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

June 2025


SECTION I: Notices, Reminders & Alerts &
SECTION II: Noteworthy Compliance Happenings
[bookmark: _Hlk144804248]
Reminder: Workplace Labor Notice Updates 
[bookmark: _Hlk197515447]Federal Notice Reminders
· Form I-9 Updated. The revised Form I-9 is dated “01/20/25” and has an expiration date of “05/31/2027.”  

State Notices
CA – Various, local Min Wage Notices (See California Section of June HR WIRE)
DC - Effective July 1, 2025, the District of Columbia minimum wage will increase from $17.50 to $17.95 per hour, and the tipped minimum wage will rise from $10.00 to $12.00 per hour. These updates impact the following required notices: the D.C. Minimum Wage Amendment Act, the D.C. Living Wage Act Notice, and the D.C. Universal Paid Leave Act.
NY City – The State has released an updated Paid Safe and Sick Leave Notice to reflect the new Paid Prenatal Leave employee benefit. The revised notice now includes the right to up to 20 hours of paid leave per year for prenatal medical appointments, in addition to existing paid safe and sick leave entitlements.
OR – updated labor notices:  https://www.oregon.gov/boli/employers/Pages/required-worksite-postings.aspx
· Minimum Wage Notice
· Breaks, Meals & Overtime Notice
· Equal Pay Notice
· Family Leave Notice
· Sexual Harassment & Domestic Violence Notice

Reminders:
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)

New! State Handbook Addendum Updates – 7.1.2025 Release
Section added to the month HR WIRE publications reducing separate e-blast notifications for State Handbook Addendum updates
· CO State Handbook Addendum
· Paid Family Medical Leave Policy updated to reflect 1.1.2026 effective updates proving an additional 12 weeks of leave for newly applicable reasons and removal of the benefit cap amount under the “Use of Leave” policy section

· MN State Handbook Addendum
· State Sick & Safe Leave/Paid Sick Leave Policy updated to reflect the recently amended regulations (see under the Minnesota header for details)


· NY State Handbook Addendum
· NY Paid Parental Leave Policy updated to include New York City reference language updates
· NYC Sick & Safe Time Policy updated to include new clarification language under the “Additional Paid Parental Leave” section of the policy
State Handbook Addendums can be access on the ETC HR Platform Resource Website  
If you encounter issues, please reach out to the HR Support team at HR_Help@etctracking.com
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[bookmark: _Hlk197515622]Reminders & Alerts
New! E-Verify Users Must Now Generate Status Change Reports to Identify Terminated Work Authorizations- Eff June 23, 2025
Employers which are enrolled in E-Verify must now generate Status Change Reports to identify employees whose work permits have been terminated due to changes in temporary status protections or similar programs.
The recent termination by the Department of Homeland Security (“DHS”) of removal protections and employment authorization for several hundred thousand individuals covered by Temporary Protected Status and parole programs has resulted in situations where a worker’s employment authorization document (“EAD”) may appear valid despite having been revoked. Previously, E-Verify would issue Case Alerts to employers where an EAD had been revoked by DHS.

As per June 23, 2025 guidance issued on the E-Verify website, Case Alerts will no longer be used for EAD revocations related to the termination of parole or other humanitarian protected status programs. Employers now “should regularly generate the Status Change Report to identify E-Verify cases created with an EAD that is now revoked” on these bases. As per the guidance, employees whose EADs were revoked between April 9-June 13, 2025 would be reflected in Status Change Reports available as of June 20, 2025.

The guidance further states that employers should not create a new E-Verify case in the event an employee appears on a Status Change Report. Rather, “E-Verify employers must use Form I-9, Supplement B, to immediately begin reverifying each current employee whose EAD the Status Change Report indicated was revoked, or after your employee voluntarily discloses to you that their EAD has been revoked and complete all reverifications within a reasonable amount of time.” In such situations, employees may still be authorized to work in the United States based on another status or provision of law and may provide other acceptable Form I-9 documentation to the employer to demonstrate employment authorization.

Reminder: 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 June 1 - Employer’s CMS Part D Creditable Coverage Online Disclosure – July 31, 2025


[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! DOL Relaunches Opinion Letter Program
On June 2, 2025, the Department of Labor (DOL) launched its Opinion Letter program. Opinion Letters are official written responses from the DOL that explain how it would apply statutes and regulations under particular facts presented by a requesting party. According to Deputy Secretary of Labor Keith Sonderling, the program is designed to “promote clarity, consistency, and transparency in the application of federal labor standards.” Although not legally binding and unable to override existing statutes and regulations, these letters offer authoritative insight into the Department’s enforcement approach and are often relied upon by employers to navigate complex compliance obligations. In certain cases, such as under the Fair Labor Standards Act, reliance on an opinion letter can support a good faith defense and limit liability. 

The program includes participation from five DOL enforcement agencies within the Department:
· The Wage and Hour Division will issue opinion letters.
· The Occupational Safety and Health Administration will provide letters of interpretation.
· The Employee Benefits Security Administration will release advisory opinions and information letters.
· The Veterans’ Employment and Training Service (VETS) will issue opinion letters.
· The Mine Safety and Health Administration will provide compliance assistance resources through its new MSHA Information Hub.




Recap Previously Published:
· State Court Ruling Remote Employee Sues MA Employer for Violating MA Employment Laws and Wins
· Court Scraps EEOC Guidance on Pronoun, Restroom & Dress
· DOL Retracts Biden-Era Independent Contractor Classification Rule
· Trump Admin Will Not Enforce Final Rule on Mental Health Parity 
· Exec Order: Aim to Reduce Drug Costs
· RxDC Reporting Carrier Deadlines – June 1, 2025 Filing
· 2024 EEO-1 Reporting – May 20-June 24, 2025
· 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][bookmark: _Hlk199399970]Reminder: 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
[bookmark: _Hlk199400030]Reminder: 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 (if you are in need of local Minimum Wage Notices or worksite Posters, contact us at HR_Help@etctracking.com:
[image: A table with a list of states
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Colorado
NEW! State Clarifies Gender Expression– Eff May 16, 2025
As of May 16, 2025, Colorado has clarified that its definition of gender expression includes someone’s chosen name and how they choose to be addressed. This means that deadnaming and misgendering—referring to someone by a former name or incorrect pronouns—are now clearly defined as discriminatory.

NEW! State Clarifies Job Protection Rules Under FAMLI Leave – Eff July 1, 2025
Employees taking continuous leave must be employed for at least 180 days before the leave begins to be entitled to job protection. For intermittent leave, job protection kicks in once employees reach their 180th day of employment—even if that happens during the leave period.

NEW! Biometric Information Requirements – Eff July 1, 2025
Employers will now be required to adopt a written policy and obtain consent from applicants and employees before collecting certain biometric information. That said, employers can make consent a condition of employment for some common uses of biometric data.

NEW! State Adds to FAMLI Leave – NICU Baby Stays -Jan 1, 2026
Colorado has amended its Paid Family and Medical Leave Insurance (FAMLI) Act to allow extra paid family and medical leave for parents with a child in a neonatal intensive care unit (NICU).  The bill containing the amendment—Senate Bill 25-144—also lowered the 2026 FAMLI contribution rate.

NICU Leave
Currently, FAMLI limits eligible workers to the following amounts of combined paid family and medical leave:
12 weeks annually; plus 
4 weeks for pregnancy or childbirth complications.
The amendment provides parents with a child receiving inpatient care in a NICU unit with 12 more weeks of leave, starting Jan. 1, 2026. Leave is available for the duration of the child’s NICU stay.

2026 FAMLI Premiums
FAMLI program is funded by evenly split contributions from employees and employers with at least 10 employees. The Division of Family and Medical Leave Insurance sets the contribution rate at a percentage of employee wages up to the Social Security wage cap. The rate cannot be more than 1.2% of employee wages.
Employers collect their employees’ share through payroll deductions and remit the entire premium amount to the state at the end of each quarter through an online system.
Currently, the FAMLI contribution rate is 0.9% of employee wages; the amendment lowers that rate to 0.88% for the 2026 calendar year. Thereafter, the rate will be set by Sept. 1 for the following calendar year.

NEW! State Enacts Significant W&H Amendments – Eff Aug 6, 2025
On May 22, 2025, Colorado enacted House Bill 1001, which makes several important changes to the state’s wage and hour laws. The amendments will: 
Modify the definition of employer; 
Prohibit payroll deductions beyond an employee’s applicable minimum wage;
Waive the penalty for an employer’s failure to pay final wages if certain conditions are met; 
Revise attorney fee award requirements for employers;
Update enforcement thresholds; 
Impose wage and hour violation reporting requirements on the Colorado Division of Labor Standards and Statistics (Division);
Permit cities and counties to enact and enforce laws related to wage payments;
Update penalties for employee misclassification; and
Expand discrimination and retaliation protections.
See attached resource for additional related details.

District of Columbia (D.C.)
New! Minimum Wage Increase – Eff July 1, 2025
On July 1, 2025, the District of Columbia minimum hourly wage will increase to $17.95. The minimum base wage for tipped employees will increase to $12 per hour.

NOTE: The D.C. Council passed emergency legislation to delay the tipped minimum wage increase until October 1, 2025. The bill was sent to the mayor, who is expected to sign it, but she hasn’t put pen to paper yet. Until she does, employers should be prepared to implement the minimum base wage of $12 per hour for tipped employees on July 1.

Georgia
New! State Eliminates Subminimum Wage – Eff July 1, 2025
On July 1, 2025, Georgia will begin phasing out the subminimum wage for employees with disabilities.  

Employers with a valid U.S. Department of Labor (DOL) certificate that allows this practice and was issued on or before July 1, 2025, can continue to pay employees with disabilities less than the minimum wage for a limited time, but they’ll need to increase wages as follows: 

· By July 1, 2026, they must pay at least half of the federal minimum wage 
· By July 1, 2027, they must pay at least the federal minimum wage 

Employers in Georgia that did not get a valid DOL certificate by July 1, 2025, won’t be able to pay employees with disabilities less than the federal minimum

Illinois
New! Chicago Regulations - Eff July 1,2025
Minimum Wage
For employers with four or more employees, the minimum hourly wage will increase to $16.60. The minimum hourly base wage for tipped employees will increase to $12.62.

Fair Workweek Threshold Increase
The threshold for coverage under the Fair Workweek Ordinance will increase to $62,561.90 per year (if salaried) or $32.60 per hour (if paid hourly). You can find more information about the ordinance, including which employers are covered, here.

[bookmark: _Hlk199400080]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.)

Indiana
[bookmark: _Hlk199400179]Reminder: 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 has already released an updated State Handbook Addendum for Indiana inclusive of School Involvement Leave  ahead of the effective date.

Iowa
New! State Requires Equal Treatment for Employees Who Adopt Children (Parity for Adoptive Parents) - Eff July 1, 2025
Effective July 1, 2025, Iowa employers must provide the same employment benefits and protections to adoptive parents as biological parents. The Iowa Legislature passed House File 248, providing rights to employees who adopt children. Gov. Kim Reynolds signed the measure into law.

The new law requires employers to treat employees who adopt children up to 6 years of age in the same manner as employees who are biological parents of a newborn child with respect to:
· Employment policies;
· Benefits; and 
· Protections. 

The requirement for equal treatment applies during the first year of the child’s adoption.

Employer-Takeaway: Employers should review their company policies to ensure none exist counter this new enactment.

New! Drug Testing Regulatory Updates – Eff July 1, 2025
The state has made two minor changes to its employment drug and alcohol testing laws.

First, employers will be required to specifically designate positions as “safety-sensitive” to be allowed to conduct certain testing. Currently, jobs are considered safety-sensitive if they meet specific criteria (e.g., if an accident on the job could result in death), but now these jobs will need to be clearly identified as such.

Second, if applicants, employees, or parents of minor employees who are subject to drug testing agree to it, employers can now provide any required policies and notifications (e.g., test results) in person—but still in writing—or electronically. Previously, certified mail was required.

Maryland
[bookmark: _Hlk199400245]Reminder: 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. 
Massachusetts
Reminder:  State Enacts Salary Range Transparency Obligations - 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. 

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.

Minnesota 
New! State Amends Paid Sick Leave & PFML – Eff July 1, 2025
Minnesota has enacted changes to its earned sick and safe time (ESST) and paid family and medical leave (PFML) laws. The amendments were passed in a special legislative session as part of a budget measure.

ESST Changes—Notice and Documentation
[bookmark: _Hlk201931862]One of the main changes to the ESST law is that, effective July 1, 2025, employees may be required to provide notice of their need for unforeseeable leave “as reasonably required by the employer” rather than “as soon as practicable,” the current governing language in the provision.
A second change allows employers to require documentation in support of ESST leave after two, instead of three, consecutive days of time off. This change also takes effect July 1, 2025.  

Other ESST amendments allow:
Employees to voluntarily trade shifts with a replacement worker to cover their leave time (effective July 1, 2025); and 
Employers to advance ESST to an employee based on the employee’s anticipated work hours for the remainder of the year, effective Jan. 1, 2026. However, if the advanced amount of leave falls short with respect to the number of hours the employee actually works, the employer must make up the difference with additional ESST. 

PFML Changes
Contributions and benefits for the state’s PFML program will begin Jan. 1, 2026. PFML funding is split evenly between employers and employees, with the combined premium set by the commissioner of Employment and Economic Development before Jan. 1, 2026, by July 31, 2026, and thereafter by each July 31 for the following year. The statute had established a limit on the annual premium rate of 1.2% of employee wages up to the Social Security wage base; the amendments lower that cap to 1.1%. Currently, the rate is set at 0.88%, with a discount for eligible small employers.

ETC is publishing MN State Handbook Addendum reflective of these changes with the June HR WIRE.

New! State Amends Meal & Rest break Requirements – Eff January 1, 2026
On June 14, 2025, Minnesota’s governor signed an omnibus bill, SF 17, which includes amendments to the state’s meal and rest break requirements found at Minnesota Statute Sections 177.253 and 177.254.
Effective January 1, 2026, an employer must allow employees “a rest break of at least 15 minutes or enough time to utilize the nearest convenient restroom, whichever is longer” within every four hours of consecutive work. The current standard requires merely an “adequate time to utilize the nearest convenient restroom” each four consecutive work hours. The amendment is a change by setting a minimum baseline of 15-minute paid rest breaks and also opens the door to potentially longer paid rest breaks if it takes longer to utilize the nearest convenient restroom.

Similarly, effective January 1, 2026, an employer must “allow” employees working for “six or more consecutive hours a meal break of at least 30 minutes.” The current standard requires employers to “permit” employees working eight or more consecutive hours “sufficient time to eat a meal” and does not specify a length of time employees must be permitted to eat a meal.

The amendments also include new remedies sections that provide that an employer “that does now allow” a required 15-minute (or more) rest break or a 30-minute meal break “is liable to the employee” for the rest or meal break time “that should have been allowed at the employee’s regular rate of pay, plus an additional amount as liquidated damages.”

More to come including an updated State Handbook Addendum in advance of the effective date.

 
New! St Paul’s Minimum Wage Increase - Eff July 1, 2025
Effective July 1, 2025, St. Paul’s minimum wages for small and micro business will increase as follows:
· $15 per hour for small businesses (6–100 employees)
· $13.25 per hour for micro businesses (5 employees or fewer)
The minimum wage for employers with 101 or more employees will remain at $15.97 per hour.
More information can be found on the city’s website.

[bookmark: _Hlk199400506]Reminder: Minneapolis Amended 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
[bookmark: _Hlk199400637]Reminder & 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.

Montana
New! State Expands Protections for Elected Officials – Retro Effective Date Jan 1, 2025
Montana employers now can’t prohibit or restrict an employee from seeking public office or discriminate against them for doing so. Additionally, employees can’t be required to use employer-provided benefits (e.g., PTO) or perform any work while they’re on leave as an elected official.

During an employee’s leave, employers need to continue providing healthcare coverage and allow them to keep using employer-provided phones, phone numbers, and computers.

This law was made retroactively effective to January 1, 2025.

Employer Takeaway: Employers having an elected official leave policy should update their policy. ETC’s State Handbook Addendum does not address elected official leave.

Nebraska
Reminder: State Amends Paid Sick Leave Regulations – Eff Sept 15 (Notices) & Oct 1 
Nebraska has enacted Legislative Bill (LB) 415, amending its paid sick leave law, the Nebraska Healthy Families and Workplaces Act. 

On June 4, 2025, amendments were enacted. 

The leave measure was passed by ballot initiative last November and takes effect Oct. 1, 2025, with a Sept. 15 deadline for employer notice requirements. 
The amendments:
· carve out an exception from the law for employers with 10 employees or fewer, 
· exempt certain workers from coverage,
·  remove workers’ private right of action for employer violations and 
· make other employer-friendly changes, discussed below. 

Changes to Covered Employers and Employees
The amendments change the paid sick leave law so that it applies only to employers with 11 or more employees. Employers with fewer workers are, therefore, exempt from the requirement.
LB 415 additionally creates exceptions from the law’s definition of “employee” for individual owner-operators, independent contractors, seasonal or temporary agricultural workers, and workers under 16.  

Changes to Accrual and Carryover of Leave
The law allows employees to accrue and use 40 hours of paid sick time annually if they work for an employer with (as amended) between 11 and 19 employees and 56 hours of annual paid sick time if their employer has more employees. 

Under the amendments, employees will not begin accruing paid sick leave until they have worked for their employer for 80 hours. 

In two changes favoring employers with paid leave policies, LB 415 first stipulates that any paid sick time provided between Jan. 1, 2025, and Oct. 1, 2025, will count toward an employer’s leave obligation for 2025. 
Second, employers with their own paid leave policies will be exempt from the law’s requirement that employees be allowed to carry their accrued paid sick leave into the following year. For this exemption to apply, however, the employer leave policy must otherwise satisfy the requirements of the paid sick leave law. 

In advance of the effective date, ETC will release the applicable State Handbook addendum.

Nevada 
[bookmark: _Hlk199400677]Reminder: 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 Hampshire
New! State Adds Lactation Protections – Eff July 1, 2025
	Starting July 1, 2025, employers with six or more employees in New Hampshire will be required to provide employees with certain lactation accommodations unless doing so would be an undue hardship (i.e., a significant difficulty or expense). 

· Lactation Space
Employers need to provide a space that’s within a reasonable walking distance of the employee’s worksite, unless the employee and employer agree to a different location. 
· If feasible, the space needs to include an electrical outlet and a chair. It must also (and we hope this didn’t need saying) be clean. 
· If the space isn’t designated for lactation full time, it needs to be accessible to employees whenever they request it.

Lactation Policy
Employers will need to adopt a policy that notifies employees about their lactation rights and make it available to employees upon hire, if an employer doesn’t already have such a policy.


New Jersey
Reminder & New FAQs Released: 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. 
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. 

The New Jersey Department of Labor (NJ DOL) has now provided interpretative guidance on the new law in an FAQ.

Notable provisions in the FAQs include the NJ DOL’s position that an employer need not have an employee in New Jersey to be covered by this law:
Must an employer have an employee in New Jersey to be covered by the Pay Transparency law?
No. Under the Pay Transparency law, an employer may still be covered if it has 10 or more employees over 20 calendar weeks, whether those employees work inside or outside of New Jersey. However, if none of the employer’s employees work inside New Jersey, the employer will only be covered if it does business in New Jersey or takes applications for employment within New Jersey.

The FAQ also addresses nationwide job postings:
Are nationwide job postings included under the [New Jersey] Pay Transparency law?
It depends. If the employer has the minimum number of employees to be covered by the Pay Transparency law and the employer does business, employs persons, or takes applications for employment within New Jersey, then yes, its job postings must comply with the law, even if the employer is advertising nationally or accepting applications from anywhere in the country.

The NJ DOL also includes details regarding potential penalties:
Penalties for employers violating the Pay Transparency law.
Any employer who violates the Pay Transparency law can be assessed a penalty up to $300 for the first violation, and up to $600 for each subsequent violation.
Under the law, if an employer publishes the same job posting in multiple places at the same time – for example, in a newspaper, job search websites, and social media – NJDOL must consider these posts collectively as one violation of the law.
However, if an employer advertises multiple roles in its organization at the same time, NJDOL will assess one penalty for each role where the job posting fails to comply with the law.
(emphasis in original).
Employers should review these FAQs to confirm their understanding of their obligations under New Jersey’s Pay Transparency law.



New York
New! NYC Amends Paid Sick Leave Rule for Prenatal Leave – Eff July 2, 2025
New York City has amended its rules for the city’s Earned Safe and Sick Time Act (ESSTA) to incorporate the state law paid prenatal leave requirement that took effect Jan. 1, 2025. The city also issued an updated paid safe and sick time notice for employer use.  Additionally, the city has released updated FAQs
The amendments to the ESSTA rules take effect July 2, 2025.

New York State Prenatal Leave Requirement
On Jan. 1, 2025, New York state began requiring that all employers provide 20 hours of paid prenatal leave per 52-week period under amendments to its sick leave law. Paid prenatal leave must be provided in addition to the 40-56 hours of paid or unpaid (depending on employer size) sick leave the law already requires. Employees do not have to satisfy accrual or waiting period requirements before using paid prenatal leave. 

New York City ESSTA
Under the ESSTA, as under the state sick leave law, New York City employers must provide up to 40-56 hours of sick leave. As with the state sick leave law, an employer’s size determines how much leave must be provided and whether that leave is paid. 

Effective July 2, 2025, New York City employers must additionally comply with the amended ESSTA rules, which incorporate the state law requirement that employers provide 20 hours of paid prenatal leave during any 52-week calendar period in addition to the regular sick leave required under the ESSTA. 

Beginning July 2, 2025, New York City’s (NYC) Earned Safe and Sick Time Act (ESSTA) rules will be amended to address the state’s paid prenatal leave (PPL) law, both of which apply to employers of all sizes. Below are some of the key updates to the ESSTA rules that NYC employers need to be aware of.

Pay Statement Notices
Employers need to inform employees who’ve used PPL of the amount used during the relevant pay period and how much PPL they have remaining. This information can be provided on the employees’ pay stubs or other written materials.

Recordkeeping
Employers need to maintain PPL records for each employee, including the date and time the employee used PPL and the amount used during each pay period.

Written Policy
Employers must maintain a written PPL policy and—as with ESSTA—distribute it to new employees upon hire, to all employees within 14 days of any changes to the policy, and upon an employee’s request.

[bookmark: _Hlk199400745]Reminder: 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. With the May HR WIRE, ETC will release an updated New York State Handbook Addendum reflective of the daily payment increase.
[bookmark: _Hlk199400837]
[bookmark: _Hlk199400944][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. 

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.

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. The model policy, training, and FAQs can be found here.

[bookmark: _Hlk199401021]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
New! State Allows Electronic Labor Notice Postings – Eff July 21, 2025
Starting July 21, 2025, Ohio employers will be allowed to post certain employee notices on the internet instead of physically in the workplace. 

Specifically, employers will be allowed to post the following state law notices on the internet, but only if they will be accessible to all employees: 
· Summaries of minimum wage and overtime law and rules
· Summaries of wage discrimination law and rules
· Know Your Rights (Fair Employment Practice Poster)
· Certificate of Premium Payment (relating to workers’ compensation)
· Notice regarding drug and alcohol tests results being able to affect employees’ eligibility for workers’ compensation benefits
· Abstract summarizing Ohio’s child labor law

Employers that don’t provide access to the internet in the workplace, or that have workers who are not computer savvy, should continue to physically post these notices.
[bookmark: _Hlk199401067]
Reminder: 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
[bookmark: _Hlk199401094]Update: State Expands Wage Statement Requirements to Time of Hire – Eff Jan 1, 2026
On May 26, 2025, Oregon amended its rules regulating minimum wage, overtime and working conditions to require employers to provide all employees a written explanation of earnings and deductions shown on itemized statements at the time of hire. This amendment becomes effective on Jan. 1, 2026.

The explanation must include general information on the following:
· The employer’s established regular pay period;
· A comprehensive list of all types of pay rates employees may be eligible for (including hourly pay, salary pay, shift differentials, piece-rate pay and commission-based pay), all benefit deductions and contributions, and every type of deduction that may apply;
· The purpose of the deductions that may be made during a regular pay period;
· Allowances, if any, claimed as part of minimum wage;
· Employer-provided benefits that may appear on the itemized statements as contributions and deductions; and
· All payroll codes used for pay rates and deductions, along with a detailed description or definition of each code.

The Oregon Bureau of Labor and Industries (BOLI) will develop a model written guidance document that employers may use and customize to satisfy the amendment’s written explanation of earnings and deductions requirements. Employers can monitor the BOLI’s website for the publication of the model written guidance.  ETC will also continue to monitor and provide updates.
New! Sick Leave for Blood Donation – Eff Jan 1, 2026
Oregon has amended its sick time law to permit covered workers to use their sick time to donate blood, effective Jan. 1, 2026. Senate Bill 1108 amends the sick time law to add blood donation as a qualified reason for leave. The bill was signed into law by Gov. Tina Kotek and allows.  ETC will provide an updated State Handbook Addendum ahead of the effective date.

New! State Expands Age Discrimination Protections – Eff Sept 28, 2025
On May 22, 2025, Oregon amended its antidiscrimination law to expand age discrimination by prohibiting employers from making age-related inquiries during the hiring process and restricting the use of age limits in apprenticeships. The amended law takes effect on Sept. 28, 2025.  Employers may wish to take this opportunity to ensure their current hiring practices to involve any age-related inquiries.

Reminder: 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.  Employers can also review a minimum wage map here and see the schedule of increases here.

Pennsylvania
New! Philadelphia Enacts POWER Act Expanding Worker Protections – Eff May 27, 2025
On May 27, 2025, Philadelphia enacted the Protect Our Workers, Enforce Rights (POWER) Act, which expanded enforcement provisions of various employment laws, amends paid sick leave provisions, strengthens wage theft provisions, creates new wage and hour protections for domestic workers, and adds anti-retaliation protections for workers, among other changes. The POWER Act took effect immediately on May 27, 2025, and impacts all employers operating within the city’s geographic boundaries.

Changes to Paid Sick Requirements
The POWER Act revised the Promoting Healthy Families and Workplaces Act, the city’s paid sick leave law. Key revisions include those discussed below.

Employer Notice Requirements
Employers are required to provide employees with notice of rights and privileges provided by the law, including information on how to file a complaint for violations and stating that retaliation is prohibited. The POWER Act removed the requirement that the notice be included in employee handbooks; otherwise, the requirements for posting the notice are substantially the same as before the amendments. 

A new workplace poster from the Philadelphia DOL has yet to be released. 

Enforcement of Worker Protection Ordinances
The POWER Act also authorizes the Philadelphia Department of Labor’s (DOL) Office of Worker Protections (OWP) or any other agency designated to enforce worker protection ordinances, including city paid sick leave laws, wage theft ordinances, domestic worker protections, fair workweek employment standards and anti-retaliation provisions


Amendments to Wage Theft Provisions
The POWER Act changed the definition of “employee” under the Wage Theft Complaints law. Previously, under the Wage Theft Complaints law, “employee” had the same meaning as “employee” under the Pennsylvania Minimum Wage Act (MWA). The POWER Act amended the definition of “employee” to include any individual who meets the definition of employee under the MWA or the federal Fair Labor Standards Act, as well as any individual who is employed by an “employer” as defined by the Pennsylvania Wage Payment and Collection Law (WPCL). The POWER Act also clarified that any conduct that constitutes wage theft is a violation of the WPCL to the extent permissible under federal and state law and that each week during which an employee has suffered wage theft is a separate violation of the law. 
Employer Notice Requirements
The new law requires employers to notify employees of their rights in English and in any language spoken by at least 5% of the employer’s workforce. Employers may comply with this requirement by distributing written notices or posting multilingual posters in conspicuous workplace locations. Failure to comply with the POWER Act’s notice requirements can result in civil penalties of up to $2,000 per violation.
Recordkeeping Requirements When Resolving Disputes
The POWER Act amended employers’ recordkeeping requirements when resolving wage theft disputes. Under the new law, in situations where the employer fails to keep records of an employee’s hours worked or compensation provided to an employee (or if the records are imprecise or inadequate), the employee may meet their burden of proof by providing sufficient evidence to support a just and reasonable estimate of the wages owed. This evidence may include text messages, emails, other written communications, photographs, location data, and written or oral statements made by the complainant to the OWP.
In addition, an employer’s failure to provide any records or allow the OWP reasonable access to the records within 30 days of the request raises a presumption that the wages complained of were not paid, absent clear and convincing evidence to the contrary.
Retaliation Protections
The new law added a provision protecting employees from retaliation. Under the POWER Act, it is unlawful for a hiring entity to interfere with, restrain, deny or attempt to deny the exercise of any right set forth under the worker protection ordinances or to retaliate against an employee (or an employee’s family member) for any good-faith act to assert their rights protected under the law, including:
Seeking information about their rights; 
Communicating with another person about their rights or an alleged violation;
Opposing or refusing to participate in any practice that violates any worker protection ordinance;
Making an oral or written complaint to an employer; 
Filing a complaint with the OWP or a court of competent jurisdiction; or 
Providing evidence or participating in a proceeding related to a formal or informal complaint. 

The new law also establishes the elements for proving a claim for retaliation, enforcement and penalty provisions, including a private right of action, and a fast-track process for investigating complaints of unlawful retaliation. This includes protections against adverse actions, such as termination, demotion or any form of discrimination. Additionally, there is a rebuttable presumption of unlawful retaliation if the adverse action occurs within 90 days of the employee filing a complaint, cooperating with the OWP, opposing any policy or practice that is unlawful under the POWER Act, or informing any person about their employer’s alleged violations of the law. Employers have 15 days to remedy the harm before a civil action for damages may be initiated. This waiting period does not apply to claims involving willful misconduct or retaliation. 
New! Pittsburg Increases Paid Sick Leave – Eff Jan 1, 2026
Pittsburgh has amended the city’s Paid Sick Days Act to provide faster accrual of sick time and increase paid sick leave hours. The amendments take effect Jan. 1, 2026.

[bookmark: _Hlk201582690]New Accrual Rate and Maximum
When the changes take effect, all employers will be required to allow their employees to accrue paid sick time at the rate of at least one hour per every 30 hours (up from 35) worked in Pittsburgh. 
In addition, under the amendments, employers will have to allow a maximum accrual of at least the following amounts:
Employers with 15 employees or more: 72 hours per year (or at any time); and
Employers with fewer than 15 employees: 48 hours per year (or at any time).

Previously, employers with at least 15 employees could cap accrual at 40 hours, while smaller employers could set the maximum at 24 hours. 
Carryover and Front-loading
Accrued, unused paid sick time carries over to the following year, but employers may avoid this requirement if they front-load the following amounts of the leave at the beginning of each calendar year:
Employers with 15 employees or more: 72 hours; and
Employers with fewer than 15 employees: 48 hours.

ETC will release an updated State Handbook Addendum in advance of the effective date.

Vermont
New! State Expands Parental & Family Leave – Eff July 1, 2025
Vermont has enacted H. 461, a bill that significantly amends the state’s Parental and Family Leave Act (PFLA), which provides unpaid employee leave for family care purposes. Among other changes, the bill includes a definition of “family member” and adds coverage for safe leave, bereavement leave and military exigency leave. The bill also makes recovery from childbirth and miscarriage covered events.
The amendments take effect July 1.

Vermont PFLA
The Vermont PFLA provides 12 weeks per year of unpaid parental leave, which generally applies to employers with 10 or more workers, and unpaid family leave, which generally applies to employers with 15 or more workers. Employees are eligible if they have worked for their employer at least 30 hours per week for a year. Under the amendments, airline flight crew members are also eligible if they meet the federal Family and Medical Leave Act (FMLA) special hours of service rules. 
Parental and family leave is job-protected.

“Family Member”
The PFLA permits family leave for a number of reasons, including to care for specified family members with a serious health condition. The amendments substitute “family member” for the statute’s previous list of people whose care qualifies for leave, and define “family member” expansively to include, among other individuals, domestic partners, parents and children of the employee’s civil union or domestic partner, those with whom the employee has in loco parentis relationships (regardless of legal documentation), any individual for whom the employee provides caregiving responsibilities similar to those of a parent-child relationship, siblings and the siblings of the employee’s spouse or civil union or domestic partner, and grandparents and grandchildren of the employee or their spouse or civil union or domestic partner.

The new definition of family member also applies to short-term family leave under the PFLA, which allows for up to an additional four hours of unpaid leave in any 30-day period (not to exceed 24 hours in any 12-month period) to participate in preschool or school activities, accompany a family member to routine medical or dental appointments (or other appointments for professional services related to their care and well-being), or respond to a medical emergency involving a family member.

Leave for Pregnancy and Childbirth	
The amendments revise the definition of parental leave to include leave for:
The employee’s pregnancy; 
The employee’s recovery from childbirth or miscarriage;
The birth of the employee’s child and to care for or bond with the child within one year after their birth; and
The placement of a child with the employee for adoption or foster care, and to bond with the child within one year after the placement.

Leave for a Qualifying Military Exigency
Under the amendments, employers of 10 individuals or more must allow employees to use their PFLA leave for a qualifying exigency under the federal Family and Medical Leave Act. The qualifying exigency must be related to active duty service by a family member in the U.S. Armed Forces.

Safe Leave
Employers with 10 employees or more must also permit their workers to use their PFLA leave for specified purposes when the employee or the employee’s family member is a victim or alleged victim of domestic violence, sexual assault or stalking.

Bereavement Leave
The amendments additionally require employers with at least 10 employees to allow employees to use two weeks of PFLA leave for bereavement due to the death of a family member. The leave can include leave taken for the administration or settlement of the deceased family member’s estate, and it must be taken within one year after the family member’s death. No more than five days of bereavement leave may be taken consecutively.

Notice and documentation requirements apply for qualifying exigency, safe and bereavement leave.  
ETC released the applicable updated State Handbook Addendum on June 20, 2025 

[bookmark: _Hlk199401143]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
[bookmark: _Hlk199401218]Reminder:  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. 

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.  

Vermont
Reminder: Pay Ranges Required in Job Postings – Eff July 1, 2025
Employers with five or more employees (with at least one that works in Vermont) will be required to include the pay rate or range in any written posting for a job that will be physically performed in the state or for remote positions that mainly do work for a location in the state. This includes internal postings for transfers and promotions.

For commission-based positions, employers only need to state that the position is commission-based—they’re not required to list a pay rate or range. For tipped positions, employers must include the pre-tip compensation or range and note that the position is tipped.

Compensation ranges need to include a minimum and maximum and be provided in good faith, meaning they should be a reasonable estimation of what the position will actually pay when filled.

For more information, the Vermont Attorney General’s Office has published guidance here.

Washington
New! Protection from Coercion Based on Immigration Status – Eff July 1, 2025
On May 12, 2025, Washington amended its Minimum Wage and Labor Standards Act (Act) to protect employees from coercion in the workplace based on their immigration status. This amendment takes effect on July 1, 2025. In Washington, employers are prohibited from retaliating against employees for exercising their rights under the state’s employment laws.

The Act’s amendment prohibits employers from coercing employees based on their or their family member’s immigration status to deter employees from exercising their workplace rights under Washington employment law. Under the amendment, “coercion” means a threat to compel or induce a person to engage in or abstain from conduct they have a legal right to pursue or avoid. The amendment defines “threat” as any communication, implicit or explicit, made by an employer regarding an employee’s or their family member’s immigration status that is made to deter an employee from engaging in protected activities or exercising a right under Washington Revised Code 49.12 (Industrial Welfare Act), 49.30 (Agricultural Labor Law), 49.48 (Wage Payment Law) or any rules issued by the Washington Department of Labor and Industry (L&I)

New! Amended PFML to Limit Stacking & Expansion of Job Protection – Eff Jan 1, 2026
Washington state has passed amendments to its paid family and medical leave (PFML) program. Notable changes reinforce the requirement that PFML run concurrently with leave under the federal Family and Medical Leave Act (FMLA). Other provisions expand job restoration and affect the continuation of health care for employees on leave. The state is also tasked with creating a notice of PFML rights.
The amendments take effect Jan. 1, 2026.

Expansion of Job Restoration
Currently, the job restoration provisions in the unamended PFML law apply only to employees who:
· Work for an employer with at least 50 employees;
· Have been employed by the employer for at least 12 months; and
· Worked for the employer at least 1,250 hours during the 12 months immediately preceding the leave.

The amendments revise the eligibility provisions so that employees will no longer need to satisfy the 12 months/1,250 hours work thresholds. Instead, employees will be entitled to job restoration if they have worked for their employer for at least 180 days before taking the leave. 

In addition, the job restoration requirement will apply to employers with fewer than 50 employees, following the phased-in schedule below:
· Twenty-five or more employees: beginning Jan. 1, 2026;
· Fifteen or more employees: beginning Jan. 1, 2027; and
· Eight or more employees: beginning Jan. 1, 2028.

The amendments provide that employees forfeit their right to job restoration unless they exercise that right by the first scheduled workday following leave. 

However, if the leave has exceeded two weeks, the employer must provide at least five days’ advance written notice to the employee of the expiration of employment restoration and the date of their first scheduled workday.

Restriction on Stacking PFML and FMLA Leave
The current law already provides that PFML be used concurrently with FMLA leave. However, there is no mechanism for reducing PFML or employment protection when employees take FMLA leave before using PFML in the same year (a practice known as “stacking” leave).
The amendments allow employers to count an employee’s FMLA leave against their job-protected PFML entitlement when the FMLA leave qualifies for PFML, even if the employee does not apply for or receive PFML. The amendments thus restrict an employee’s ability to preserve PFML for later use. 
These new provisions will apply only if the employer gives the employee written notice containing specific required information, including that the employee’s unpaid leave is being designated as FMLA leave and counted against the employee’s job-protected PFML maximum, among other things. The notice must be provided:
· Within five business days of the employee requesting or using FMLA leave—whichever is earlier; and
· Every month for the rest of the employee’s FMLA year. 

Continuation of Health Care Coverage
The amendments alter the health care coverage requirement by mandating that employers maintain employee coverage during any PFML for which the employee is entitled to job protection. The current PFML law, by contrast, requires that health care coverage be continued only if there is at least one day of overlap with FMLA leave.

Notice of PFML Rights
The PFML law requires employers to provide written notice of PFML rights within five business days after an employee’s seventh consecutive day of absence due to family or medical leave or within five business days after the employer has received notice that the employee’s absence is due to family or medical leave, whichever is later.

More to comes as official guidance is released by the state ahead of the 2026 effective date.

New! State Passes Leave, Job Protections for Hate Crimes – Eff Jan 1, 2026
Washington has enacted Senate Bill (SB) 5101, requiring employers to provide leave from work, safety accommodations and job protections for employees who are the victim of a hate crime or whose family member is a victim, effective Jan. 1, 2026. 

Expansion of Law Protecting Victims of Domestic Violence
SB 5101 expands the job protections, accommodations and leave that Washington law affords victims of domestic violence, sexual assault and stalking to cover victims of hate crimes and their family members. The law defines “hate crime” as an offense described in RCW 9A.36.080 and includes offenses committed through online or internet-based communication.

Reasonable Leave and Accommodations  
Under the law, employees may take reasonable leave from work, intermittent leave or leave on a reduced leave schedule, with or without pay, to:
Seek legal or law enforcement assistance or remedies;
Seek treatment by a health care provider for their or a family member’s physical or mental injuries;
Obtain or assist a family member in obtaining social services; 
Obtain or assist a family member in obtaining counseling; and
Participate in safety planning, relocate or take other actions to increase the safety of the employee or employee’s family members.

Employees are required to provide their employers with advance notice of emergency leave as well as specified documentation verifying their need for leave. Confidentiality provisions apply. Employers must additionally provide requested reasonable safety accommodations to hate crime victims if the accommodations do not impose an undue hardship, meaning significant difficulty or expense.

Non discrimination
Employers may not refuse to hire, discharge, threaten to discharge, demote, suspend, or in any manner discriminate or retaliate against an individual because they are an actual or perceived victim of a hate crime.

New! Limits of Driver’s License Requirements – Eff July 1, 2025
Employers can’t require a driver’s license as a condition of employment or state that applicants must have a driver’s license in a job posting. There’s an exception if driving is an essential function of the job (like for a delivery driver) or is related to a legitimate business purpose for the position.

New! State Mini-WARN Act – Eff July 1, 2025
Employers with 50 or more full-time employees in the state will need to provide 60 days’ written notice to each employee in the event of a mass layoff or business closure that causes loss of employment for 50 or more full-time employees. More information is available on the platform.

New! Updated Local Minim Wage Changes – Eff July 1, 2025
Burien $20.16 for Level 2 employers—those with 21–499 full-time equivalent (FTE) employees in King County.
Renton $19.90 for mid-size employers—those with 15–500 employees or that have annual gross revenue of over $2 million generated within the city limits of Renton.
Tukwila $21.10 for mid-size employers—those with 15–500 employees or annual gross revenue of over $2 million generated within the city limits of Tukwila.
Everett The City of Everett now has its own minimum wage ordinance. The hourly rates will be as follows:
· $20.24 for large employers
· $18.24 for other covered employers
Large employers are those with more than 500 employees (located anywhere) and certain franchisees.
Other covered employers are those with 15–500 employees (located anywhere) or that have annual gross revenue of over $2 million.
For employers with fewer than 15 employees and annual gross revenue of $2 million or less, the state rate applies.
Future Increases

Starting on January 1, 2026, and annually each January 1 after that, the minimum wage for large employers will increase by the annual rate of inflation.

For other covered employers, the minimum wage will increase to one dollar less than the large employer rate beginning on July 1, 2026. Then, on July 2027, it will be increased to match the large employer minimum wage rate.

[bookmark: _Hlk199401335]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.
· 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.

[bookmark: _Hlk199401259]Reminder: 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.

[bookmark: _Hlk199401290]Reminder: 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.

[bookmark: _Hlk199401317]Reminder: 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.  

[bookmark: _Hlk184194094]West Virginia
New! State Regulatory Changes Effective July 2025
HIRING PREFERENCES FOR MILITARY SPOUSES
Starting July 9, 2025, employers can grant hiring preferences to a military spouse without violating the state Human Rights Act, provided the military spouse meets all the knowledge, skills, and eligibility requirements of the job.

WORK PERMIT REQUIREMENTS FOR CERTAIN MINORS
Beginning July 11, 2025, West Virginia will allow minors that are ages 14 and 15 to work without obtaining a permit. Instead, employers will be required to obtain the written consent of the minor’s parent, guardian, or custodian, and an age certificate issued by the State



See the “Previously Reported Regulatory Matters” Attachment
for details regarding state-specific reported matters

Alaska
· Updated Min Wage & Saley Exempt Threshold – July 1, 2025
· New Paid Sick Leave Regulations - July 1, 2025
· State Votes in Favor of Captive Audience Ban – July 1, 2025
[bookmark: _Hlk183165727]California
· Min Wage Increases – July 1, 2025
· State’s Pay Data Report Filing -  Platform Open Feb 3, 2025 & Filing Due – May 14, 2025
· San Franscico Health Care Security & Fair Chance Ordinance Annual Reporting – May 2, 2025
· California’s Bird Flu State of Emergency Notice Requirements
· San Diego County Fair Chance Ordinance  - Oct 10, 2024
· Upcoming Local Minimum Wage Ordinance Increases – Jan1, 2025
· State Expands Discrimination Protections – Jan 1, 2025
· State Passes Freelance Worker Protections Act – Jan 1, 2025
· Paid Sick Leave Expansion – Jan 1, 2025
· State Amends Victim Leave for Employees – Jan 1, 2025
· Jury &  Witness Duty Leave Oversight & Enforcement Change– Jan 1, 2025
· State Passes Captive Audience Ban – Jan 1, 2025
· Expanded Use of CA Paid Sick Leave – Jan 1, 2025
· CA Employers Lose Option to Require Vacation Leave Before PFL – Jan 1, 2025
· Workplace Safety Enacted Provisions Effective Jan 1, 2025
· CA Disability Insurance Updates – Jan 1, 2025
· Small Employer Mediation Program – Permanent – Jan 1, 2025
· CA PAGA FAQ Published
· [bookmark: _Hlk181118806]State Transparency Requirements-Child Labor Practices–Jan 1, 2025
Colorado
· State Enacts Comprehensive AI Legislation - Feb 1, 2025
· State FAMLI Rules Include Coordination of Benefits with other Leave Benefits & Employer Penalties
· [bookmark: _Hlk183166032]Holiday Incentive Pay in Regular Rate of Pay Calculation
Connecticut
· State Issues FAQs in New Paid Sick Leave Requirements – Jan 1, 2025
· Expands Family Violence Leave – Oct 2024
· Connecticut Expands Paid Sick Leave Law (HB 5005)– Jan 1, 2025
Delaware
· [bookmark: _Hlk183166057]State Adds Housing Status as a Protected Characteristic – Sept 26, 2024
· Key Deadlines Approaching for Paid Family Medical Leave (19 DAC 1401)–Dec 1 & 2; Jan 1, ‘25
· State Added Housing Status as a Protected Characteristic “Housing Status” – Sept 26, 2024
District of Columbia
· Universal Paid Leave Act’s Paid Family Leave Notice – Feb 1, 2025
Illinois
· City of Chicago Updated Paid Sick Leave Payouts – July 1, 2025
· State Amends 1 Day in 7 Act to Prohibit Retaliation
· Cook County Revises Mandatory Paid Leave Rules – Issued April 10, 2025
· Court Decision: Pay Calculations for Nondiscretionary Performance Bonuses & OT 
· Navigating Updated State E-Verify and I-9 Compliance Requirements – Jan 1, 2025
· Expanded Employee Protections (HB 2161 amending Illinois Human Rights Act) for “Family Responsibilities” – Jan 1, 2025 
· State Enacts Whistle Blower Act – Jan 1, 2025
· State Issues FAQs – Pay Transparency Law – Jan 1, 2025
· [bookmark: _Hlk183166082]Cook County Updates Paid Leave Guidance Issued – Oct 24, 2024
· IL Amended Right to Privacy in the Workplace Act (SB 508) – Jan 1, 2025
· State Grants Employees the Right to Inspect Pay Stubs Upon Request (SB 3208 & HB 3763) – Jan 1, 2025
· [bookmark: _Hlk183166128][bookmark: _Hlk181118259]Worker Freedom of Speech Act – Captive Audience Prohibition (SB 3649)- Jan 1, 2025
· [bookmark: _Hlk183166139]Human Rights Act Amended - Expansion of Protected Classes (HB 4867, HB 1261, SB 3310 & HB 5371) – Jan 1, 2025
· [bookmark: _Hlk183166161]State Enacts New Child Labor Laws (SB 3646) – Jan 1, 2025
· [bookmark: _Hlk183166193]Illinois Wage Payment and Collection Act (IWPCA) Amended - Employees the Right to Inspect Pay Stubs Upon Request (SB 3208) – Jan 1, 2025
· State Pay Transparency Laws & Equal Pay Act applicable to smaller employers (HB 3129) – Jan 1, 2025
Indiana
· State Enacts Employee Conference Leave – Eff July 1, 2025

Maine
· Paid Family & Medical Leave – PFML Final Rule Issued by State with Payroll withholdings commencing Jan 1, 2025 (Benefits Available 5/1/26)
· Maine’s Paid Family & Medical Leave (PFML) Launches (Wage withholding, Workplace Poster & Written Notice requirements) – Jan 1, 2025
Maryland
· State Amends Parental Leave Act – Eff Oct 1, 2025
· State’s Family and Medical Leave Insurance (FAMLI) Program/Time to Care Act – Expanded Leave Rights – Updated eff dates: Jan 1, 2027 & Jan 2025
· Multiple Employment Laws Updated Effective – Oct 1, 2024
· Maryland Adopts Heat Stress Standards – Sept 20, 2024
Massachusetts
· State Enacts Salary Range Transparency Obligations – Eff Oct 29, 2025
· 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) 
· Employers Must Complete HIRD Form - Dec 15, 2024
· PFML Rate Sheets & Employee Notices – Dec 2, 2024
· [bookmark: _Hlk183166402]Amended State Earned Sick Time to Cover Reproductive Loss – Nov 21, 2024	
· MA 2025 PFML Benefit to Increase – 2025
Michigan
· [bookmark: _Hlk183166550]State Expands Child Labor Protections – April 2 & Oct 2, 2025
· State’s Earned Sick Time – Eff Feb 21, 2025 UPDATE: March 23 & Oct 1 (Small Employers)
· State Issues FAQs and Other Materials for Earned Sick Time Act – Feb 21, 2025
· State Supreme Court Increases Minimum Wage and Paid Sick Leave Requirements – Feb 2025
Minnesota
· [bookmark: _Hlk183166637]Minneapolis Amends Anti-Discrimination Regulations - Aug 1, 2025  
· State’s Leave Guidance Issued for Option Out – Private Plans
· State Makes Several Changes to Work Comp Laws – Aug & Oct 2024
· State Paid Leave Wage Reports - Oct 31, 2024
· Pay Transparency (Wage Disclosure Protection Law) - Jan 1, 2025 
· State Amends Sick Leave, Paid Family and Medical Leave (SF 5234/HF 5247)
Missouri
· State Legislature Repeals State’s Paid Sick Leave - Eff Aug 28, 2025
· State Passes Earned Paid Sick Leave Initiative (Proposition A) – Notice to Employees – April 15, 2025 & Leave Accrual Starts May 1, 2025
Nebraska
· State Enacts Paid Sick Leave – Oct 1, 2025 with Notice to Employees by Sept 15, 2025
Nevada
· State’s Employee Savings Trust Retirement Program Enacted – July 1, 2025
· State Approves New Heat Illness Regulation & Employer Obligations – Nov 15 & Enforcement +90 Days; Updated Guidance to be enforced starting April 29, 2025
New Hampshire
· Firearms in Employee Vehicles (HB 1336) State Regulation – Jan 1, 2025
New Jersey
· Employers’ Use of AI Tools to Comply with State’s Anti-discrimination Laws
· Expanded Pay Transparency Regulations (SB 2310) – June 1, 2025
· New Jersey Family and Disability Insurance Leave Rates to Increase - 2025
· [bookmark: _Hlk183166732]Upcoming Deadlines for RetireReady NJ - Sept & Nov 2024
· New Jersey Family and Disability Insurance Leave Rates to Increase – Jan 1, 2025
New York
· State Increases Jury Duty Pay – June 8, 2025
· State Retail Workplace-Violence Prevention Obligations - June 2, 2025 & Jan 1, 2027
· State Establishes Warehouse Workers Injury Reduction Program Act – June 1, 2025
· NY City Amends Lactation Accommodation Policy - May 8, 2025
· State Publishes FAQs for New Paid Prenatal Leave Requirement – Jan 1, 2025
· [bookmark: _Hlk183166790]NY Expands Protections for National Guard Service – Sept 27, 2024
· New York PFL Contribution and Benefit Rates to Increase in 2025
· Clean Slate Act (Expanded Criminal History Protections - NY S 940)– Nov 16, 2024
· Mandated Paid Prenatal Leave (A08805) – Eff Jan 1, 2025
Ohio 
· Cleveland Bans Employer Salary Inquiries – Oct 27, 2025
· State Enacts Wage Statement Regulations – Eff April 9, 2025
Oregon
· Updated Min Wage – July 1, 2025
· State Updates Administrative Rules for Paid Leave – Jan 1, 2025
· Paid Leave Oregon & OFLA Leave Change - Jan 1, 2025
· State Warehouse Quota Notification Requirements – Jan 1, 2025
Pennsylvania
· State Now Permits Direct Deposit Payment of Workers’ Compensation Benefits
Rhode Island
· State Amends Temporary Caregiver Insurance (TCI) Law – Jan 1, 2025
· [bookmark: _Hlk181118670]State Enacts New Consumer Data Privacy Law – Jan 1, 2025
Washington
· State Announces PFML Premium Rate for 2025 – Jan 1, 2025
· State Expansion of Paid Sick Leave (SB 5793) – Jan 1, 2025
Wisconsin
· Wisconsin Arrest Record Protections Clarified by State Supreme Court – Reported May 2025
Vermont
· State Requires Pay Ranges in Job Postings (VT H 704)– July 1, 2025
Virginia
· State Enacts New Healthcare Workplace Violence Incident Reporting Requirements – 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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