[image: Logo

Description automatically generated][image: ]
The HR WIRE
 ETC HR Employer Compliance News  II   Making Compliance Connections

July 2025


SECTION I: Notices, Reminders & Alerts &
SECTION II: Noteworthy Compliance Happenings
[bookmark: _Hlk144804248]
Workplace Labor Notice Updates 
[bookmark: _Hlk197515447]See Previously Reported Resource for a running list of Federal Forms, Notices and State Labor Notice updates
· Updated Model CHIP Notice released with a new effective date of July 31, 2025

Newly Released State Notices – 
· CA – The California Civil Rights Department (CRD) released its Survivors of Violence & Family Members of Victims’ Rights to Leave & Accommodations Notice employee notice triggering a new compliance obligation for all California employers regarding the rights of employees who are victims of qualifying acts of violence.
· IA - The "Your Rights Under the Iowa Minimum Wage Law" notice has been revised to reflect updates to the enforcing agency’s name, contact information, and overall formatting. Enforcement authority has changed to the Iowa Department of Inspections, Appeals, and Licensing Wage and Child Labor Unit, and the contact address, phone number, and website have been updated accordingly. The minimum wage rates remain unchanged on the revised notice.
· MN – State’s Paid Leave require Notice has been published
· NE –  
· NC – updated Notices: Wage & Hour Notice to Employees and the Occupational Safety and Health (OSH) Notice to Employees.
· NV – updated labor notices to include Minimum Wage Notice, Daily Overtime Notice, Rules to be Observed by Employers
· RI - updated Written Notice of Employee Rights. State law protects employees and applicants from discrimination based on pregnancy, childbirth, menopause and related conditions. 
· VT – 
· new Meals & Lodging Allowance Notice outlines the specific amounts employers may deduct from employee wages for meals and lodging that are actually provided and voluntarily accepted. 
· updated Parental & Family Leave Notice reflects expanded unpaid leave protections under Vermont’s Parental and Family Leave Act. Employees are now entitled to unpaid leave for a broader range of reasons.
· WY – New Non-Compete Agreements Labor Notice – reflective of 7.1.25 state ban on most non-compete agreements entered into on or after this date.


New!! State Handbook Addendum Updates – 7.1.2025 Releases
Section added to the month HR WIRE publications reducing separate e-blast notifications for State Handbook Addendum updates
· AK State Handbook Addendum
· Advisory Notes were included in the new State Paid Sick Leave Policy when published.  This updated version removes the Advisory Note from the policy.
· DE State Handbook Addendum
· New EEO Policy specific to the state (for employers with 4 or more employees in the State) addressing the employer obligation for nondiscrimination for “Military Status” defined as by the state to include dependents, including spouses, of servicemembers.  
· MN State Handbook Addendum
· Updated Family Medical Leave Policy removing MN specific requirements which are no longer applicable.
· RI State Handbook Addendum
· New Policy added replacing former Pregnancy Accommodation Policy- Accommodation of Pregnancy-related and Menopause-related Conditions 
· Paid Temporary Caregiver Insurance Benefits & Leave Policy updated ahead of 1.1.26 changes
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

[bookmark: _Hlk197515622]Reminders & Alerts
New! One Big Beautiful Bill Act: Overtime and Tips Taxes
Key Provisions:
· Law allows workers (employees and independent contractors) to deduct up to $25,000 in tips (for those who regularly receive tips) & $12,500 ($25,000 if filing a joint return) in overtime pay from their federal adjusted gross income.
· Income tax withholding requirements are not immediately affected by the legislation and employers must continue withholding at the current rates during 2025 on all tips and overtime as they were before the legislation took effect.

The recently enacted One Big Beautiful Bill Act (Act), signed into law on July 4, contains incentives to alleviate the federal income tax burden on overtime earnings and tips for qualifying workers. Although the legislation more directly affects workers, employers with highly compensated, nonexempt workers should be aware of the potential implications for both compliance and staffing practices.

Impact on Employees:
The Act does not immediately modify the requirement for employers to withhold federal income taxes from employee paychecks. Because the Act provides an income tax deduction, workers will see the benefit, if any, for 2025 when they file their income tax returns.  Beginning in 2026, the IRS will modify the income tax withholding rules to take into account both the qualified tip deduction and the qualified overtime deduction.  under the Act workers who receive qualified tips may deduct up to $25,000 of their tip income when they file their federal income tax return. The IRS is required to publish a list of occupations that qualify by October 2, 2025. Workers earning qualified overtime may also deduct as much as $12,500 (or $25,000 for joint filers) of such qualified overtime from their adjusted gross income. Lower-wage earners will likely benefit from the new measures, if at all, to a modest degree (they must have a federal tax liability to begin with); higher earners who already face larger federal income tax bills stand to realize the greatest savings, although the deductions start to phase out for individuals with a modified adjusted gross income of more than $150,000 per year ($300,000 for joint filers).

Impact on Employers:
Employers should continue to withhold federal income taxes on both tips and overtime pay in accordance with existing law through the end of 2025, as workers will reconcile any deductions when they file their annual income tax returns. Importantly, employers and those who use 1099 contractors should also be prepared to report the amount of qualified tips and/or qualified overtime paid to each worker and the worker’s occupation (for tips only) as required on Form W-2 and Form 1099, beginning with tax year 2025, which will be due in January 2026. A transition rule allows employers to use a reasonable method specified by the IRS to approximate qualified tips and overtime paid during 2025. Beginning in 2026, employers will have to adjust their income tax withholding practices for qualified tips and qualified overtime based on future procedures to be issued by the IRS.

NOTE: While the qualified overtime and qualified tips deductions bring opportunities for workers across multiple industries, these provisions are temporary and will sunset on December 31, 2028.

To learn more access a recent article by VedderPrice law firm HERE; HucschBlackwell law firm HERE

New! One Big Beautiful Bill Act: Expanded Telehealth Relief and Student Loan Repayment Benefits
On July 4, the budget reconciliation bill (aka One Big Beautiful Bill Act) was signed into law, indefinitely extending two key pre-pandemic benefits, described below.

High Deductible Health Plans and Telehealth
For high deductible health plans (HDHPs) that began after December 31, 2024, telehealth (virtual) or remote care can be covered before your employees meet their deductible without impacting their eligibility to contribute to a health savings account (HSA).  

NOTE: There are additional implications impacting Employee Benefits.  Be on the lookout for information from your Benefits Advisors & Brokers as to how this legislation impacts your benefit offerings specifically.

Student Loan Reimbursement
Employers can pay or reimburse up to $5,250 of an employee’s student loans tax-free through a written educational assistance program. Employers must provide reasonable notice of the benefits and terms to all eligible employees. The annual limit will increase incrementally beginning in 2027.

If you offer an educational assistance program and intend to continue doing so, you should remove any expiration dates from your current documents and notify employees of the change. You could also update them to say that the limit is the same as the limit allowed by law, so the document won’t need to be amended as the annual limit increases over time.

To read more, access a recent article from the Bradley law firm HERE

New! One Big Beautiful Bill Act: Workplace Immigration Enforcement

A July 23, 2025, Foley & Lardner, LLP article below and accessible HERE

The “One Big Beautiful Bill Act,” signed into law by President Trump on July 4, 2025, will fund government efforts to continue to vigorously enforce the immigration laws. Companies in the manufacturing, health care, hospitality, construction, and agriculture sectors should take notice of the significant new spending allocated to immigration enforcement and should take specific steps now to evaluate and address their increased legal exposure. 
Immigration-Related Spending Allocations

The legislation’s spending allocations are directly in line with the Trump Administration’s priority on immigration enforcement. In a May 19, 2025 press release, the House Judiciary Committee estimated that the bill would fund “at least 1 million annual removals, 10,000 new Immigration and Customs Enforcement (ICE) personnel, and detention capacity sufficient to maintain an average daily population of 100,000 aliens.” Specifically, the bill allocates $170 billion to immigration enforcement, which includes over $75 billion allocated for Immigration and Customs Enforcement (ICE) and more than $46 billion to Customs and Border Protection (CPB), which has assisted with arrests of unauthorized workers. 

Impact on Large Companies
These increased immigration-related spending allocations will likely have a direct impact on certain companies and their legal liability. Just last month, Border Czar Tom Homan stated that “[w]orksite enforcement operations are going to massively expand.” The bill’s spending allocations put real money behind his promise. In a CBS interview following the bill’s signing into law, Homan said he was “happy with the numbers,” and described the bill as a “game changer” given funding that facilitates ICE’s ability to increase enforcement. 

Companies should expect more frequent and aggressive notice of inspections and audits of Form I-9s due to increased staffing and audit infrastructure. As a result of these audits, companies can be investigated and criminally prosecuted for use of fraudulent paperwork, knowingly employing unauthorized employees and other federal crimes, in addition to the imposition of potential civil penalties. Additionally, a company can be barred from federal contracts if they are found to have knowingly employed unauthorized workers. Employers also cannot shield themselves from liability by working through third-party or temp agencies. 

While E-Verify is required for certain companies, including all federal contractors, some lawmakers have pressed for expanded use requirements of the electronic employment eligibility verification system. The E-Verify system has certain vulnerabilities, so employers who use E-Verify could see increased delays in hiring, false positives, or wrongful terminations based on errors or system mismatches. It is not a guarantee of “no prosecution” even though the E-Verify system is a government-hosted system. 

Finally, if the Department of Justice executes a criminal search warrant at a company’s location, it can then become very difficult to find qualified, authorized replacement employees to operate the business. Aside from direct enforcement, employers who (whether knowingly or not) hired many unauthorized workers may be forced to enact mass layoffs, resulting in major slowdowns in production. Employers may also expect a reduction in the supply of workers, particularly in key industries such as agriculture and construction, which may require employers to develop additional hiring incentives and pay higher wages. 

Addressing the Risks
To address these risks, companies should consider hiring more specialized HR and legal teams to address notoriously complicated immigration and work authorization issues. Policies and procedures regarding a company’s Form I-9 processes should be written, and employees involved in the hiring process should be well-trained on such policies and procedures. 

Additionally, given the heightened risk of a Notice of Inspection and site visits, employers would be prudent to conduct more frequent internal audits of Form I-9 documentation. Employers should consider adopting or upgrading their electronic Form I-9 system to both be able to better track documentation and timely produce documents in response to a subpoena or Notice of Inspection. Companies should also implement electronic tracking systems to keep track of expiring work authorizations. 

Most importantly, companies should implement a clear policy and procedure to respond to immigration enforcement raids similar to the recent raids in Tallahassee, Florida and near Camarillo, California in order to limit the impact of such raids on their workforce and production. Vulnerable companies in the manufacturing, health care, hospitality, construction, and agriculture sectors and located in perceived “sanctuary city” jurisdictions like Los Angeles, San Francisco, New York and Miami should take immediate action.

New! OSHA Issues Updated Penalty & Debt Collection Guidelines to Support Small Businesses – Eff July 14, 2025
On July 14, 2025, the U.S. Occupational Safety and Health Administration (OSHA) issued significant updates to its penalty and debt collection guidelines, aimed at reducing burdens on small businesses and incentivizing swift correction of workplace hazards. These updates, reflected in Chapter 6 of OSHA’s Field Operations Manual, expand eligibility for penalty reductions and streamline debt collection procedures.

Notably, under the new guidelines, the threshold for small employer penalty reductions has been raised—businesses with up to 25 employees (previously 10) can now qualify for a 70% penalty reduction.

Additionally, employers that promptly correct hazards may receive a new 15% reduction under OSHA’s “Quick-Fix” credit. To qualify, the hazard must be corrected within five days of discovery and employee exposure to the hazard must be prevented during that time. If more than five days is needed to abate the hazard, the employer must notify the OSHA Compliance Safety and Health Officer (CSHO) within the five-day window to explain the corrective actions taken and why up to an additional 10 days is necessary. However, no Quick-Fix credit will be granted if abatement takes more than 15 days.

The updated policy also expands the penalty reduction for employers without a history of serious, willful, repeat, or failure-to-abate OSHA violations. Employers may be eligible for a 20% history-based penalty reduction if they have either:
· Been inspected by federal OSHA or a State Plan within the past five years and were found in compliance or cited only for other-than-serious violations; or
· Never been inspected by OSHA or a State Plan.

These changes aim to reward good-faith compliance efforts while maintaining accountability for workplace safety.
The new policies are effective immediately. Penalties issued before July 14, 2025, will remain under the previous penalty structure. Open investigations in which penalties have not yet been issued are covered by the new guidance.

Employers with open OSHA investigations should consult experienced workplace safety counsel to determine how these changes may impact their case and to ensure they are taking full advantage of the updated policies.


[bookmark: _Hlk202781170]Reminder:  E-Verify Users Must Now Generate Status Change Reports to Identify Terminated Work Authorizations- Eff June 23, 2025

[bookmark: _Hlk202781193]Reminder: Compliance Reminder: PCORI – Fees Due by July 31, 2025

[bookmark: _Hlk197515717][bookmark: _Hlk181114275]


Recap Previously Published:
· E-Verify: E-Verify Users Must Generate Status Change Reports to ID Terminated Work Authorizations -Eff June 23, 2025
· Compliance Reminder: PCORI – Due July 31, 2025
· DOL Relaunches Option Letters Program 
· 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]
[bookmark: _Hlk202784934]Alaska
Reminder: State aid Sick Leave in Effect – Eff July 1, 2025
 AK State Handbook Addendum Released by ETC – May 2025

California
New! State Publishes Required Victim Leave Notice – Eff July 1, 2025
[bookmark: _Hlk184194094]Last year, California expanded its victim protection leave law and added a new notice requirement for employers of all sizes. 

Although the notice requirement took effect July 1, 2025, employers weren’t required to comply until the California Civil Rights Department (CRD) released a model notice. That time has come—the model notice is now available. 

Employers need to provide this notice:
· To new employees upon hire
· To all employees annually
· At any time upon request
· Any time an employee informs the employer that they or their family member is a victim
Employers that choose to create their own notice should ensure it meets the requirements of the law. The CRD also recently released general FAQs on the state’s victim protection leave law.

NOTES: 
· If you have 25 or more employees, additional protections apply to employees whose family members are victims of a qualifying act of violence, including a broadly defined list that covers a child, parent, grandparent, grandchild, sibling, spouse, domestic partner, or “designated person” who can be someone related by blood, such as an aunt or uncle, or someone who is equivalent to a family member, such as a best friend. Employers may limit an employee to one “designated person” per 12-month period.
· Employees they may be eligible for wage replacement under State Disability Insurance or Paid Family Leave and may qualify for bereavement leave and other forms of crime victim leave under separate Labor Code provisions and applicable law.

New! State Regulation IVF Coverage Mandate
Although ETC does not typically focus on individual state mandated benefit related regulations, the state of California  once again sets precedent with Governor Newsom recently signing into law AB 116 which delays compliance with the new state in vitro fertilization (IVF) coverage mandate.

As a result, applicable large employers with benefits renewals between July 1, 2025, and December 1, 2025, will now be required to comply with the new infertility coverage mandate when their plans renew in 2026. 

While large, insured medical plans renewing January 1 through June 1 will be required to comply with the new mandate as of their plan renewal in 2026. 

Employers in the small group market will not have to consider offering an infertility rider that mirrors coverage in the large group market, until their plan’s renewal on or after January 1, 2026.

Employers seeking to learn more are advised to engage their benefits broker directly to navigate this new obligation.

New!  Regulations Addressing AI & Employment Discrimination - Eff October 1, 2025
[bookmark: _ftnref1]On June 27, 2025, the California Civil Rights Council approved several changes to the regulations issued under the California Fair Employment and Housing Act (FEHA), expressly targeting employment discrimination risks arising from AI and other automated decision systems (FEHA regulations). The new rules take effect October 1, 2025, and have the potential to significantly impact hiring and personnel processes across the state.

The FEHA prohibits discrimination, harassment, and retaliation in hiring and personnel decisions based on protected categories such as race, national origin, religion, age, disability, sex, gender, and sexual orientation. In amending the FEHA regulations, the Civil Rights Council sought to “increase[] clarity on how existing antidiscrimination laws apply to the use of artificial intelligence in employment decisions.”
These changes fall into four general categories: (1) expanded definitions, (2) substantive provisions concerning pre-employment practices, (3) substantive provisions concerning discrimination, and (4) record-keeping requirements. 

Practical Considerations for California Employers
While the true impact of the new FEHA regulations remains to be seen, employers would be well-advised to catalog where and how any ADS and other AI tools are used in hiring, screening, and employment decisions to help ensure that the practices conform with the new FEHA regulations. 

Since employers may be at greater risk if they fail to take proactive steps to “avoid unlawful discrimination” through well-documented anti-bias testing or similar, proactive efforts, employers should consider implementing and documenting: (1) regular audits of AI and algorithmic processes for disparate impact (including reviewing third-party vendor tools for compliance); (2) responsive updates based on test results; and (3) detailed records of anti-bias efforts.

Employers should also consider requiring transparency and disclosure from vendors regarding their AI use, contractually delineating responsibility for such practices and compliance with the new regulations (including anti-bias testing), ensuring that the vendors are complying with record-keeping requirements, and, if possible, having the vendor indemnify the employer for the vendor’s use of an ADS or AI.

Companies should educate their own employees responsible for personnel management and related decisions on the new FEHA regulations and risks of ADS misuse, emphasize the importance of individualized assessments and documentation, and require human oversight and decision-making with respect to all personnel actions.

Finally, employers should also ensure that their document retention and preservation policies comply with the expanded recordkeeping requirements, both in terms of the data preserved and the length of time it is retained.

Recommendations extracted from the July 15, 2025 Greenberg Traurig article which can be found HERE

Colorado
Reminder: State Enacts Significant Wage & Hour 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.

Resource attached

District of Columbia (D.C.)
New! Tipped Minimum Wage Increase & Changed Effective Date– Moved to Oct 1 & Tipped Min Wage June 30, 2025
The District of Columbia’s tipped minimum wage increase that was scheduled to take effect on July 1 was delayed until at least October 1, 2025. 
As a result, the tipped minimum wage remains at $10 per hour. The bill that made this change took immediate effect on June 30, 2025.

Florida
New! Florida Non-Compete Bill Becomes Law
Governor Ron DeSantis has allowed Florida’s expansive noncompete bill to become law without his signature. The Florida Contracts Honoring Opportunity, Investment, Confidentiality, and Economic Growth (CHOICE) Act significantly expands the enforceability of noncompete agreements in Florida and became effective immediately. 

The law addresses both garden leave agreements and noncompete agreements. With regard to noncompete agreements, the law expands the permissible duration of noncompete agreements from two years to a maximum of four years and contains no geographic scope limitation. Thus, noncompete agreements that comply with the CHOICE Act can last two years longer and can extend to employees who move out of Florida. The law’s salary requirement means it will not apply to lower wage workers (employees or contractors who do not earn a salary, excluding benefits or discretionary compensation, greater than twice the annual mean wage of the county where the covered employer has its principal place of business, or the county where the employee resides if the covered employer’s principal place of business is not in Florida), and it contains a specific exclusion for healthcare practitioners.

The CHOICE Act also permits a covered employer that believes an employee has violated a noncompete to apply for a preliminary injunction, which a court must grant. Such an injunction can only be dissolved if the employee or hiring employer proves by clear and convincing evidence based on nonconfidential information that: the employee will not perform similar work during the restricted period or use confidential information or interfere with customer relationships; the covered employer failed to pay the salary or benefits required under a covered garden leave agreement, or failed to provide consideration for a covered noncompete agreement; or the subsequent employer is not engaged in, or preparing to engage in, a similar business as the covered employer within the restricted geographic area.

Employer Takeaway
Agreements that do not meet the new law’s requirements will still be analyzed and potentially enforceable under the existing statutory scheme set forth in Florida Statute §542.335. Employers should review their existing noncompete agreements and consult with experienced employment law counsel to determine how to address current and future agreements.

Illinois
New! State Expands Equal Pay Registration Certificate Requirements
The state recently expanded its Equal Pay Registration Certification requirements to apply to all private employers that have 100 or more employees in the state. Previously, employers only had to file if they had 100 or more employees in the state and also had to file a federal EEO-1 report.

[bookmark: _Hlk205190263]For more information on Equal Pay Registration Certification requirements, see the Illinois Department of Labor’s updated FAQs.

New! Changes in State Insurance Law Extends Coverage to Certain Parents of Insured Individuals – Eff Jan 1, 2026
Although ETC does not regularly monitor insurance benefit enactments, a recent change in in Illinois insurance law has drawn the attention of employers and many others due to the implications for employers and health insurance plans. 

Illinois House Bill 5258 amends the Illinois Insurance Code, the Health Maintenance Organization Act, and the Limited Health Service Organization Act requiring that insurers extend coverage to certain parents and stepparents of an insured individual when a plan provides dependent coverage.  Insurance policies are, however, only required to extend coverage to parents and stepparents of an insured if the parent or stepparent resides within the plan’s service area and meets the IRS definition of a “qualifying relative.”  To be considered a qualifying relative there are several requirements that an individual must meet including a relationship test, an income test, and a support test. Coverage must only be extended if a parent or stepparent of the insured has gross income of less than $5,050 annually (2025), is dependent on the insured for more than 50% of their support and is not the qualifying child of any other taxpayer.

Exempted Plans
This new coverage requirement does not apply to employers with insurance policies issued in other states that may have employees living and working in Illinois. And it does not apply to self-funded employers whose plans are exempt from state insurance laws. Specialized health care service plans, Medicare supplement insurance, hospital-only policies, accident-only policies and specified disease insurance policies are also exempt.

This new requirement applies to health insurance policies issued, amended, delivered, or renewed in Illinois on or after January 1, 2026.

Employers are advised to engage their benefits broker should there be questions or concerns related to this new state enactment.

Massachusetts
New! MA Paid Family & Medical Leave Updates from the Department - Eff August 31, 2025
The Massachusetts Department of Family and Medical Leave (the “Department”) recently updated its Employer Portal, issued a reminder for the private plan reporting deadline of August 31, 2025, and summarized tax guidance concerning the Massachusetts Paid Family and Medical Leave law (“MAPFML”). 

Employer Portal Updates
The Department enhanced its MAPFML employer portal to improve use and accessibility for leave administrators. Among other updates, the employer portal now provides a timeline of milestone dates; a ‘to do’ column for action items; access to an employee’s individual average weekly wage and weekly benefit amount for easier calculation of top-off payments; and an option to download a CSV file of leave data.

Exempt Private Plan Employer Reporting Deadline
Employers that meet their Paid Family and Medical Leave (PFML) law obligations through an approved M.G.L. c. 175M, sec. 11 private plan are required to maintain reports, information and records related to their approved plan and furnish required data to the Department of Family and Medical Leave (DFML) on request.

Employers who are self-insured, third parties who administer private plans, and private plan insurance carriers should be prepared to submit the required private plan data to the Department by August 31, 2025. The Reporting Templates for 2025 are available on the Department website at the Employer Private Plan Reporting Obligations page. The type of data required includes information about employee demographics, approved and denied claims, and benefit amounts paid. The Department uses the data to evaluate MAPFML program goals and promote integrity of private family and medical care plans. The Department may withdraw its private plan approval if an employer (or the party responsible for submission) fails to submit the report by the deadline.

Employers should enlist their benefits broker to assist in determining their types of plan and whether the reporting obligation is applicable.

Minnesota
Reminder: State’s Paid Leave Requirements
Employers wishing to learn more about the State’s Paid Leave for employees effective July 1 can access the State’s provided training session HERE.  Previous HR WIRE publications also included information for employers.

Missouri
Reminder: State Legislature Repeals State’s Paid Sick Leave - Eff Aug 28, 2025

New York
New! NY Sunsets Covid-19 Sick Leave – July 31, 2025
After July 31, 2025, New York employers no longer need to provide COVID-19 sick leave and can do away with any applicable policies.

Ohio
New! State Enacts Mini-WARN Act Requiring Notice Components in Addition to Federal WARN – Eff Sept 29, 2025
· New Ohio Revised Code § 4113.31 requires employers to provide 60 days’ advance notice of “plant closings” or “mass layoffs” to employees, unions, the state, and local government officials.
· Although the law mostly incorporates and tracks the federal Worker Adjustment and Retraining Notification Act (Fed WARN), it adds requirements for the information that must be included in the notices.

On July 1, 2025, Ohio Governor Mike DeWine signed House Bill No. 96, most of which related to the state’s operating budget for fiscal year 2026-2027. However, the bill also added a new code section that includes a state mini-WARN Act requiring employers to provide 60 days’ advance notice to employees, unions, and certain government officials whenever a “mass layoff” or “plant closing” occurs. The provision goes into effect on September 29, 2025.



Next Steps
Like Federal WARN, Ohio WARN involves complicated questions about whether a notice obligation exists, who must be counted, when notice must be given, and the elements of the notice. 
Potential action items for employers include:
· Plan reductions in force sufficiently in advance to comply with any Ohio WARN notice obligations. Ohio WARN requires notice elements that are more detailed than Fed WARN in many respects, and reserving additional time to prepare the notices may be important.
· Review and update any policies or other documents regarding reductions in force, layoffs, or protocols for closures to account for Ohio WARN requirements, including the additional notice elements.
· Provide training to personnel involved in reductions in force, layoffs, and closures to make them aware of the Ohio WARN requirements. Management, HR, and legal representatives should be trained to recognize situations involving potential Ohio WARN notice obligations so that sufficient notice may be provided.
· Consult experienced counsel before implementing layoffs or closures in Ohio. Fed WARN includes exclusions for employees who are not “countable” towards WARN notice thresholds as well as exceptions for unforeseeable business circumstances, faltering companies, and natural disasters, which Ohio WARN incorporates. There are also complicated questions about how to account properly for remote workers and WARN aggregation periods that can result in unexpected notice obligations. Such conversations should occur before individuals are laid off to manage notice obligations and to avoid retroactive notice triggers and other situations that may result in a WARN violation.

Rhode Island
New! Accommodations for Menopause & Expanded Protections for Race – Eff June 24, 2025
The laws below were passed recently and took immediate effect. They apply to employers with four (4) or more employees unless otherwise noted.

GROUNDBREAKING PROTECTIONS FOR MENOPAUSE
The Rhode Island Fair Employment Practices Act already required employers with at least four employees to provide reasonable accommodation related to pregnancy, childbirth, or a related medical condition, including lactation or the need to express breast milk for a nursing child. Effective June 24, 2025, the Act is amended to require employers to also provide reasonable accommodation for an applicant’s or employee’s menopause or related condition, including, but not limited to, “the need to manage the effects of vasomotor symptoms.”

Updated Notice
The reasonable accommodation amendment triggers an obligation for Rhode Island employers to display and distribute an updated Written Notice of Employee Rights.

ETC is releasing the applicable State Handbook Addendum reflective of a policy addressing such accommodations.

EXPANDED PROTECTIONS FOR RACE
The state now defines race to include traits historically associated with race, including hair texture and protective hairstyles, such as Afros, twists, and cornrows. While the law calls out hairstyles specifically, the change could result in wider applications, such as protections for dialect and styles of dress.
Employers should evaluate any policies that limit hairstyles, including policies that contain indirect restrictions, like those that limit length. If you feel that you can’t resolve a conflict between protected hairstyles and safety, we recommend consulting an attorney before taking adverse action against an employee.

Employer Takeaways:
· Update your Equal Employment Opportunity (EEO) policy to include traits associated with race, if your Handbook does not already include “traits historically associated with race, including hair texture and protective hairstyles, such as Afros, twists and cornrows”.  ETC’s released EEO Policy includes such references.   
· Review (and if needed, revise) your dress code, grooming, or appearance policies to ensure they don’t prohibit protected hairstyles or dress.
· Talk to managers and those involved in the hiring process about not making judgments about professionalism or cultural fit based on an applicant or employee’s hairstyle.

CAPTIVE AUDIENCE RESTRICTIONS
Employers of all sizes can’t take—or threaten to take—adverse action against an employee to get them to attend, or for not attending, an employer-sponsored meeting if its primary purpose is to express the employer’s opinion on religious or political matters (including labor organizing). The same applies to participating in or viewing communications for this purpose. These types of laws are primarily aimed at preventing employees from being forced to attend anti-unionization meetings.

The law contains several exceptions, including for communications that are legally mandated or essential for an employee’s job duties and many communications within religious institutions.

NEW WRITTEN NOTICE – PAYMENT OF WAGES – Eff January 1, 2026
The Amended Rhode Island Payment of Wages Act will require employers to provide all new hires with a written notice (in English) containing the following information:
· the employee’s rate of pay and basis thereof (e.g. hourly, salary, commission, etc.), and the specific application of any additional rates;
· allowances, if any, claimed for meals and lodging;
· the employer’s policy on sick, vacation, personal leave, holidays, and hours;
· the employee’s employment status and whether they are exempt from minimum wage and/or overtime;
· a list of deductions that may be made from the employee’s pay;
· the number of days in the pay period, the regularly scheduled payday, and the payday on which the employee will receive their first pay;
· the employer’s contact information, including the employer’s legal name and any operating names, the physical and mailing addresses of the principal place of business, and telephone number.

Employers must retain a copy of the notice, signed by each employee, acknowledging their receipt. Employers will be subject to a $400 fine for a first or second violation; subsequent violations are considered misdemeanors and may result in a minimum penalty of $400 and/or imprisonment of up to one year.

Texas
New! Upcoming Changes – Healthcare Non-competes in Texas – Eff September 1, 2025
A new Texas law that restricts the use of noncompete clauses in physician and other health care practitioner employment contracts entered into or renewed on or after September 1.  With Senate Bill 1318, signed by Governor Greg Abbott on June 20, 2025, Texas makes significant changes to its law governing noncompete clauses in physician and other health care practitioner contracts. The Texas amendment follows a recent nationwide trend to restrict or eliminate noncompete clauses in health care provider contracts. 

Provisions Overview
· Noncompete clauses must expire after one year and be limited to a five-mile radius from the practitioner’s main practice location
· The noncompete limitations cover physicians as well as dentists, nurses, and physician assistants
· Current contracts are not affected, but any new agreements or contract renewals on or after September 1 are subject to the new law

Employer Takeaways
With the adoption of SB 1318, health care employers may need to adjust their contract terms to align with the new legal landscape. Health care employers should consider the following steps before SB 1318 goes into effect on September 1, 2025:
· Update contract templates to reflect the one-year duration, five-mile radius, and buyout ceiling requirements for use in drafting new contracts entered into after the effective date.
· Include a defined “primary practice location” in contracts.
· Inventory existing contracts that will renew after September 1, 2025, and note how they may need to be amended to comply with SB 1318.
· Ensure termination procedures include clear documentation of when termination is for good cause, including provider conduct or job performance issues that prompted the termination.

New! State Expands Medical Marijuana Law – Eff September 1, 2025
Texas permits the use of low-THC medical marijuana to treat certain health conditions – and a new law will significantly expand the program starting September 1. In addition to changing the measurement of allowable THC levels, HB46 adds qualifying health conditions, authorizes more dispensaries, and expands permissible cannabis products (like lotions and some vapes). 

This means Texas employers may see an uptick in employee cannabis use and accommodation requests. Notably, the new law does not provide employment protections.

What’s Changing Under the New Law?
· The Texas Compassionate-Use Program (TCU) has been on the books since 2015, but it was historically too limited to be widely considered a comprehensive medical marijuana program.
· The CUA has authorized specially licensed physicians to recommend low-THC cannabis products to patients with certain medical conditions for the past decade. This includes epilepsy, seizure disorders, multiple sclerosis, spasticity, amyotrophic lateral sclerosis, autism, cancer, post-traumatic stress disorder, and incurable neurodegenerative diseases.
· During the latest legislative session, Texas lawmakers passed and Governor Abbott signed HB46, which expands the qualifying medical conditions to include conditions that cause chronic pain, traumatic brain injuries, Crohn's disease or other inflammatory bowel disease, terminal illnesses or other condition for which the patient is receiving hospice or palliative care, and medical conditions that are approved for cannabis use as part of research programs.
· The new law changes the allowable amount of THC from 1% by weight to 10 milligrams per dose and 1 gram per package. It also authorizes more dispensaries, and permits additional cannabis products, including lotions, patches, and certain vapes and inhalers (though smoking is not allowed).
· Although the Texas Compassionate-Use Program is still limited compared to other states, the expansion under HB46 has led some advocates to now consider Texas the 40th state with a comprehensive medical marijuana program.
· Still, the Texas CUA does not create employment protections for workers, and the upcoming revisions to the law will not change that. But that doesn’t mean employers should ignore potential risks. For example, we expect to see employees raise arguments under the Texas Labor Code, which says:

An employer does not commit an unlawful employment practice by adopting a policy prohibiting the employment of an individual who currently uses or possesses a controlled substance as defined in Schedules I and II of the Controlled Substances Act … other than the use or possession of a drug taken under the supervision of a licensed health care professional or any other use or possession authorized by the Controlled Substances Act or any other federal or state law.

While employers will maintain that cannabis is still illegal under federal law and thus may continue to take the position that applicants and workers are not entitled to workplace protections for their cannabis use, we may see plaintiffs' attorneys challenge denials of accommodation under this state law.

Washington
Reminder! State Enacts Mini-WARN Act – Eff July 27, 2025
Under the federal WARN Act a covered employer who plans to close a facility or implement a mass layoff must provide 60 days’ advance notice to the affected employees, the designated state agency, and any union representing the affected employees.

Effective July 27, 2025, Washington joins many other states that have their own “mini-WARN Act.” Consequently, employers considering layoffs in Washington state need to review both the federal WARN Act and Washington’s new mini-WARN Act to see if the layoff is covered, and if so, to ensure compliance with all requirements under either (or both) statutes.

Key Differences with Mini-WARN Act:
The Washington mini-WARN Act is similar in many ways to the federal WARN Act, but there are some important key differences:
· Covered Employers: The federal WARN Act applies to private sector companies with either 100 full-time employees or 100 employees (full-time and part-time) if those employees collectively work at least 4,000 hours per week (not including overtime hours). The Washington WARN Act applies to a private sector employer with 50 or more full-time Washington employees.
· Under both statues, “full-time employees” are those who work at least 20 hours a week and worked for the employer at least six months out of the 12 months preceding the date notice must be given (note, if the applicable collective bargaining agreement has a different definition that applies).
· Mass Layoffs: Both statutes apply to “mass layoffs” but the definitions of “mass layoff” are significantly different. Under the federal WARN Act, a mass layoff occurs when (a) 500+ full-time employees lose their jobs, or (b) if 50-499 full-time employees lose their jobs and they represent at least 33% of the employer’s total active full-time workforce. Under the Washington mini-WARN Act, a “mass layoff” occurs when 50 or more full-time employees lose their jobs, regardless of what percentage of the workforce they represent.
· Plant/Business Closure: Under both federal and state acts, a plant/business closure occurs when 50+ full-time employees at a single site or operating unit are laid off.
· Short-term Layoffs: Both statutes have exceptions from coverage under the statute for short-term layoffs (less than six months) even if such layoffs would otherwise be covered. In the case of a short-term layoff of less than three months, however, if the employer later extends that layoff period beyond three months, Washington requires the employer to provide notice to the employees of the extension when it becomes reasonably foreseeable that the extension is required. If the circumstances leading to the extension of a layoff of up to three months were reasonably foreseeable at the time the layoff began, the initial layoff may trigger possible liability for failing to give the 60-days’ advance notice.
· Notices: Both statutes require certain information to be in the 60-days’ advance notice, but there are some differences. Covered employers should make sure their notices comply with both.
· Employees on Paid Family Medical Leave (PFML) leave: A specific Washington provision is that if a mass layoff is involved, employees currently on Washington PFML cannot be included in the layoff.

These are some of the main differences between the federal WARN Act and the new Washington mini-WARN Act. Both statutes are detailed in application, however, and there are other subtle differences.

Employer Takeaways: 
· Employers considering job eliminations, layoffs (permanent or temporary), or facility closures in Washington state should consult with counsel to determine if either or both the federal WARN Act or the Washington mini-WARN Act apply.
· Employers implementing short-term layoffs need to carefully consider the length of those layoffs, given the potential penalties if a layoff less than three months is extended.



There are many mid-year compliance obligations & updates.  Review the previously reported supplemental HR WIRE publication to ensure you are fully aware of all applicable state compliance obligations.



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

Alaska
· State’s Captive Audience Ban – Eff July 1, 2025
· Updated Min Wage & Saley Exempt Salary 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 13, 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 Clarifies Gender Expression -  May 16, 2025
· State Clarifies Job Protection Rules Under FAMLI Leave – July 1, 2025
· Biometric Information Requirements – July 1, 2025
· State Enacts Significant Wage & Hour Amendments – Aug 6, 2025
· State Adds to FAMLI Leave – NICU Baby Stays - Jan 1, 2026
· 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
[bookmark: _Hlk183166057]Delaware
· 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
· Minimum Wage Increase – Eff July 1, 2025
· Universal Paid Leave Act’s Paid Family Leave Notice – Feb 1, 2025
Georgia
· State Eliminates Subminimum Wage – July 1, 2025
Illinois
· City of Chicago Minimum Wage & Fair Workweek Threshold Increase Regulations - July 1,2025
· 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
Iowa
· State Requires Equal Treatment for Employees Who Adopt Children (Parity for Adoptive Parents) - July 1, 2025
· State Drug Testing Regulatory Updates – 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 2028
· 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 Annually (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 Annually
· 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’s Amended Earned Sick Time –Feb 21, 2025 UPDATE: March 23 & Oct 1 (Small Employers)
· State Expands Child Labor Protections – April 2 & Oct 2, 2025
· 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]State Amends Paid Sick Leave & PFML – July 1, 2025
· St. Paul’s Increased Minimum Wage – July 1, 2025
· Minneapolis Amends Anti-Discrimination Regulations - Aug 1, 2025  
· State Amends Meal & Rest break Requirements – January 1, 2026
· 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
Montana
· State Expands Protections for Elected Officials – Retro Effective Date Jan 1, 2025
Nebraska
· State Enacts & Amends Paid Sick Leave – Sept 15, 2025 (Notice to Employees) & Oct 1, 2025, for Leave
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
· State Adds Lactation Protections – July 1, 2025
· 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 Paid Sick Leave Rule for Prenatal Leave – July 2, 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 
· State Allows Electronic Labor Notice Postings – July 21, 2025
· Cleveland Bans Employer Salary Inquiries & Pay Transparency – Oct 27, 2025
· State Enacts Wage Statement Regulations – Eff April 9, 2025
Oregon
· Updated Min Wage – July 1, 2025
· State Expands Age Discrimination Protections – Sept 28, 2025
· State Expands Wage Statement Requirements to Time of Hire – Jan 1, 2026
· State Allows Sick Leave Use for Blood Donation – Jan 1, 2026
· 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
· Philadelphia Enacts POWER Act Expanding Worker Protections – May 27, 2025
· Pittsburg Increases Paid Sick Leave – Jan 1, 2026
· 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
Vermont
· State Expands Parental & Family Leave – July 1, 2025
· 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]Washington
· Updated Local Minim Wage Changes – July 1, 2025
· Protection from Coercion Based on Immigration Status – July 1, 2025
· Limits of Driver’s License Requirements – July 1, 2025
· State Enacts Mini-WARN Act – July 2025
· Equal Pay & Opportunities Act & Amendments – Salay Ranges on Job Postings - July 1, 2025
· Employee Access to Personnel Records Regulations – July 27, 2025
· State Paid Sick Leave to Cover Immigration Proceedings – July 27, 2025
· State Expands Criminal History Law – Eff July 1, 2026 & July 1, 2027
· State Amends PFML to Limit Stacking & Expansion of Job Protection – Jan 1, 2026
· State Passes Leave, Job Protections for Hate Crimes – Jan 1, 2026
· State Announces PFML Premium Rate for 2025 – Jan 1, 2025
· State Expansion of Paid Sick Leave (SB 5793) – Jan 1, 2025
West Virginia
· State Regulatory Changes – Hiring Preference Military Spouses & Work Permit Requirements for Minors - July 2025
Wisconsin
· Wisconsin Arrest Record Protections Clarified by State Supreme Court – Reported May 2025


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