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 ETC HR Employer Compliance News  II   Making Compliance Connections

May 2025


SECTION I: Notices, Reminders & Alerts &
SECTION II: Noteworthy Compliance Happenings
[bookmark: _Hlk144804248]
Reminder: Workplace Labor Notice Updates 
[bookmark: _Hlk197515447]Federal Notices Reminders
· New model Employer CHIP Notice has been released and now reflects information as of March 17, 2025. 

· Form I-9 Updated. The revised Form I-9 is dated “01/20/25” and has an expiration date of “05/31/2027.”  

Federal Contractor Notice Update Reminder
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. 

State Notices
LA – updated Louisiana Unemployment Insurance Notice
MA – updated Fair Employment Notice and Unemployment Insurance Notice
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
VA – As of July 1, 2025, employers are required to post a copy of Virginia Code § 40.1-28.7:8 or an approved summary in the workplace as the result of revised state law regarding noncompetes broadening the definition to include all employees eligible for overtime under federal law, regardless of their income level.  Access to the state’s covenants accessible HERE.  Attached file will serve as Notice.  Impacted employers should post the Notice by the effective date.
WA - The Washington Workers’ Compensation Notices have been updated to reflect recent changes. Beginning July 1 2025, physician assistants (PAs) are now recognized as qualified healthcare providers for state-funded Workers’ Compensation claims. For claims related solely to mental health conditions, licensed psychologists may also serve as the attending provider. Additionally, several key web addresses on the notice have been updated to ensure access to current resources and information.
· Work Comp Notice – State Insured Businesses (WA04E)
· Work Comp Notice – Self-Insured Businesses (WA05E)

Reminders & Alerts
[bookmark: _Hlk197515622]Reminder & Update: 2024 EEO-1 Reporting – Portal Open May 20-June 24
This year’s collection of EEO-1 reports opened as of May 20th and will be open thoru8gh June 24th 

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 .

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.

New! Compliance Reminder: PCORI – Fees Due by July 31, 2025
The Affordable Care Act imposed the PCORI fee on specified health insurance policies and plan sponsors of self-insured health. The fee is required to be reported once a year on the Form 720, Quarterly Federal Excise Tax Return and paid by its due date, July 31.  The amount of the PCORI fee is based on the average number of lives covered under the policy or plan.

The PCORI fee for plan years ending on or after October 1, 2024, and before October 1, 2025, will be $3.47 per covered life.  If you have a non-calendar year plan that does not fall in the above window, you may find the amount you owe here.

Payment is due by July 31 of the year following the last day of the plan year. 
For plan years ending in 2024, the PCORI fees are due by July 31, 2025.

Employers who sponsor self-insured plans subject to the PCORI fee are responsible for filing Form 720 and paying the fee. Self-insured health plans should speak with their TPA to determine the number of lives for payment. 
Sponsors of fully insured health plans do not have to worry about the fee but if you also sponsor a health reimbursement arrangement (HRA), it is considered self-funded and the PCORI fee is due on the HRA lives.
 
If you find you need assistance, please reach out to your benefits broker or = HR_Help@etctracking.com

New! Benefit Plans Starting May 1 - Employer’s CMS Part D Creditable Coverage Online Disclosure – June 30, 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][bookmark: _Hlk197515717]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.

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.

New! Executive Order: Aim to Reduce Drug Costs
On May 12, 2025, President Donald Trump issued an executive order (EO) that aims to bring the prices Americans pay for prescription drugs in line with those paid by similar nations. According to a White House fact sheet, the prices Americans pay for brand-name drugs are more than three times the price other nations pay.
The EO directs HHS to communicate most-favored-nation price targets to pharmaceutical manufacturers within 30 days.

The EO is expected to face legal challenges, so the immediate impact on drug costs remains to be seen.

Potential Legal Hurdles
While the EO directs the Secretary of HHS to communicate most-favored-nation price targets to pharmaceutical manufacturers within 30 days, it is expected to face legal challenges. Industry professionals reference a similar proposal from Trump’s first term, which aimed to link Medicare payments for certain medications to the lowest prices paid by other countries. This proposal was blocked by federal courts for not adhering to the notice and comment process required by the Administrative Procedure Act. Thus, the immediate impact on drug costs remains to be seen.

New! Trump Administration Will Not Enforce Final Rule on Mental Health Parity
On May 15, 2025, the U.S. Departments of Labor, Health and Human Services, and the Treasury (Departments) released a statement regarding nonenforcement of the 2024 final rule under the Mental Health Parity and Addiction Equity Act (MHPAEA).
· Federal agencies are reconsidering a final rule on mental health parity that was issued in 2024.
· Critics of the final rule have argued its requirements are “unworkable” and could cause employers to drop MH/SUD coverage entirely.
· The federal government has adopted a temporary nonenforcement policy for the 2024 final rule. 
· Health plans should continue to comply with MPHAEA’s statutory requirements and refer to the prior final rule from 2013.
· Employer Takeaway: Employer-sponsored health plans should continue to comply with MHPAEA’s statutory requirements and refer to the 2013 final rule for guidance. Employers should also monitor updates regarding any modifications to the 2024 final rule

New! DOL Retracts Biden-Era Independent Contractor Classification Rule
On May 1, 2025, the United States Department of Labor’s (“DOL”) Wage and Hour Division announced it would not enforce or apply the Biden-era 2024 Final Rule regarding independent contractor classification (“2024 Rule”). Specifically, the DOL directed its investigators “not to apply the 2024 Rule’s analysis” in enforcement matters. 

Employer takeaways: 
· The DOL’s announcement will y make it easier for employers to classify workers as independent contractors at the federal level. 
· While the 2024 Rule does remain in effect for private litigation and certain state-specific tests still impose higher worker classification standards than the current federal guidelines. For example, certain states’ classification standards far outpace federal guidelines and are more employee friendly. California, New Jersey, and Massachusetts use the much stricter “ABC test” to determine whether a worker is an independent contractor. 
· Regardless of the DOL’s announcement, employers should remain vigilant and ensure they are compliant with applicable classification rules; which greatly vary by jurisdiction.

New! Court Scraps EEOC Guidance on Pronouns, Restrooms & Dress
In April 2024, the U.S. Equal Employment Opportunity Commission issued Enforcement Guidance on Harassment in the Workplace. The Enforcement Guidance addressed, among other things, harassment and discrimination based on gender identity.  It is believed there is no likelihood of the EEOC appealing the recent ruling.

You may be wondering what you, as an employer, should be doing now. The answer, in all likelihood, is “stay the course but relax a bit":
· If your harassment policy prohibits discrimination or harassment based on sexual orientation or gender identity, keep it in place. It’s still fine (and recommended) to prohibit bias or harassment based on these characteristics. And, depending on your location, you may still be required to do it under state or local law.
· Despite the fact that the EEOC’s guidance on pronouns has been vacated, continue being considerate and respectful of the pronoun preferences of transgender and nonbinary employees, and their preferred names. But if you (or your employees) slip up, or if the transgender or nonbinary person has not legally changed their name and you need to use the “dead name"* on tax forms, I-9s, and other legal documents, you won’t need to be overly concerned – at least, not from a federal law violation standpoint. *”Dead-naming” is using a transgender person’s birth name rather than the current, preferred name.
· If you have, say, a transgender female employee who dresses like a woman, you can continue to allow that. But if you don’t want to allow it, confer with your employment counsel first. The companion case to Bostock involved a transgender woman who was hired before her transition to female. In other words, she was a biological male, and at the time of hire and for some time afterward was presenting as a male. During her transition, she began presenting at work as female, and she was fired. If I understand Judge Kacsmaryk correctly, he believes that this plaintiff was fired because she was a biological man dressing (and styling her hair and wearing makeup, etc.) like a woman. If the plaintiff had been a biological woman dressing the same way, then there would have been no problem. Therefore, when the plaintiff was fired, she was discriminated against because of her biological maleness, not because she was transgender. With all due respect to the judge, there seems to be a very, very, very fine line (if any) between discriminating against the plaintiff because she was a biological man dressing like a woman, versus discriminating against the plaintiff for being transgender. So do be careful and check with your employment law counsel before you prohibit a transgender employee from “presenting” based on his or her gender identity, and definitely before you discipline or discharge a transgender employee for this reason.
· As I’ve been recommending for some time now, be sure to consider making accommodations for employees who say that it violates their religious beliefs to address an XY person as a “she” or an XX person as a “he.” And, if you get such a request for accommodation, consult with your attorney before making any decisions that may come back to bite you.
Extracted from the May 23rd online article released by Constancy, Brooks, Smith & Prophete, LLP which can be access HERE
New State Court Ruling with Multistate Employer Considerations –
 Remote Employee Sues Massachusetts Employer for Violating MA Employment Laws
In today’s workplace, it is not uncommon for employees to partially or fully work remotely from a different state. For example, employees working for a business located in the Commonwealth might live and work-from-home in a neighboring state. This begs the question — can employees working from home in Connecticut, Rhode Island, or some other state take advantage of employee-friendly laws in Massachusetts, such as the Massachusetts Wage Act, which awards successful plaintiffs with mandatory triple damages. This issue was recently examined by a Massachusetts Superior Court in a case involving an employee living outside Massachusetts who was working remotely for a Massachusetts-based employer. 

The Background
The plaintiff in this case lived and worked for the defendant/employer from her home in Rhode Island. Toward the end of her employment, there was a dispute over unpaid commissions allegedly due to the plaintiff. When her employment ended, the plaintiff sued her former employer alleging that she was not paid commissions that were due to her under the Massachusetts Wage Act. The plaintiff also claimed she was retaliated against in violation of the Wage Act for complaining about not receiving those commissions.

The Decision
The defendant/employer sought to dismiss the Wage Act claims arguing that the Massachusetts Wage Act did not apply to this dispute, and instead Rhode Island law should control. In support of this argument, the defendant/employer pointed to the fact that the plaintiff worked in Rhode Island, used a Rhode Island phone number for work, received her wages via direct deposit to her bank account in Rhode Island, received her final pay stub at her Rhode Island address, paid Rhode Island taxes, and even claimed Rhode Island unemployment benefits after termination.
Despite this, the court ruled that Massachusetts law should apply. The court pointed out that the plaintiff’s sales territory — at least at the of end her employment — covered solely Massachusetts. As a result, she was traveling to her employer’s office in Massachusetts weekly or bi-weekly. In addition, and what may have been one of the more important facts in the eyes of the court, the plaintiff signed an employment agreement with the defendant/employer at the beginning of her employment that contained a provision stating Massachusetts law applied to the agreement. Although that employment agreement did not cover the payment of commissions (instead, it addressed non-competition and confidentiality obligations), by including a Massachusetts choice-of-law provision in the non-compete/confidentiality agreement, the defendant/employer apparently contemplated that Massachusetts law would apply to other aspects of the employment relationship.

Employer Takeaways
As readers are aware, the Massachusetts Wage Act and the Massachusetts Paid Family and Medical Leave (“PFML”) law are two of the most employee-friendly laws in the entire country. Because of this, to the extent possible, employers should steer clear of litigation related to these laws. Obviously, this is hard to do when employees with purported Wage Act or PFML claims are working in the state of Massachusetts. However, this becomes easier with employees working remotely outside the Commonwealth. To help ensure that the employee-friendly laws of Massachusetts do not extend to employment relationships outside the Commonwealth, employers should make it clear in offer letters and other employment-related documents and agreements that the law of the employee’s home state applies to the employment relationship. The employer should also provide remote employees living in another state with handbook supplements that explain the employment laws of their home state. Finally, employers should have all employment-related agreements reviewed by employment counsel to ensure the most appropriate choice-of-law provisions are in place.

-May 20, 2025, blog article by John S. Gannon - Skoler Abbott P.C. can be access HERE



Recap Previously Published:
· President Trump Issues Executive Order Aimed at Eliminating Disparate Impact Liability
· ADA Accommodations, Even if Employes CAN perform Essential Functions
· 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]New! Updated Minimum Wage & Exempt Salary Threshold – Eff July 1, 2025
The updated minimum wage and minimum salary for exempt executive, administrative, and professional (EAP) employees will increase as follows:
· July 1, 2025: $13 per hour and $1,040 per week for EAP employees
· July 1, 2026: $14 per hour and $1,120 per week for EAP employees
· July 1, 2027: $15 per hour and $1,200 per week for EAP employees

Starting on January 1, 2028, the minimum wage and minimum salary for exempt EAP employees will be adjusted annually based on inflation.

Reminder: State’s Captive Audience Ban – Eff July 1, 2025
Employers will be prohibited from taking—or threatening to take—adverse action against an employee for not attending an employer-sponsored meeting if its primary purpose is to share the employer’s opinion on religious or political matters. The same applies to listening to employer communications for this purpose. 

The law defines matters as religious if they relate to religious affiliation and practice and the decision to join or support any religious organization or institution. Matters are considered political if they relate to any of the following:
· Elections for political office, parties, and candidates
· Proposed legislation or regulations
· The decision to join or support any political party or political, civic, community, fraternal, or labor organization

The law contains several exceptions. For instance, it doesn’t apply to legally required communications, those necessary for employees to perform their job duties, and those directly related to the workplace. Additionally, the ban on religious meetings and communications doesn’t apply to religious organizations.

Employer Takeaway: Allow employees to opt out of any meeting or communication covered by this law and make sure supervisors understand the prohibition.

Reminder State’s Paick Sick Leave – Eff July 1, 2025
In November 2024, Alaska voters approved a 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.
	PAID SICK LEAVE
Employers will be required to provide employees with paid sick leave (PSL) starting on July 1, 2025, or when they begin employment, whichever is later. The law contains some employee exemptions, including for agricultural workers and minors working up to 30 hours per week.

Accrual, Carryover, and Frontloading
Employees will accrue PSL at a rate of one hour for every 30 hours worked. Exempt employee accrual can be based on a 40-hour workweek (even if they generally work more than that) or their usual number of hours if they regularly work less than 40 hours.

Employers can cap PSL accrual as follows:
· Employers with 14 or fewer employees: 40 hours per year
· Employers with 15 or more employees: 56 hours per year
Accrued but unused PSL must be carried over from year to year.
Employers can frontload PSL by providing all of the hours an employee would earn at the beginning of each benefit year.

Use
Employees will be able to use PSL as soon as it’s accrued, and time can be taken for the following reasons:
· Their own or their family member’s mental or physical illness, injury, or health condition, including preventive medical care
· Certain covered reasons related to domestic abuse, sexual assault, or stalking of the employee or their family member
Employers can cap PSL use as follows: 
· Employers with 14 or fewer employees: 40 hours per year
· Employers with 15 or more employees: 56 hours per year
PSL needs to be provided in the smallest increment of time tracked by the employer’s payroll system (but not more than one hour).

Documentation
When employees use PSL for more than three consecutive workdays, employers can request reasonable documentation to support that the leave was taken for a covered purpose.

Employer Notice
Employers must give employees written notice of their PSL rights at the time of hire or within 30 days of the law’s effective date, whichever is later. The notice needs to include that employees are entitled to PSL starting July 1, 2025, the amount they’re entitled to, and the terms of its use. It also needs to say that employers can’t take retaliatory action against employees who request or use PSL.


Employer Takeaway: ETC will be publishing an updated State Handbook Addendum reflective of the State’s new Paid Sick Leave requirements.

[bookmark: _Hlk190083162]California
New! Upcoming Minimum Wage Increases – July 1,2025
Beginning on July 1, 2025, several California localities are set to increase their minimum wage. Employers in these localities should review and update their policies and practices to comply with the scheduled increases. These localities and increases include the following:
[image: A table with numbers and a few black text
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The minimum wage in other California localities, such as Alameda County, is also set to increase on July 1, 2025.

Reminder: State Pay Data Report Filing - Due May 14

[bookmark: _Hlk197515925]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.






Illinois
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.)

Reminder: 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.

Reminder: 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.

Reminder: 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.

Indiana
New! State Enacts Employee School Conference Leave – Eff July 1, 2025
Effective July 1, 2025, Indiana employers must allow their employees to take unpaid time off to attend certain school conferences concerning their children. The measure expires July 1, 2029

Under the new law, SB 409, all employers will be prohibited from taking adverse employment action against employees because they were absent from work to attend: 
· An attendance conference concerning their child, pursuant to state law addressing truancy prevention; or 
· A case conference committee meeting concerning their child.

The law covers conferences and meetings for employees’ biological, adopted, foster or stepchildren.
Employees must give employers at least five days’ advance notice of the conference or meeting.
Employees must provide their employers with documentation of their attendance at the conference or meeting, and employers may request documentation of the meeting from the school. Additionally, the law requires employees to make a reasonable effort to schedule an electronic conference or meetings. ETC will release an updated State Handbook Addendum for Indiana ahead of the effective date.

Maryland
New! State Amends Parental Leave Act – Eff October 1, 2025
Maryland has enacted Senate Bill (SB) 785, amending the state’s Parental Leave Act (PLA) to clarify that it does not apply to employers while they are covered by the federal Family and Medical Leave Act (FMLA). 
The amendment takes effect Oct. 1, 2025. 
PLA and FMLA
The PLA applies to employers with 15-49 employees in the state during 20 or more calendar weeks in the current or preceding calendar year. It requires them to provide employees with up to six weeks of unpaid leave annually for the birth, adoption or foster placement of a child. Employers must also continue employees’ health insurance while they are on leave.
The FMLA requires employers with 50 or more employees during 20 or more calendar weeks in the current or preceding calendar year to provide up to 12 weeks of unpaid leave annually for reasons including those covered by the PLA. Like the PLA, the FMLA also requires employers to continue health insurance benefits for employees on leave. 
SB 785
The bill was introduced as a technical correction to rectify an unintended consequence of the PLA: that employers could be subject to both the PLA and the FMLA simultaneously in a calendar year during which they reach the 50-employee FMLA threshold, because they could have employed 15-49 employees for at least 20 weeks in that or the preceding year. Under the PLA as currently worded, the employer might, therefore, be required to provide leave to an employee under both that law and the FMLA. 
To avoid this result, the bill amends the definition of “employer” under the PLA to exclude employers who are covered by the FMLA for the current calendar year. Eligible employees of these employers will be able to take qualifying leave under the FMLA but not the PLA.
[bookmark: _Hlk190083451]Reminder & Update: State’s Family and Medical Leave Insurance Program – Jan 1, 2027 & Jan 2028
UPDATE: Amendments to the law have delayed the start of the program several times, so that employer and employee payroll contributions will now begin Jan. 1, 2027, with benefits becoming available at some point between that date and Jan. 3, 2028, as determined by the Maryland Secretary of Labor.    
 
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. 

PFML Funding
The PFML law establishes a state fund to pay for the program. 
· Employees and employers with at least 15 employees must contribute to the fund equally, with payroll deductions beginning Jan. 1, 2027. The state will set the contribution rate for the first year of the program by May 1, 2026. Thereafter, the rate will be set annually, by Nov. 1 of each year, to take effect for the 12-month period beginning the following January 1. The total combined rate is capped at 1.2% of worker wages up to the Social Security wage cap. 

The contribution is evenly split between employees and employers, who will each contribute 0.45%.

Small businesses with 14 or fewer employees are exempt from the employer’s portion of the contributions; however, employees of those small businesses will continue to contribute their 0.45% share. 

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
New! State Enacts Salary Range Transparency Obligations - Eff Oct 29, 2025
Beginning October 29, 2025, the “Massachusetts Act Relative to Salary Range Transparency” requires employers with 25 or more employees in Massachusetts to 
(1) disclose the pay range for a “particular and specific employment position” in the job posting, and 
(2) provide the pay range for a “particular and specific employment position” to an employee who is offered a promotion or transfer to such position, and
 (3) upon request, provide the pay range for a “particular and specific employment position” to an employee holding that position or an applicant for the position.

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

Minnesota - Minneapolis
New! State Amends Anti-Discrimination Regulations – Eff August 1, 2025
On May 12, 2025, the city of Minneapolis enacted extensive amendments to its existing anti-discrimination ordinance, including expanding definitions relating to protected characteristics and accommodations.  The ordinance applies to employers of all sizes within Minneapolis, any employer that hires an employee whose services will be performed even partially from within Minneapolis, and employers that contract with the city. These amendments will become effective August 1, 2025.
· Minneapolis adds new protected classifications, including justice-impacted status, housing status, and height and weight to its anti-discrimination ordinance.
· The amendments also expand an employer’s duty to make reasonable accommodations for disability, pregnancy-related limitations and religion.

Additional Details
Importantly, the new law includes several definitions of new and existing protected characteristics, including the following:
· Familial status: Adds that protected familial status includes those caring for one or more individuals who cannot meet their own requirements for physical health or safety due to their inability to receive, evaluate, or communicate information.
· Height and weight: Clarifies that protected height and weight include both the numerical measures of one’s height and weight and others’ impressions of these traits (e.g., that someone is considered fat, thin, short, or tall).
· Housing status: Having, or not having, a fixed, regular, adequate nighttime residence.
· Justice-impacted status: Having a criminal record or history, including any arrest, charge, conviction, period of incarceration, or probationary status. The ordinance uses the euphemism “justice impacted status” to refer to persons charged or convicted of crimes, including felons. The ordinance provides that employers may only take adverse action, such as discharge against employees or refusal to hire against applicants, after determining that a criminal conviction’s impact on the ability, capacity, or fitness of the person to perform the duties of the position they are in or for which they are being considered for hire requires the adverse action. In making that assessment, employers must consider whether the person was convicted, the passage of time since the conviction, the nature and gravity of the crime, the person’s age at the time of the offense, any rehabilitation that has taken place, and the risk to the property or safety of those working around the person. The ordinance also provides that an arrest alone, without a subsequent conviction, is not enough to take action against the person. However, employers are entitled to examine the facts surrounding a charge without a conviction, using the factors listed above, and make a determination based on those facts for possible adverse action.
· Race: Clarifies that race includes traits historically associated or perceived to be associated with race, including skin color, certain physical features, hair texture, and protective hairstyles.
· Disability: The term has been amended to include having an impairment that is episodic or in remission that would materially limit a major life activity when active.
· Undue hardship: Removes the specific factors to be considered in assessing an undue hardship claim and clarifies that, in relation to reasonable accommodations, an “undue hardship” means a situation requiring significant difficulty or expense depending on a number of factors, determined on a case-by-case basis and specific to the area of discrimination.

To learn more access a May 15th article released by Littler Mendelson HERE
Additionally, ETC will publish an updated State Handbook Addendum to reflect these changes in the coming months.

Missouri
Update! State Legislature Repeals State’s Paid Sick Leave - Eff Aug 28, 2025
 The Missouri Senate has passed a bill to repeal that new paid sick leave law less than a month after it went into effect, and Gov. Mike Kehoe has supported the repeal bill, meaning he will almost certainly sign it into law in the near future.

The state’s sick leave law will remain in effect until August 28, 2025. Until that time, employers must still allow employees to earn one hour of paid sick leave for every 30 hours worked and to use paid sick leave if they or a covered family member have an illness, injury, or health condition, require medical care, treatment, or preventative medical treatment, if their place of employment or their child’s school has been ordered closed due to a public health emergency, or if they need to be absent to attend to matters relating to domestic violence, sexual assault, or stalking.

After August 28? That decision is up to employers. 
Missouri had no paid sick leave requirement before May 1 and will not have any requirement after August 28. While employers may still honor the sick leave accrued during the law's brief effective period, they will not be required to allow employees to accrue additional paid sick leave after that date. Further, there appears to be nothing to prevent employers from revoking accrued but unused paid sick leave after August 28.

Nevada 
New! State’s Employee Savings Trust Retirement Program Enacted – Eff July 1, 2025
On June 13, 2023, Nevada enacted the Nevada Employee Savings Trust program, establishing a state-run payroll deduction individual retirement account (IRA) program for eligible private sector employees who do not have access to a qualified employer-sponsored retirement plan.
The program is scheduled to be operational on July 1, 2025, and is mandatory for private sector employers with six or more employees. Employers that provide a qualified retirement plan may submit an exemption to the state.

Details are available in the NV S 305 legislative text, and a program summary can be found on the State-Facilitated Retirement Programs page.

New Jersey
Reminder: State’s Wage Transparency Acy – June 1, 2025
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. 
	Starting June 1, 2025, employers with 10 or more employees will be subject to new pay and promotion transparency requirements. The law is written to apply broadly to employers doing business in the state or accepting applications for employment within the state.

Pay and Benefits in Job Postings
Employers will need to include the hourly wage or salary (or a range) and a general description of benefits and other compensation in job postings. This applies to internal postings as well, such as those for transfer opportunities. The posted range should be a reasonable estimate of what the employer expects to pay for that particular position when filled.

Notification of Promotion Opportunities
Before making promotion decisions, employers need to make reasonable efforts to notify employees in the affected departments about promotion opportunities that have been advertised, either internally or externally. A promotion is defined as a change in job title and an increase in compensation.


Noncompliance with the Act carries civil penalties from $300 to $600 per violation
SB 2310 was signed by the governor on November 18, 2024.
Employer Takeaways: Employers should amend any current and future job postings to include required information as well as prepare to start notifying employees about promotion opportunities. 

New York
New! State Increases Jury Duty Pay – Eff June 8, 2025
Beginning June 8, 2025, the daily rate for jury duty in New York state will increase from $40 to $72. As was the case before, employers with 11 or more employees must pay employees the daily rate for each of their first three days of jury service. Employees of smaller employers are paid the daily rate by the state. For details on how juror pay works in New York, see New York’s Jury Duty Information for Employers and this flowchart.

Exempt employees should be paid their full salary unless they’re gone for an entire workweek and do no work at all during that time, though employers can offset the amount the employee receives from the state.

With the May HR WIRE, ETC will release an updated New York State Handbook Addendum reflective of the daily payment increase.

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

[bookmark: _Hlk193457077]Reminder: Upcoming State Retail Workplace-Violence Prevention Obligations  - Eff June 2, 2025 & Jan 1, 2027
New York’s Retail Worker Safety Act (A 01678), signed by the governor on February 14. The below provisions will take effect on June 2, 2025:

Employer Policy Requirements
· The law requires employers with 10 or more retail employees (defined as those who work in retail stores) to adopt a written workplace violence prevention policy and provide employee training. 
· Employers with 500 or more retail employees in the state will also be required to provide silent response buttons. Retail stores don’t include those that primarily sell food to eat on-site. 

Training Program Requirements
Under the Act, workplace violence trainings must be interactive and include the following:
· Information on the requirements of the Act;
· Examples of measures retail employees can use to protect themselves when faced with workplace violence from customers or other co-workers;
· De-escalation tactics;
· Active shooter drills;
· Emergency procedures; 
· Instruction on the use of security alarms, panic buttons and other related emergency devices; and
· A site-specific list of emergency exits and meeting places in case of an emergency. 
Employers covered under this section employing fewer than 50 retail employees must provide workplace violence prevention training upon hire and once every two years. Those employing 50 or more employees must provide workplace violence prevention training upon hire and then annually thereafter.

Employers must utilize the model NY DOL workplace violence prevention training program or establish one of their own that is equivalent to or exceeds the NY DOL training program requirements. This training must be conducted at the time employees are hired and annually thereafter. 

Moreover, the NY DOL will include information in its model training program on supervisor conduct; additional responsibilities for supervisors, such as addressing workplace-specific emergency procedures; and training on areas of previous security problems. 

Notice Requirements
Employers with 10 or more retail employees must provide employees with notice of the workplace violence prevention policy upon hiring and at every annual workplace prevention training. Employers covered under this section employing fewer than 50 retail employees must provide workplace violence prevention training upon hire and once every two years. This notice must be in writing and written in English and any other language that each employee identifies as their primary language. Information to be included in the notice is the employer’s workplace violence prevention policy and any information provided during the workplace violence prevention training. 

Other aspects of the regulations then become effective January 1, 2027, which include silent response buttons for employers with 500 or more retails employees statewide as well as the start of the state’s evaluation of the guidance and model materials.
-------
This law was originally scheduled to take effect on March 4, 2025, but has been amended to change some employer requirements and delay the effective date to June. The details below reflect the most recent version of the law. 
· Employers will be required to adopt a written workplace violence prevention policy that identifies workplace risks, outlines violence prevention methods, explains legal protections, and states that retaliation is unlawful. The state will provide a model policy that employers can use. 
· Employers will be required to provide retail employees with workplace violence prevention training that’s interactive and includes information such as emergency procedures, de-escalation tactics, and instructions on how to use emergency devices such as security alarms or silent response buttons. The state will provide a model training program that employers can use. As part of this training, employers must also provide retail employees with a site-specific list of emergency exits and meeting places.
The training must be provided upon hire and annually thereafter. However, employers with 49 or fewer retail employees only need to provide the workplace violence prevention training upon hire and every two years thereafter.
· Employers will be required to provide retail employees with the workplace violence prevention policy and the information presented in the training in writing upon hire and at each workplace violence training. They must be provided in English and the employee’s primary language.
· By January 1, 2027, employers with 500 or more retail employees in the state must provide silent response buttons to employees that enable them to request immediate help from a security officer, manager, or supervisor during work. This requirement can be satisfied by installing the button in an easily accessible location in the workplace or providing employees with wearable or mobile phone-based buttons. Phone-based buttons can only be installed on employer equipment and wearable buttons can’t be used to track employees except when the button has been activated.

The model policy and training are expected to be available on the New York Department of Labor’s website before the effective date of June 2, 2025.

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.

Warehouse Worker Injury Reduction Program
Every employer that is subject to the WWPA is now required to establish and implement an injury reduction program for its workers involved in performing manual materials handling tasks. The program must include the following:
· Worksite evaluation;
· Control of exposures;
· Employee training;
· On-site medical and first-aid practices; and 
· Employee involvement. 

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

Ohio – Clevland
New! Cleveland Joins the Pay Equity Trend, Mandating Pay Transparency and Banning Salary Inquiries – Eff Oct 27, 2025
On April 30, 2025, Cleveland, Ohio, became the latest in a long list of jurisdictions to restrict how private employers recruit and hire talent. Intended to promote equitable compensation practices, Ordinance No. 104-2025 requires covered employers to post salary information in job ads and further bans covered employers from asking applicants about their salary history or using salary history to set pay. The ordinance covers private employers with at least 15 employees located in Cleveland and takes effect October 27, 2025.

Mandatory Inclusion of Compensation Information in Job Postings
The ordinance requires covered employers to include the salary range or salary scale for a position in the notification, advertisement or other formal posting for a job. Covered employers are required to include such information in postings for all manner of roles including, but not limited to, temporary and seasonal work, work on commissions and work through the services of a temporary employment agency.

Carveouts to Prohibitions
The ordinance exempts certain categories of employees and circumstances from its broad prohibitions.
First, the ordinance does not apply to current employees. It does not restrict covered employers from discussing compensation with candidates for internal transfers or promotion, for example. Similarly, it does not cover rehires whose salary history the employer knows from the applicant’s prior employment. Employees of federal, state or local governments (other than the city of Cleveland) also are not covered by the ordinance.
Next, where a collective bargaining agreement governs compensation, the ordinance does not apply to positions subject to the agreement.

Further, if an employer learns of an applicant’s salary history incidentally in the results of a pre-hire background check, the employer may consider the salary information, so long as it is not the sole determinant of the pay offered to the applicant. Similarly, the ordinance explicitly permits covered employers to consider an applicant’s current or prior salary if the applicant discloses it voluntarily, without prompting.
Finally, the ordinance does not apply where a separate federal, state or local law specifically authorizes the employer to rely on an applicant’s salary history to determine pay for the job.

Employer Takeaway: Cleveland employers should review their job applications for questions about salary history. Additionally, they should review salary and benefits information to prepare for disclosing compensation information in job postings. Another step they may want to take is training internal and external recruiters, hiring managers and other personnel involved in hiring about the mandates of the ordinance. Cleveland employers ought to consider as well how the ordinance may affect employee relations with existing employees. Employers in Ohio should note that three other major cities have laws similar to the ordinance already in effect: Cincinnati (effective March 2020), Toledo (effective June 2020) and Columbus (effective March 2024).

Oregon
New! Updated Minimum Wage – Eff July 1, 2025
On July 1, 2025, Oregon’s automatic minimum wage increase for non-exempt employees will take effect. Under Oregon state law, the Oregon Bureau of Labor and Industries (BOLI) calculates an annual increase to the minimum wage rate based on the Bureau of Labor Statistics’ Consumer Price Index from March of the preceding year to March of the year in which the calculation is made. Last month, BOLI Commissioner Christina Stephenson announced the following 35-cent increases throughout the state:
· The Portland metro area’s minimum wage will increase from $15.95 to $16.30 per hour. This area includes Multnomah County and parts of Washington and Clackamas Counties within the urban growth boundary.
· The “standard minimum wage” will increase from $14.70 to $15.05 per hour. This area includes Benton, Clatsop, Columbia, Deschutes, Hood River, Jackson, Josephine, Lane, Lincoln, Linn, Marion, Polk, Tillamook, Wasco, Yamhill, and parts of Clackamas, Multnomah, and Washington Counties outside the urban growth boundary.
· Non-urban counties’ minimum wage will increase from $13.70 to $14.05 per hour. This area includes Baker, Coos, Crook, Curry, Douglas, Gilliam, Grant, Harney, Jefferson, Klamath, Lake, Malheur, Morrow, Sherman, Umatilla, Union, Wallowa, and Wheeler Counties.
As a reminder, employers should pay employees the minimum wage for the county where 50% or more of the employee’s work is performed each week. Employees who do not work at least 50% of the pay period in any fixed location must be paid the rate applicable to the region where the work was performed. To the extent the employee performs work in more than one region, an employer may track the hours worked in each region and pay the corresponding regional rates. Alternatively, employees may be paid at the highest of the regional rates applicable to the employee’s work in that pay period.
Oregon employers should ensure all non-exempt employees are paid at least the applicable minimum wage as of July 1. Employers should also obtain and display an updated minimum wage poster at their worksites, which is available at BOLI’s website.

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.
(Amend job postings to include the required information by July 1, 2025. VT H 704 was signed by the governor on June 4, 2024.)

Virginia
New! State Enacts New Healthcare Workplace Violence Incident Reporting Requirements – Eff July 1, 2025
Starting July 1, 2025, Virginia will require health care employers to implement a workplace violence incident reporting system under VA Code § 31.1-127. These incident reporting systems will document, track and analyze any incident of workplace violence that has been reported. 

The law was enacted to analyze the incidents and allow for improvements in preventing workplace violence, including improvements achieved through continuing education in targeted areas, such as de-escalation training, risk identification and violence prevention planning. 

· Employers must have their workplace violence reporting systems in effect by July 1, 2025.  
· Hospitals must start reporting to the Department of Health annually the number of incidents of workplace violence voluntarily reported by an employee by July 1, 2026

Under the new requirements, “employee of the hospital” or “employee” means an employee of the hospital or any health care provider credentialed by the hospital or engaged by the hospital to perform health care services on the premises of the hospital.

Next Steps: Hospitals should review the new requirements. They need to create and implement a workplace violence incident reporting system. Employers should also review their current programs and policies to ensure they change their workplace violence policies if applicable. Hospitals should also update employee training and notices to include the new requirements so that they are communicated to employees.  

Washington
New! Employee Access to Personnel Records – Eff July 27, 2025
On May 13, 2025, Governor Bob Ferguson signed into law Substitute House Bill (SHB) 1308 to amend Washington’s Industrial Welfare Act. The new statute significantly pares down this list to include a more tailored, specific definition of applicable records.

Amendments to RCW 49.12.240: Definition of a “Personnel File”
Revised Code of Washington chapter 49.12.240 will now define a “personnel file” to include the following records:
· All job application records;
· All performance evaluations;
· All nonactive or closed disciplinary records;
· All leave and reasonable accommodation records;
· All payroll records; and
· All employment agreements.

Amendments to RCW 49.12.250(1): Requests for Personnel Files and Termination Information
SHB 1308 will now require private employers to actually provide a copy of the personnel file to current and former employees (including requests by “designees”) – at no cost to the requestor – within 21 calendar days after a request. For purposes of this statute, a “former employee” includes one who separated within three years from the date of the personnel file request.

Private Right of Action
SHB 1308 now provides a private right of action if an employer fails to comply with the new requirements to provide personnel file documents or termination information within 21 days of the request. Affected individuals may obtain equitable relief, statutory damages ranging from $250 to $1,000, as well as reasonable attorneys’ fees and costs.

New! State Paid Sick Leave to Cover Immigration Proceedings – Eff July 27, 2025
Washington state has amended its paid sick leave law to allow workers to take leave for immigration proceedings. The amendments were passed on April 25, 2025, and take effect July 27, 2025.

The paid sick leave amendments, contained in Engrossed Substitute House Bill (ESHB) 1875, allow employees to use their paid sick leave to prepare for or attend judicial or administrative immigration proceedings involving the employee or the employee’s family member. The amendments also apply to transportation network companies and their drivers, who are covered by the paid sick leave law.
Under the amendments, employers that require verification of paid sick leave must accept documentation from the following
An advocate for immigrants or refugees; 
An attorney;
A member of the clergy; or 
Another professional who is assisting the employee or the employee’s family member in the proceeding.

Employers must also accept as verification a written statement from the employee that leave was taken because they or their family member is involved in a qualifying immigration proceeding. The documentation or written statement must not disclose any personally identifiable information about a person’s immigration status or underlying immigration protection.  ETC will publish a updated State Handbook Addendum ahead of the effective date.

New! State Expands Criminal History Law – Eff July 1, 2026 & July 1, 2027
Washington amended the Washington Fair Chance Act (WFCA) to expand restrictions and obligations with respect to the use of criminal records by employers and to increase penalties under the law. 
The amendment takes effect:
· July 1, 2026, for employers with 15 or more employees 
· July 1, 2027, for employers with fewer than 15 employees

Overview: Amended Regulation 
The WFCA currently prohibits employers in the state from seeking an applicant’s criminal record before making an initial determination that an applicant is qualified for a position. The amended law will also prohibit employers from:
· Inquiring about an applicant’s criminal record before extending a conditional job offer;
· Taking an adverse employment action based on an applicant’s or employee’s arrest record (other than an adult arrest record in which the individual is out on bail or released on their own recognizance pending trial) or juvenile conviction record;
· Taking an adverse employment action based on an applicant’s or employee’s adult conviction record unless the employer has a legitimate business reason for doing so; and
· Taking an adverse employment action against an individual who makes a good-faith report of a violation or suspected violation of the law.

The amended law also requires employers to do the following in connection with any adverse employment action taken against an employee or applicant:
· Provide a pre-adverse employment action notice that identifies the record on which the employer is relying for purposes of assessing its legitimate business reason;
· Hold the position open for two business days to provide the individual a reasonable opportunity to correct or explain the record or provide information on their rehabilitation, good conduct, work experience, education and training; and
· Provide the individual with a written decision, including the rationale for the decision, if the employer chooses to take an adverse employment action.

Employer Takeaway: Review and update existing hiring process (including job applications and postings) ahead of the applicable effective date. Employers may also consider training relevant personnel on how to comply with the new legal requirements.  

Reminder: Equal Pay & Opportunities Act & Amendments – 
Salay Ranges on Job Postings - Eff July 1, 2025
The Washington Equal Pay and Opportunities Act (EPOA) prohibits pay inequity and discrimination in career advancement opportunities for employees and applicants when based on their protected class and not only their gender. A protected class will be defined as a person’s age, sex, marital status, sexual orientation, race, creed, color, national origin, citizenship or immigration status, honorably discharged veteran or military status, or the presence of any sensory, mental, or physical disability or the use of a trained dog guide or service animal by a person with a disability. The addition of “protected class” to the EPOA is a significant expansion of the act’s protections because it initially only protected against gender-based discrimination. 

The EPOA also:
· Protects employees’ right to talk about their pay and have open wage discussions.
· Prohibits applicants from being required to disclose their wage or salary history.
· Prohibits enforcement of wage or salary history criteria that must be met for job consideration.
· Prohibits retaliation.
· Requires that employers—with 15 or more employees—include a wage scale or salary range, a general description of all benefits, and a general description of other compensation in job postings.
(WA H 1905 was signed by the governor on March 28, 2024) 

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.
· [bookmark: _Hlk184194094]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.

Wisconsin
New! Wisconsin Arrest Record Protections Clarified by State Supreme Court
	In a recent ruling, the Wisconsin Supreme Court held that the state’s arrest record discrimination protections, which cover employers of all sizes, apply to non-criminal offenses. Non-criminal offenses are those that are punishable by a civil penalty (whereas criminal offenses are those punishable by fine or imprisonment). Non-criminal offenses range from minor infractions like failure to use a turn signal to more serious violations such as first-time operating-while-intoxicated.

The Court’s decision is a straightforward interpretation of the statute’s broad language, defining arrest record to include when someone is questioned, apprehended, held for investigation, arrested, charged, indicted, or tried for any felony, misdemeanor, or other offense (including a non-criminal offense).

Employer Takeaway: Employer should ensure that managers and those involved in hiring are aware that they can’t take adverse action based on non-criminal arrest records unless they substantially relate to the job.





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]
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