Colorado Enacts Significant Wage and Hour AmendmentsImportant Dates
May 22, 2025
Colorado enacted significant amendments to its wage and hour laws.
Aug. 6, 2025
The amendments take effect.
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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.

The amendments become effective on Aug. 6, 2025.Colorado enacted amendments that make several important changes to the state’s wage and hour laws. 

Modified Definition of “Employer”
In Colorado, “employer” has the same meaning as set forth in the federal Fair Labor Standards Act (FLSA) and includes a foreign labor contractor and a migratory field labor contractor or crew leader. The amendments expand the definition of “employer” to include each individual who owns or controls at least 25% of the ownership interest in an employer. However, the amendments exclude a minority owner of an employer that demonstrates full delegation of its authority to control the day-to-day operations of the employer.  
Prohibited Payroll Deductions
The amendments prohibit an employer from making a payroll deduction below the applicable minimum wage. Previously, employers were prohibited from making deductions below the minimum wage applicable under the FLSA.
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Waiver of Penalty for Failure to Pay Final Wages
Under Colorado’s wage and hour laws, if an employer fails or refuses to pay all wages or compensation after termination of employment, an employee (or the employee’s designated agent) or the Division may send a written demand for payment of wages on the employee’s behalf (or a group of similarly situated employees) or file a civil action or an administrative claim for payment. If the employer fails or refuses to pay all earned, vested and determinable wages or compensation within 14 days after a written demand is sent or a civil action or an administrative claim for the wages or compensation is sent or served on the employer, the employer is liable to the employee (or group of similarly situated employees) for the amount of the earned, vested, determinable and unpaid wages or compensation in addition to an automatic penalty.
The amendments allow the Division to waive the automatic penalty if the employer pays all claimed wages or compensation within 14 days after an administrative claim for the same wages or compensation is sent to or served on the employer. However, the Division will not waive the penalty if the alleged violation is a second or subsequent failure or refusal to pay an employee’s wages or compensation within five years.
Revised Attorney Fees Award Requirements for Employers
In Colorado, a court may award the employer reasonable costs and attorney fees incurred in a civil action if, within 14 days after a written demand letter is sent to or a civil action is served on the employer for unpaid wages or compensation, the employer makes full legal tender of all amounts demanded in good faith for all employees and the employees receiving the tender ultimately fail to recover a total sum that is greater than the amount the employer tendered. The amendments now permit a court to award the employer reasonable costs and attorney fees if the court ultimately finds that the employees receiving a tender from the employer pursued an action lacking substantial justification. 
The amendments also permit the court to pursue all equitable relief to deter future violations and prevent unjust enrichment in addition to the other relief available to employees.
Updated Enforcement Thresholds
Under Colorado’s wage and hour laws, the Division may adjudicate claims for nonpayment of wages or compensation of $7,500 or less. The amendments increase the threshold amounts for administrative action over the years as follows:
$7,500 or less for claims filed through June 30, 2026;
$13,000 or less for claims filed from July 1, 2026, through Dec. 31, 2027; and
An amount to be specified by rule by Jan. 1, 2028, and by rule for each year thereafter.

After Dec. 31, 2027, the amount must be equal to the amount in the previous calendar year increased by $1,000 or a higher amount (if the higher amount is necessary to adjust for inflation). 
Requirements to Publish and Report Violations
In adjudicating wage claims, the amendments require the Division to determine whether a violation is willful. For any violation that is a matter of public record, the Division must publish on its website the citation, determination or written opinion; whether the violation was willful; and the names of all employers found to be in violation. The amendments also require the Division to report an employer with a willful violation unremedied within 60 days after the Division’s finding to any government body with authority to deny, withdraw, or otherwise limit or impose remedial conditions on the employer’s license, permit, registration or other credential. The Division may post a decision against an employer by a government body on its website.
Additionally, for violations related to wage and hour laws that are not willful, the Division may report an employer to a government body with the authority to deny, withdraw, or otherwise limit or impose remedial conditions on the employer’s license, permit, registration or other credential. The Division may also post a decision against an employer by a government body on its website for nonwillful violations related to wage and hour laws.
The amendments repeal language requiring the Division to issue a determination on a wage complaint within 90 days after the notice of complaint is sent.  
Local Wage Payment Laws
The amendments permit cities and counties within Colorado to enact and enforce laws or ordinances related to the payment of wages for work performed within their jurisdiction if the laws do not diminish the protections or benefits to employees provided by the state’s wage and hour laws.
Employee Misclassification Penalties
The amendments require an employer found to have misclassified an employee as a nonemployee in a way that may affect a wage and hour payment or reporting obligation under a federal, state or local law, rule or regulation to pay a fine, in addition to any other relief ordered, as follows:
$5,000 for a willful violation;
$10,000 for a violation not remedied within 60 days after the Division’s finding;
$25,000 for a second or subsequent willful violation within five years; and
$50,000 for a second or subsequent willful violation not remedied within 60 days after the Division’s finding.

The Division must adjust these fine amounts for inflation by Jan. 1, 2028, and every other year thereafter. 
The amendments also decrease the amount of time the Division must wait before paying an employee from the wage theft enforcement fund from six months to 120 days. 
Expanded Discrimination and Retaliation Protections
Colorado’s wage and hour laws prohibit employers from intimidating, threatening, restraining, coercing, blacklisting, discharging, or in any manner discriminating or retaliating against an employee for filing a complaint or instituting or causing to be instituted a proceeding related to wages, hours or employment of minors or for testifying or providing other evidence in a proceeding on behalf of an employee or another person related to wages and hours. The amendments also prohibit an employer from discriminating or retaliating against an employee who has raised concerns in good faith about compliance with or otherwise provided information as to legal rights and remedies available under Colorado’s wage and hour laws. 
Additionally, in determining whether there has been unlawful retaliation, the amendments require a fact finder to consider the time between an individual’s exercise of a protected activity and the employer’s adverse action. A period of 90 or fewer days between the exercise of a protected activity and the adverse action may, without more, be sufficient to find retaliatory intent. However, adverse action occurring more than 90 days after the exercise of a protected activity may also constitute retaliation. Any effort to use an individual’s immigration status to, in any manner, discriminate or retaliate against an employee who has engaged in protected activity is a violation of Colorado’s wage and hour laws. Further, the amendments expand coverage of Colorado’s anti-discrimination and anti-retaliation provisions from employers to include any person regularly engaged in business or commercial activity that has contracted with an employer or worker, directly or indirectly, for labor for which that person benefits.
Further, the state’s wage and hour laws permit an employee alleging discrimination or retaliation to file a civil action seeking legal and equitable relief, including:
Back pay;
Reinstatement of employment or, if reinstatement is not feasible, front pay;
The payment of wages unlawfully withheld;
Interest on unpaid wages at a rate of 12% per annum from the date the wages were first due;
A penalty of $50 per day for each employee whose rights were violated and for each day that the violation occurred or continued;
Liquidated damages in an amount equal to the greater of two times the amount of the unpaid wages or other lost pay or compensation or $2,000; and
Injunctive relief.

These amendments allow an employee to recover compensatory damages for other economic or noneconomic loss or injury and damages for emotional distress. The Division may also investigate and enforce discrimination or retaliation violations and order attorney fees and costs in addition to the above relief.
Employer Takeaways
Due to the wide-ranging nature of the amendments to Colorado’s wage and hour laws, employers should review and audit their employment policies and practices to ensure they comply with the new provisions. Additionally, employers should consider training managers, supervisors and other personnel regarding the amendments’ expanded anti-discrimination and anti-retaliation provisions to avoid costly penalties and potential lawsuits.
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