick leave for every 35 hours worked in Chicago, with accrual capped at 40 hours of paid leave and 40 hours of paid sick leave per 12-month period. Payout of paid sick leave is not required, but beginning July 1, 2025, employers with 51 or more employees must pay out all unused, accrued paid leave upon termination. (Employers with 101+ employees are already subject to this requirement.)

New! Cook County Revises Mandatory Paid Leave Rules
On April 10, 2025, the Cook County Board of Commissioners approved further revisions to the Commission on Human Rights’ regulations implementing the county’s paid leave ordinance. Many private employers will welcome these clarifications.

No Accrual of Paid Leave When Using Paid Leave: The paid leave ordinance requires statutory paid leave to accrue based on “hours worked.” Originally, the rules had stated that employers were required to allow employees to accrue statutory paid leave when using statutory paid leave. The revised rules revert to the ordinance’s “hours worked” standard.

Pay Date When Paid Leave Used: The ordinance is silent as to when statutory paid leave must be paid after it is used. The rules initially required payment by the payday for the pay period during which the employee used such leave. Now, however, payment need not be made until the payday for the pay period after the pay period during which the employee used leave.

Additional Benefits When Using Paid Leave: Previously, the rules required that, if an employer would compensate an employee for regular work with additional benefits (e.g., paid leave accrual, seniority or health benefits), the employer also had to offer those additional benefits to employees when they use statutory paid leave. As revised, the rules say that if an employer elects to offer additional benefits when employees use statutory paid leave (paid leave accrual, seniority or health benefits), they must do so in the same manner and to the same extent as if the employee had performed regular work.

Use if Employee Suspended or Placed on Disciplinary Leave: At first, the rules said employers could not allow employees to use statutory paid leave when they were suspended or placed on leave for disciplinary reasons. As amended, employers cannot require employees to use statutory paid leave, but they can choose to allow employees to use it under these circumstances.

Next Steps: Employers should determine whether and how (if at all) the revised rules impact their paid leave policies and practices. If the revisions impact an employer’s policy, and it intends to revise that policy, remember that the regulations also require that employers notify employees of changes to their policy in writing within five days of making the changes.

Maryland
[bookmark: _Hlk190083451]Reminder: Sate’s Family and Medical Leave Insurance Program – July 1 2025 & July 1, 2026
The Maryland Family and Medical Leave Insurance (FAMLI) program, also known as the Time to Care Act, expands the leave rights available to employees in the state as it applies to employees and employers not covered by the FMLA. The FAMLI program allows eligible employees to take up to 12 or 24 weeks of job-protected, paid leave per year. The program will be funded by employer and employee payroll tax contributions. Although all employers in the state are required to provide leave, only employers with 15 or more employees company-wide must contribute to the program.
Eligible employees are entitled to paid benefits from a state-operated fund based on their average weekly wages in relation to the state weekly wage. 

The program implementation dates are:
· July 1, 2025, for employers with 15 or more employees to begin program contributions.
· July 1, 2026, for covered employees to begin submitting claims for benefits.

Covered Employers
All employers with at least one employee in Maryland are covered under this law. Only employers with 15 or more employees must contribute to the program.

Covered Employees
Covered employees are individuals performing services under employment located in Maryland, who have worked at least 680 hours over the four most recently completed calendar quarters for which quarterly reports have been required, immediately preceding the date on which leave is to begin. This applies to part-time and full-time employees.

Md. Lab. & Emp. Code Ann. §§ 8.3-101 – 8.3-1001; Md. State Fin. & Procure. § 6-226

Massachusetts
Reminder: Upcoming State Pay Transparency Employer Obligations –July 2025
The legislation also requires private employers with 100 or more Massachusetts employees to submit EEO and pay data to the Commonwealth annually, February 1, for purposes of aggregated public reporting by the Massachusetts Department of Labor. 

Employers must submit their first round of EEO and pay data to the Commonwealth by February 3, 2025. (Feb 1 falls on a Saturday). 

The Act requires employers with over 25 or more employees in the Commonwealth to disclose salary range information on job postings, and to provide pay range information to current employees in certain circumstances starting July 31, 2025. 

The state’s Executive Office of Labor and Workforce Development has released FAQs for the workforce data reporting. The link to submit the report through the Secretary of State’s web portal will be posted on the FAQs page when it’s available.

See  original January HR WIRE publication or the HR WIRE Previously Published reference resource for additional details

Michigan
Reminder: State Expands Child Labor Protections – April 2, 2025 & Oct 2, 2026
Michigan has amended its child labor laws to establish a more comprehensive framework of protections for minors (those aged 17 and younger). This includes requiring employers to register with the state’s online system if hiring minors and dramatically reducing the maximum work hours for minors 15 and under, especially during school weeks.
The amendments take effect April 2, 2025, though some provisions, including the registration system requirements, are effective October 2, 2026. MI HB 5594 was signed by the governor on January 16, 2025.

Missouri
[bookmark: _Hlk195537688]Reminder: Upcoming State Earned (Paid) Sick Leave – April 15 & May 1, 2025
UPDATE: On March 13, 2025, the Missouri House of Representatives passed a bill (HB 567) that, if enacted, would repeal the paid sick leave requirement and delay the minimum wage increase. We will continue to follow and provide updates.

The state of Missouri has issued FAQs for the upcoming state’s enacted earned sick leave requirements in response to Ballot initiative Proposition A which was approved November 5, 2024. As a reminder, the effective date of this new private employer requirement is May 1.  
· Employees will start accruing 1 hour for every 30 hours worked at that time.
· The state will be releasing a workplace Notice and must post this notice by April 15, 2025.  ETC will monitor and advise once the poster is released.  
· ETC will release a State Handbook Addendum inclusive of the new required workplace policy in advance on May 1. 

Key Provisions:
Application
The EPST law applies to employers of all sizes and most Missouri employees. However, the law contains some unique employee exemptions, including for employees of retail or services businesses with less than $500,000 of annual gross sales.

Accrual, Carryover, and Frontloading
Employees will accrue EPST at a rate of one hour for every 30 hours worked starting May 1, 2025, or upon hire—whichever is later. Employers can calculate exempt employees’ accrual based on a 40-hour workweek (even if employees generally work more than that) or their usual number of hours if they regularly work less than 40 hours. Instead of using an hour-by-hour accrual system, employers can frontload the full amount of EPST that an employee is expected to accrue for immediate use at the beginning of each year.
Up to 80 hours of unused accrued EPST may be carried over from year to year. Frontloading EPST does not eliminate the carryover requirement. Rather, employers can only avoid carryover if they pay employees for their accrued but unused EPST (up to a maximum of 80 hours) at year-end and provide a lump sum of their full amount of EPST for immediate use at the beginning of the new benefit year.

Use
Employers with 14 or fewer employees can cap employees’ use at 40 hours of EPST per year, while those with 15 or more employees can cap employees’ use at 56 hours per year.
Employees can use EPST as soon as it’s accrued for the following reasons:
· Their own or their family member’s mental or physical illness, injury, or health condition, including preventive medical care
· The closure of their workplace or their child’s school or place of care because of a public health emergency
· To care for themselves or a family member because of a determination of exposure to a communicable disease
· Certain covered reasons related to domestic abuse, sexual assault, or stalking of the employee or their family member
EPST needs to be provided in the smallest increment of time tracked by the employer’s payroll system (but not more than one hour) and paid at the employee’s hourly rate of pay or minimum wage, whichever is greater. For exempt employees, the hourly rate of pay is calculated by dividing the wages they earned by the number of hours worked in the previous pay period.
As is standard with sick leave laws, employers can’t require that employees find their own coverage or deny them use of EPST if a replacement worker can’t be found.

Documentation
When employees use EPST for three or more consecutive workdays, employers can request reasonable documentation that the leave was used for a covered purpose.

Notice
Employers must give employees notice about their EPST rights by April 15, 2025, or within 14 calendar days of hire, whichever is later. The notice must include the following information (in at least 14-point font):
· Beginning May 1, 2025, employees are entitled to accrue EPST at the rate of one hour for every 30 hours of work and may use EPST subject to the limits and terms of the law
· Employers can’t take retaliatory action against employees who request or use EPST
· Employees’ rights to bring a civil action in certain circumstances
· Contact information for the Missouri Department of Labor and Industrial Relations (DOL)
Additionally, employers must display a poster that contains this information in a conspicuous and accessible place for employees if the state has created one. We’re hoping the state will release a model notice and poster in the near future.

Payout
Employers aren’t required to pay out unused EPST when an employee quits or is terminated. However, employees who are rehired within nine months of separation must have their previously unused EPST restored.

More Information
The Missouri DOL has released FAQs on its website.

Nevada 
Reminder: Updated Guidance Released: State Heat Illness Prevention Rule – Enforced April 29, 2025
The Nevada Division of Industrial Relations (DIR) of the Department of Business and Industry adopted a heat illness regulation. This regulation went into effect on Nov. 15, 2024. 

Businesses with more than 10 employees must implement the following:
· Job hazard analysis;
· Written safety program;
· Emergency procedures;
· Training;
· Climate-controlled environment exemptions;
· Collective bargaining agreements.

Resources: 
· Nevada Heat Illness Prevention Rules
· Nevada’s Guidance on its Heat Prevention Rules

New Jersey
Reminder: State’s Wage Transparency Acy – June 1, 2022
Under the New Jersey Wage Transparency Act, beginning June 1, 2025, employers with 10 or more employees that do business, have employees, or take applications for employment in New Jersey must make certain internal and external pay disclosures. Covered employers must disclose, in new job postings and transfer opportunities advertised externally or internally, the hourly wage or salary (or wage/salary range) and a general description of benefits and other compensation programs for which the employee would be eligible. Noncompliance with the Act carries civil penalties from $300 to $600 per violation
New York
Reminder: New York City Amends Lactation Accommodation Policy – Eff May 8, 2025
In November 2024, New York City (NYC) amended the lactation accommodation policy provisions of the New York City Human Rights Law (NYCHRL). The amendments, effective May 8, 2025, add new posting requirements and align the NYC law with New York State’s paid lactation break requirements.  

The NYCHRL requires employers with four or more employees to provide employees with lactation accommodations, including a lactation room where employees can pump or express breast milk and reasonable time to do so. Employers must also have a written lactation policy that includes a statement that employees have a right to request a lactation room and identify a process by which employees may request a lactation room.  

Paid Lactation Breaks
Under New York State’s lactation break law, all employers are required to provide employees with 30 minutes of paid break time to pump or express milk and permit employees to use existing paid break time or meal time for time in excess of 30 minutes. Under the amended law, covered NYC employers must include in their lactation accommodation policies a statement of the right to paid lactation breaks in accordance with the New York state law.

Policy Posting Requirement
Under the amended law, in addition to existing written policy requirements, employers must make the policy available to employees by conspicuously posting the policy at the employer’s place of business in an area accessible to employees and electronically on the employer’s intranet (if one exists). 

Resources:
· Model Lactation Accommodation Request Form
· Lactation Accommodations:  What NYC Employers Need to Know
· Pregnancy Discrimination Legal Enforcement Guidance
· Pregnancy Employment Notice:  English   Spanish
Frequently Asked Questions

Reminder: State Expands Criminal History Records Protection – March 22, 2025
Beginning March 22, 2025, employers of all sizes will be prohibited from requiring an applicant or employee to provide a copy of their criminal history record obtained under the rules and regulations of the New York State Division of Criminal Justice Services (DCJS).

This new protection essentially closes a loophole that allowed employers to bypass restrictions on criminal history inquiries by requesting applicants and employees to obtain their own DCJS records, which contain information that employers are prohibited from considering. This change makes it clear that employers can’t require applicants and employees to provide these confidential records.

Employers should review and, if necessary, update their hiring practices and policies to comply with this change by March 22.

Reminder: Upcoming State Enacts Retail Workplace Violence Prevention Law – March 25 
On Sept. 4, 2024, New York enacted the Retail Worker Safety Act (the Act) (S8358C/A8947C). The Act is aimed at enhancing worker safety and mitigating the risk of workplace violence in retail environments. It applies to employers that have 10 or more employees working in a retail store. Under the Act, a “retail store” is defined as a store that sells consumer commodities at retail and is not primarily engaged in the sale of food for consumption on the premises.
Important Upcoming Dates:
March 3, 2025 - Employers must have their workplace violence prevention policy and training implemented.
January 1, 2027 - Employers with 500 or more retail employees nationwide must provide panic-button access to employees.

Regulatory Requirements 
· Employer must implement written workplace violence prevention policies that address workplace violence risk factors and prevention methods.
· Additionally, they are required to provide information and interactive training to employees on various workplace violence issues. These include “measures that retail employees can use to protect themselves when faced with workplace violence,” such as de-escalation tactics, active shooter drills, emergency procedures, security alarms, panic buttons, and other emergency devices. Employers will have to provide this training to each employee upon hire, and then at least annually thereafter.
· Also, employers must provide access to panic buttons. This provision goes into effect on January 1, 2027, and it applies to any employer with 500 or more retail employees nationwide. Employers that must comply with this section may choose to provide panic buttons throughout their workplaces or mobile phone–based panic buttons.

Key Takeaways: New York retail employers should review the requirements of the Act and create a workplace violence prevention policy or adopt the model policy developed by the NY DOL by March 3, 2025. Retail employers that have a current workplace violence prevention policy should ensure their policies meet or surpass the minimum requirements of the NY DOL model policy. Retail employers should ensure that employees receive workplace violence prevention training as required under the Act. In addition, employers with 500 or more employees should prepare to have panic buttons implemented by Jan. 1, 2027, to comply with the Act’s requirements.


Reminder: New York Amends the Warehouse Worker Injury Reduction Act - June 1, 2025
On Feb. 14, 2025, New York amended its Warehouse Worker Protection Act (WWPA). The amendments change the definition of “musculoskeletal injuries and disorders” to “work-related musculoskeletal disorders,” expand who can conduct workplace evaluations and require employee input during such evaluations.
The new amendments go into effect on June 1, 2025.  

The WWPA applies to warehouse distribution centers that directly or indirectly employ or exercise control over the wages, hours or working conditions of:
· 100 or more employees at a single warehouse distribution center; or
· 1,000 or more employees at one or more warehouse distribution centers in the state.

Employer Takeaway: Applicable employers should review the amended WWPA rules and ensure the new requirements are implemented by the specified effective dates.

Vermont
Reminder! State Requires Pay Ranges in Job Postings – July 1, 2025
Effective July 1, 2025, Vermont employers with five or more employees, at least one of which works in the state of Vermont, must include the compensation or range of compensation in each job advertisement. The law applies to any job posting for a position physically located in Vermont or to be filled by a remote worker outside the state who predominantly performs work for an office or work location located in Vermont. Vermont employers must therefore include the good faith expectation of the minimum and maximum annual salary or hourly wage range for all positions for which they are hiring, including ones open to internal or external candidates and ones into which current employees may be transferred or promoted. There are special rules for commissioned and tipped jobs.

Washington
New! State Amends Equal Pay & Opportunities Act
On April 22, 2025, the Washington State Senate passed Substitute Senate Bill 5408, as amended by the House on April 15, 2025 (“Amended SSB 5408”), making substantial changes to the Equal Pay and Opportunities Act related to pay and benefit information in job postings, a law that has resulted in hundreds of class action lawsuits since summer 2023.

Amended SSB 5408 makes significant changes to the law as it relates to procedures and potential damages, but it maintains the pay transparency in job posting requirements.

· Under SSB 55408, which amends the Equal Pay and Opportunities Act, Washington employers may now list a fixed pay amount instead of a wage range if only one amount is offered, including for internal transfers; postings that are replicated without employer consent are not considered official job postings.
· Between the law’s effective date and July 27, 2027, employers have five business days to correct a noncompliant posting after receiving written notice and can avoid penalties if the posting is timely corrected.
· The amended law further defines and clarifies two separate remedies, each of which is exclusive: administrative remedies (civil penalties up to $1,000 and statutory damages between $100 and $5,000 per violation) or remedies via private civil actions, including statutory damages between $100 and $5,000 per violation. Each permits statutory damages and considers factors such as willfulness and employer size.
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See the “Previously Reported Regulatory Matters” Attachment
for details regarding state-specific reported matters

Alaska
· Reminder: New Paid Sick Leave Regulations - July 1, 2025
· Reminder: State Votes in Favor of Captive Audience Ban – July 1, 2025
[bookmark: _Hlk183165727]California
· Reminder: State’s Pay Data Report Filing -  Platform Open Feb 3, 2025 & Filing Due – May 14, 2025
· Reminder: California’s Bird Flu State of Emergency Notice Requirements
· Reminder: San Diego County Fair Chance Ordinance  - Oct 10, 2024
· Reminder: Upcoming Local Minimum Wage Ordinance Increases – Jan1, 2025
· Reminder: State Expands Discrimination Protections – Jan 1, 2025
· Reminder: State Passes Freelance Worker Protections Act – Jan 1, 2025
· Reminder: Paid Sick Leave Expansion – Jan 1, 2025
· Reminder: State Amends Victim Leave for Employees – Jan 1, 2025
· Reminder: Jury &  Witness Duty Leave Oversight & Enforcement Change– Jan 1, 2025
· Reminder:  State Passes Captive Audience Ban – Jan 1, 2025
· Reminder: Expanded Use of CA Paid Sick Leave – Jan 1, 2025
· Reminder: CA Employers Lose Option to Require Vacation Leave Before PFL – Jan 1, 2025
· Reminder: Workplace Safety Enacted Provisions Effective Jan 1, 2025
· Reminder: CA Disability Insurance Updates – Jan 1, 2025
· Reminder: Small Employer Mediation Program – Permanent – Jan 1, 2025
· Reminder: CA PAGA FAQ Published
· [bookmark: _Hlk181118806]Reminder: State Transparency Requirements-Child Labor Practices–Jan 1, 2025
Colorado
· Reminder: State Enacts Comprehensive AI Legislation - Feb 1, 2025
· Reminder: State FAMLI Rules Include Coordination of Benefits with other Leave Benefits & Employer Penalties
· [bookmark: _Hlk183166032]Reminder: Holiday Incentive Pay in Regular Rate of Pay Calculation
Connecticut
· Reminder: State Issues FAQs in New Paid Sick Leave Requirements – Jan 1, 2025
· Reminder: Expands Family Violence Leave – Oct 2024
· Reminder: Connecticut Expands Paid Sick Leave Law (HB 5005)– Jan 1, 2025
Delaware
· [bookmark: _Hlk183166057]Reminder: State Adds Housing Status as a Protected Characteristic – Sept 26, 2024
· Reminder: Key Deadlines Approaching for Paid Family Medical Leave (19 DAC 1401)–Dec 1 & 2; Jan 1, ‘25
· Reminder: State Added Housing Status as a Protected Characteristic “Housing Status” – Sept 26, 2024
District of Columbia
· Reminder: Universal Paid Leave Act’s Paid Family Leave Notice – Feb 1, 2025
Illinois
· Reminder: Navigating Updated State E-Verify and I-9 Compliance Requirements – Jan 1, 2025
· Reminder: Expanded Employee Protections (HB 2161 amending Illinois Human Rights Act) for “Family Responsibilities” – Jan 1, 2025 
· Reminder: State Enacts Whistle Blower Act – Jan 1, 2025
· Reminder: State Issues FAQs – Pay Transparency Law – Jan 1, 2025
· [bookmark: _Hlk183166082]Reminder: Cook County Updates Paid Leave Guidance Issued – Oct 24, 2024
· Reminder: IL Amended Right to Privacy in the Workplace Act (SB 508) – Jan 1, 2025
· Reminder: State Grants Employees the Right to Inspect Pay Stubs Upon Request (SB 3208 & HB 3763) – Jan 1, 2025
· [bookmark: _Hlk183166128][bookmark: _Hlk181118259]Reminder: Worker Freedom of Speech Act – Captive Audience Prohibition (SB 3649)- Jan 1, 2025
· [bookmark: _Hlk183166139]Reminder: Human Rights Act Amended - Expansion of Protected Classes (HB 4867, HB 1261, SB 3310 & HB 5371) – Jan 1, 2025
· [bookmark: _Hlk183166161]Reminder: State Enacts New Child Labor Laws (SB 3646) – Jan 1, 2025
· [bookmark: _Hlk183166193]Reminder:  Illinois Wage Payment and Collection Act (IWPCA) Amended - Employees the Right to Inspect Pay Stubs Upon Request (SB 3208) – Jan 1, 2025
· Reminder: State Pay Transparency Laws & Equal Pay Act applicable to smaller employers (HB 3129) – Jan 1, 2025
Maine
· Reminder: Paid Family & Medical Leave – PFML Final Rule Issued by State with Payroll withholdings commencing Jan 1, 2025 (Benefits Available 5/1/26)
· Reminder: Maine’s Paid Family & Medical Leave (PFML) Launches (Wage withholding, Workplace Poster & Written Notice requirements) – Jan 1, 2025
Maryland
· Reminder: State’s Family and Medical Leave Insurance (FAMLI) Program/Time to Care Act – Expanded Leave Rights – July 1, 2025 & 2026
· Reminder: Multiple Employment Laws Updated Effective – Oct 1, 2024
· Reminder: Maryland Adopts Heat Stress Standards – Sept 20, 2024
Massachusetts
· Reminder: Pay Transparency Annual Submission of EEO Data to State – Feb 2025 (ERs >100 Employees submit EEO Data)  & July 2025 (ERs with 25or more Employees must disclose salary ranges in job postings) 
· Reminder: Employers Must Complete HIRD Form - Dec 15, 2024
· Reminder: PFML Rate Sheets & Employee Notices – Dec 2, 2024
· [bookmark: _Hlk183166402]Reminder: Amended State Earned Sick Time to Cover Reproductive Loss – Nov 21, 2024	
· Reminder: MA 2025 PFML Benefit to Increase – 2025
Michigan
· [bookmark: _Hlk183166550]Reminder: State Expands Child Labor Protections – April 2 & Oct 2, 2025
· Reminder: State’s Earned Sick Time – Eff Feb 21, 2025 UPDATE: March 23 & Oct 1 (Small Employers)
· Reminder: State Issues FAQs and Other Materials for Earned Sick Time Act – Feb 21, 2025
· Reminder: State Supreme Court Increases Minimum Wage and Paid Sick Leave Requirements – Feb 2025
Minnesota
· [bookmark: _Hlk183166637]Reminder: State’s Leave Guidance Issued for Option Out – Private Plans
· Reminder: State Makes Several Changes to Work Comp Laws – Aug & Oct 2024
· Reminder: State Paid Leave Wage Reports - Oct 31, 2024
· Reminder: Pay Transparency (Wage Disclosure Protection Law) - Jan 1, 2025 
· Reminder: State Amends Sick Leave, Paid Family and Medical Leave (SF 5234/HF 5247)
Missouri
· Reminder: State Passes Earned Paid Sick Leave Initiative (Proposition A) – Notice to Employees – April 15, 2025 & Leave Accrual Starts May 1, 2025
Nebraska
· Reminder: State Enacts Paid Sick Leave – Oct 1, 2025 with Notice to Employees by Sept 15, 2025
Nevada
· Reminder: State Approves New Heat Illness Regulation & Employer Obligations – Nov 15 & Enforcement +90 Days; Updated Guidance to be enforced starting April 29, 2025
New Hampshire
· Reminder: Firearms in Employee Vehicles (HB 1336) State Regulation – Jan 1, 2025
New Jersey
· Reminder: Employers’ Use of AI Tools to Comply with State’s Anti-discrimination Laws
· Reminder: Expanded Pay Transparency Regulations (SB 2310) – June 1, 2025
· Reminder: New Jersey Family and Disability Insurance Leave Rates to Increase - 2025
· [bookmark: _Hlk183166732]Reminder: Upcoming Deadlines for RetireReady NJ - Sept & Nov 2024
· Reminder: New Jersey Family and Disability Insurance Leave Rates to Increase – Jan 1, 2025
New York
· Reminder:  State Retail Workplace-Violence Prevention Obligations - June 2, 2025
· Reminder: State Establishes Warehouse Workers Injury Reduction Program Act – June 1, 2025
· Reminder: State Publishes FAQs for New Paid Prenatal Leave Requirement – Jan 1, 2025
· [bookmark: _Hlk183166790]Reminder: NY Expands Protections for National Guard Service – Sept 27, 2024
· Reminder: New York PFL Contribution and Benefit Rates to Increase in 2025
· Reminder: Clean Slate Act (Expanded Criminal History Protections - NY S 940)– Nov 16, 2024
· Reminder: Mandated Paid Prenatal Leave (A08805) – Eff Jan 1, 2025
Ohio 
· Reminder: State Enacts Wage Statement Regulations – Eff April 9, 2025
Oregon
· Reminder: State Updates Administrative Rules for Paid Leave – Jan 1, 2025
· Reminder: Paid Leave Oregon & OFLA Leave Change - Jan 1, 2025
· Reminder: State Warehouse Quota Notification Requirements – Jan 1, 2025
Pennsylvania
· Reminder: PA Now Permits Direct Deposit Payment of Workers’ Compensation Benefits
Rhode Island
· Reminder: State Amends Temporary Caregiver Insurance (TCI) Law – Jan 1, 2025
· [bookmark: _Hlk181118670]Reminder: State Enacts New Consumer Data Privacy Law – Jan 1, 2025
Washington
· Reminder: State Announces PFML Premium Rate for 2025 – Jan 1, 2025
· Reminder: State Expansion of Paid Sick Leave (SB 5793) – Jan 1, 2025
Vermont
· Reminder: State Requires Pay Ranges in Job Postings (VT H 704)– July 1, 2025

[bookmark: _Hlk165893272]



The HR WIRE is for informational purposes only and should not be construed as legal advice.
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