[image: Logo

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

November 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 

New Federal Labor Notices 
· No updates

New State Labor Notices
· AZ – updated state Minimum Wage Notice
· Flagstaff – updated Minimum Wage Notice
· Tucson – updated Minimum Wage Notice
· MA – updated Minimum Wage Notice & Paid Family and Medical Leave (PFML) Notice
· MN – 
· REMINDER: Starting January 1, 2026, Minnesota’s new Paid Leave Program will allow employees to take paid time off for major life events, including caring for a new child, recovering from a serious health condition, or supporting a family member. Employers must inform employees of their rights under this program by December 1, 2025, through both a workplace posting and individual written notice. The Paid Leave Notice must be displayed in a visible location.
· New Paid Family & Medical Leave Notice & Sample Employee Notice
· Additionally, Minnesota’s minimum wage will increase to $11.41 per hour, with a training wage of $9.31 per hour, effective the same date. Updated Minimum Wage Labor Notice 1.1.26
· MO – updated Minimum Wage Labor Notice
· MT - Updated Minimum Wage Labor Notice. Beginning January 1, 2026, Montana’s Minimum Wage will increase from $10.55 to $10.85 per hour.  
· OH – updated Minimum Wage Notice for Jan 1, 2026
· PA –Veterans’ Benefits & Services Notice required of employers with 50 or more FTEs
· SD – Updated Minimum Wage Labor Notice. Beginning January 1, 2026, South Dakota’s minimum wage will increase from $11.50 to $11.85 per hour. 
· VT – updated Minimum Wage Notice
· WI – updated Unemployment Benefits Notice


New! State Handbook Addendum Updates – November Releases
No Releases accompanying the November WIRE.

Section added to the month HR WIRE publications reducing separate e-blast notifications for State Handbook Addendum updates.

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][bookmark: _Hlk213071256]Reminders & Alerts
New! Reducing Risk at Holiday Parties
Holiday parties offer a great opportunity to connect with coworkers and colleagues, and yet, everyone has heard stories of holiday parties gone bad. 
Employers should consider the risks of providing or permitting the consumption of alcohol. A party can be made safer by hiring professional bartenders who know how to spot and diplomatically cut off people who’ve had enough. Distributing drink tickets to limit consumption is another option, and offering free rides home for people who have overindulged is also another good idea to protect employees and the organization.
Event coordinators and vendors should ensure that intoxicated individuals aren’t served as employers could potentially be subject to liability if they allow employees to be overserved and there’s a car accident.  As mentioned, employees who are intoxicated shouldn’t be permitted to drive.  

Holiday parties may also increase the risk of harassment complaints, as the celebration and alcohol consumption tends to lower inhibitions. Be vigilant in investigating any claim of inappropriate harassment arising out of a holiday party. Additionally, managers should be reminded that if they see inappropriate behavior at a celebration, they have the same obligation to report and correct the issue.

Attached is a Risk Mitigation Checklist which may be helpful.

New! Benefit Plans Starting November 1 - Employer’s CMS Part D Creditable Coverage Online Disclosure – December 31, 2025

New! EEOC Releases Guidance on National Origin Discrimination and Anti-American Bias
On Nov. 19, 2025, the U.S. Equal Employment Opportunity Commission (EEOC) released new materials on national origin discrimination, including a technical assistance document, Discrimination Against American Workers Is Against the Law, and updates to its national origin webpage. The new materials reflect the EEOC’s efforts to combat national origin discrimination, with a focus on anti-American national origin bias. 

Overview of New Guidance
Title VII of the Civil Rights Act prohibits employers with 15 or more employees from discriminating against applicants and employees on the basis of their national origin. The EEOC technical guidance provides guidance specifically on national origin discrimination against American workers in favor of foreign workers. The guidance provides examples of discrimination against Americans in the workplace, including:

Discriminatory job advertisements, including ads that say the employer prefers or requires applicants from a particular country or with a particular visa status;

Disparate treatment, including discrimination in the terms, conditions or privileges of employment, including but not limited to hiring, firing, job assignments, compensation, training, fringe benefits, promotion and demotion. Examples of disparate treatment include firing American workers who are on the “bench” between assignments at a higher rate than employees on guest visas or making it more difficult for applicants from one national origin to apply for positions;

Harassment based on national origin, including unwelcome remarks or conduct based on national origin. Harassment is illegal when it results in an adverse change to a term, condition or privilege of employment, or is so frequent or severe as to be intimidating, hostile or abusive; and

Retaliation by an employer because an individual engaged in protected activity, such as objecting to national origin discrimination, participating in an investigation or filing a charge.

The guidance further clarifies that Title VII’s protections apply across all terms and conditions of employment, including hiring, firing, job assignments, training, benefits, and layoffs. The guidance further states that business reasons, including customer or client preference, cost of labor or beliefs regarding the productivity of certain groups, do not excuse an employer’s decision to hire foreign workers over American workers.

Given the heightened scrutiny, employers are encouraged to review and update their policies, recruiting practices, compensation systems, and workplace conduct standards to ensure they do not favor workers of particular national origins or visa statuses.

New! Rhode Island and Massachusetts Have Special Laws Regarding Work on Holidays
While many employers offer most or all federal holidays off work for their employees, federal law does not require private employers to provide days off for traditionally recognized holidays.  That said, some states have holiday regulatory requirements applicable to holidays. 
Specifically, Rhode Island requires premium pay at a rate of time and a half for most employees if they are required to work on New Year’s Day, Memorial Day, Juneteenth, Independence Day, Victory Day, Labor Day, Indigenous Peoples/Columbus Day, Veterans Day, Thanksgiving or Christmas. This holiday premium pay requirement does not apply to doctors, dentists, attorneys, accountants, supervisory employees, hotel and restaurant workers and a few other groups of employees.
Additionally, Massachusetts does not require premium pay, but its Blue Laws place restrictions on when employees can work on holidays. Retail workers are not allowed to work on Columbus Day (before noon), Veterans Day (before 1 pm), Thanksgiving, or Christmas unless the police have granted their employer a permit. Businesses can operate without a permit on New Year’s Day, Memorial Day, Juneteenth, Independence Day, Labor Day, Columbus Day (after noon), and Veterans Day (after 1 pm), but retail employees have the right to refuse to work on those dates. Businesses may operate without restriction on Martin Luther King Day, President’s Day, Evacuation Day, Patriots’ Day, and Bunker Hill Day. Manufacturers face similar restrictions under the Blue Laws, but their schedule is slightly different. No work without a permit is allowed on Memorial Day, Independence Day, Labor Day, Columbus Day (before noon), Veterans Day (before 1:00), Thanksgiving, and Christmas.

Update:  “One Big Beautiful Bill Act” (OBBBA) IRS Gives Employers Relief on 2025 Tip & Overtime Reporting
Since the enactment of the “One Big Beautiful Bill Act” (OBBBA) on July 4, 2025, employers have awaited guidance on recordkeeping and reporting obligations related to the law’s “no tax on tips” and “no tax on overtime” deductions. The IRS has now announced that, for the 2025 tax year, employers will not be penalized for not separately reporting tips or overtime pay on tax forms, giving organizations time to adjust to these significant changes. While this transition relief eases immediate compliance concerns, new reporting requirements will take effect in 2026, and employers should use this period to review payroll systems and recordkeeping practices. Employers are also encouraged to help employees claim available deductions by providing information about their tips and overtime and should stay alert for further IRS guidance as implementation continues.

Recap of the Tip and Overtime Deductions
The “no tax” term is a bit misleading. Both the “no tax on tips” and “no tax on overtime” provisions actually create limited income tax deductions for qualifying individuals, rather than making tips or overtime entirely tax-free. Importantly, these deductions do not affect the taxability of tips or overtime pay for Social Security and Medicare (FICA) taxes.
As discussed in our (Ackerman, LLP’s) earlier blog post here, the OBBBA introduced two new deductions for individuals, which also raise several compliance questions for employers:
· No Tax on Tips: Employees (and self-employed individuals) in occupations that “customarily and regularly” receive tips may claim an above-the-line deduction for up to $25,000 in “qualified tips” from their taxable income.
· No Tax on Overtime: Workers may deduct up to $12,500 in “qualified overtime compensation” from their income subject to federal income tax ($25,000 for joint filers).
The OBBBA left several questions unanswered, including (1) how should employers account for and report a worker’s qualified tip amount; (2) which occupations qualify for the tip deduction; and (3) how should employers account for and report qualified overtime compensation? The IRS is working to address these uncertainties, which, if left unaddressed, have the potential to frustrate employers preparing for the 2026 tax season. Notably, the OBBBA allows employers to “approximate” the amount of “qualified overtime compensation” using a “reasonable method,” but further IRS guidance is still pending on what constitutes a “reasonable method.”
On November 5, 2025, the IRS issued Notice 2025-62, providing penalty relief to employers for tax year 2025 relating to the new reporting requirements for qualified tips and qualified overtime compensation under the OBBBA. This means employers will not be penalized for failing to separately report qualified tips or the occupation of the workers receiving such tips, or for failing to report the total amount of qualified overtime compensation. In its news release, the IRS acknowledged that “employers and other payors may not currently have the information required to be reported under the [OBBBA], or the systems or procedures in place to be able to correctly file the additional information with the IRS, or SSA in the case of a Form W-2, and provide it to employees and other payees.”
The IRS encourages employers to provide employees, particularly those in tipped occupations, with their occupation codes and a separate accounting of cash tips, so employees can claim the deduction for qualified tips for tax year 2025. The IRS likewise encourages employers to provide employees with separate accountings of overtime compensation, so that they can claim the deduction for qualified overtime compensation for tax year 2025. Employers can make the information available to employees through an online portal, written statements, or (in the case of qualified overtime compensation) in box 14 of Form W-2.
Qualifying Occupations and Qualified Tips
To qualify for the “qualified tip” deduction under the OBBBA, a worker must be in an occupation that “customarily and regularly” receives tips and must receive qualified tips. On September 19, 2025, the IRS issued proposed regulations identifying nearly 70 occupations that qualify, grouped into eight categories: (1) beverage and food service; (2) entertainment and events; (3) hospitality and guest services; (4) home services; (5) personal services; (6) personal appearance and wellness; (7) recreation and instruction; and (8) transportation and delivery.
The IRS explained that the proposed list was drafted “based on a review of IRS data, legislative history, and survey data regarding tipped occupations and the presence of certain factors demonstrating that those occupations customarily and regularly received tips.” Notably, certain occupations, such as dishwashers, are included even though they do not typically interact with customers for purposes of the Fair Labor Standards Act (FLSA). The IRS explained that “certain occupations that may not involve direct interactions with customers should still be considered occupations that customarily and regularly received tips if employees in such occupations participated in tip-sharing arrangements such as tip pooling or tip-outs with employees who do interact with customers.” Employers should review the preliminary list to determine whether they have employees who meet the proposed definition of “occupations that customarily and regularly received tips.”
Other important limitations on the qualified tips provision include:
1. Voluntary Tips Only: “Qualified tips” must be paid voluntarily by the customer and not subject to negotiation. This means that qualified tips do not include automatic service charges (i.e., an automatic added service charge for large parties if there is no option for the customer to disregard or modify it).
2. Illegal Activity Exclusion: Any amount received for illegal activity, prostitution services, or pornographic activity is not a qualified tip.
3. Income Phase-Out: The deduction phases out for taxpayers with modified adjusted gross income over $150,000 ($300,000 for joint filers).
4. Certain Service Business Excluded: Certain specified service trade or business activity is excluded from this provision. Those trades or businesses include: (a) performance of services in the fields of health, law, accounting, actuarial science, performing arts, consulting, athletics, financial services, brokerage services, or any trade or business where the principal asset of such trade or business is the reputation or skill of one or more of its employees or owners, or (b) those involving the performance of services that consist of investing and investment management, trading, or dealing in securities, partnership interests, or commodities.
On August 5, 2025, the IRS issued a news release announcing that Forms W-2 and 1099 for tax year 2025 would not be updated to account for the changes implemented by the OBBBA. Thus, employers are to use the current Forms W-2 and 1099 for tax year 2025, which do not have separate boxes for reporting qualified tips or qualified overtime compensation. Employers should prepare to comply with updated reporting requirements for tax year 2026 and ensure adequate systems are in place to track this type of compensation starting on January 1.
In fact, the IRS has already released a draft Form W-2 for tax year 2026, which is intended to address the new reporting requirements under the OBBBA for tipped and overtime workers. The draft Form W-2 includes a new Box 14b for employers to report the employee’s qualifying occupation (a “Treasury tipped occupation code”). The draft instructions direct employers to use Box 12 to report the employee’s “qualified tips” using code “TP” and “qualified overtime compensation” using code “TT.” The draft form is for informational purposes only and should not be used for tax year 2025, but it provides insight into future reporting requirements and can help employers plan system changes.
The IRS is expected to continue releasing guidance on the OBBBA requirements. In the meantime, employers should continue to maintain accurate records and plan ahead for new tracking and reporting requirements. While employers can avail themselves of the penalty relief in Notice 2025-62 for not reporting qualified tips or qualified overtime compensation on the relevant Forms W-2 and/or 1099 for tax year 2025 (as long as the forms are otherwise accurate, complete, and timely), employers should still make this information available to employees. Because not all tips or overtime may qualify, employers should review existing tip and overtime policies in light of the OBBBA and recent IRS guidance to determine applicability.
-November 18, 2025 Blog Post Article published by Ackerman, LLP

Reminder: Annual Medicare Part D Notice – Deadline December 31, 2025
Health plans and issuers must annually submit an attestation of their compliance with the gag clause prohibition to the Departments. Attestations are due on Dec. 31 of each following year, covering the period since the last attestation. The deadline for submitting the next attestation is Dec. 31, 2025. 
[bookmark: _Hlk197515717][bookmark: _Hlk181114275]


Recap Previously Published:
· EEOC Increases Penalty for Violations of “Know Your Rights: Workplace Discrimination” Notice-posting Requirements – Final Rule Published Sep 30, 2025
· DHS Ends Automatic Extension of Employment Authorization – Oct 30, 2025
· Benefit Plans Starting September 1 - Employer’s CMS Part D Creditable Coverage Online Disclosure – October 31, 2025
· Treasury Dept Issues List of Jobs Qualifying for new Tip Income Deduction under “One Big Beautiful” Act
· IRS Raises ACA Affordability Threshold for 2026 Plan Year
· DOJ Defines “Illegal DEI,” Warns Recipients of Federal Funds to Take Notice
· DOL Ceases Enforcement of Liquidated Damages in FLSA Investigations
· FTC Ends Pursuit of Non-Compete Prohibition
· Navigating Employee Political Speech: Considerations for Employers
· One Big Beautiful Bill Act: Overtime and Tips Taxes
· One Big Beautiful Bill Act: Expanded Telehealth Relief and Student Loan Repayment Benefits
· One Big Beautiful Bill Act: Workplace Immigration Enforcement
· OSHA Issues Updated Penalty & Debt Collection Guidelines to Support Small Businesses – Eff July 14, 2025
· 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: _Hlk202784934][bookmark: _Hlk183166882]
California
New! Los Angeles Updates Freelance Woker Protections Ordinance
With the California Freelance Worker Protection Act (FWPA) now in effect statewide as of January 1, 2025, the City of Los Angeles recently revised its Freelance Worker Protections Ordinance (FWPO) to clarify how the two laws interact. These updates are important for both freelance workers and hiring entities operating in or around Los Angeles.

Read more about the Key Distinction: State vs. City Coverage in Littler’s November 12th ASAP publication HERE

Reminder: State’s Annual Workplace Rights Notices – Deadline Feb 1, 2026
Starting February 1, 2026, California employers must provide stand-alone written notices to all current employees informing them of certain compensation, union organizing rights, and certain constitutional rights. On October 12, 2025, Governor Gavin Newsom signed (Senate Bill (“SB”) 294) into law, which codifies the Workplace Know Your Rights Act. The law also clarifies employers’ duties if an employee is arrested during work.

· By January 1, 2026, the Labor Commissioner will provide a template notice for employers and also develop video resources on the law’s rights and requirements.
· By February 1, 2026, employers must provide the notice to all current employees.
· By March 30, 2026, employers must give employees—and any new hire—the opportunity to designate an emergency contact to be reached in the event of the employee’s arrest.

Notice Requirements and Covered Employees
Employers should provide updated notices annually thereafter, and to new employees upon hire. Employers must provide the notice in the appropriate language depending on the employee. English is sufficient for any language not provided in a template notice. The law covers all current employees.

[bookmark: _Hlk213072415]Reminder: Personnel Records Changes – Eff Oct 11, 2025
SB 513 amends Labor Code Section 1198.5 , signed into law of October 11th, to make education and training records explicitly part of the “personnel records” that current and former employees (or their authorized representatives) have the right to inspect and copy.  Employers who do not typically send these records to an employee’s personnel file must now do so and must further ensure they include all required information.

Failing to meet these requirements can expose employers to penalties, including criminal liability. SB 513 also enforces transparency and accountability in workforce development, making training documentation a legal obligation

Reminder: State Increases Computer Professional Exemption Wage Rate – Jan 1, 2026
[bookmark: _ftnref1][bookmark: _ftnref2][bookmark: _ftnref3][bookmark: _ftnref4]Each year, the California Department of Industrial Relations (DIR) sets the compensation threshold for the California computer professional exemption. [1], [2] On October 28, 2025, the DIR published a memo increasing the compensation threshold to $122,573.13 annually ($10,214.44 monthly), or an hourly wage of $58.85. [3] These new rates are set to take effect on January 1, 2026. This reflects an increase of 3.3% over 2025 rates and aligns with inflation rates over the last year as measured by the California Consumer Price Index (CPI). [4]
California employers must ensure that compensation rates for computer professionals meet new compensation thresholds as of January 1, 2026.

On January 1, 2026, California’s minimum wage will increase from $16.50 to $16.90 per hour.

Certain industries in the state of California, such as fast food and healthcare, are subject to higher minimum wage thresholds than the state’s minimum wage. Fast food workers currently earn a minimum of $20 per hour. The healthcare worker’s minimum wage is based on a tiered system, which is higher than the state’s minimum wage, and which is set to increase on July 1, 2026.

A myriad of additional Local & County Minimum Wages are also being updated. Access the provided CA Dept of Industrial Relations provided resource HERE

Reminder:  State Adds Leave Rights–Victims, Jurors & Witnesses – Oct 1, 2025 & Jan 1, 2026
Overview: Victim, juror and witness leave may qualify under the paid sick leave law starting January 1, 2026

California has amended the state’s nondiscrimination laws to expand the laws’ robust employee leave rights for victims. The amendments also added paid sick leave rights under the California Healthy Workplaces, Healthy Families Act for victims, jurors and witnesses.

California’s Government Code already prohibits all employers from discharging, discriminating or retaliating against employees who take unpaid time off to serve as a juror or witness or to seek certain services as victims of qualifying acts of violence. 
Effective Jan. 1, 2026, the prohibition is expanded to protect employees who are victims of specific crimes (or whose family member is a victim) from taking time off to attend judicial proceedings related to those crimes. The judicial proceedings include, but are not limited to, delinquency proceedings, post-arrest release decisions, pleas, sentencings, postconviction release decisions or any proceeding where a right of the employee is an issue.
The new prohibition applies to victims (and family members) of serious or violent felonies, theft or embezzlement, or direct or threatened physical, psychological or financial harm as a result of the attempt or commission of the following: vehicular manslaughter while intoxicated, felony child abuse likely to produce great bodily harm or death, assault resulting in the death of a child under 8 years of age, felony domestic violence, felony physical abuse of an elder or dependent adult, felony stalking, solicitation for murder, a serious felony, hit-and-run causing death or injury, felony driving under the influence causing injury, and sexual assault.
Effective Oct. 1, 2025, the right to use paid sick leave under the Healthy Workplaces, Healthy Families Act applies to the juror and witness leaves provided in the nondiscrimination law as well. The amendments clarify that victims of qualified acts of violence may also use paid sick leave under the law.
Employees may use available vacation, personal leave, paid sick leave or comp time during the otherwise unpaid leave described above that takes effect Jan. 1, 2026. 
ETC will review further and publish an updated State Handbook Addendum, if needed. 
Reminder:  State Amends Annual Pay Data Reporting Requirements – Jan 1, 2026 & 2027
On Oct. 13, 2025, California amended the California Fair Employment and Housing Act’s (FEHA) pay data reporting requirements to modify storage requirements and impose mandatory penalties, effective Jan. 1, 2026, and to increase the number of job categories, effective Jan. 1, 2027, for employers with 100 or more total employees (with at least 1 employees or workers hired through labor contractors in the state).

This annual workforce pay data report requirements is filed with the California Civil Rights Department (CRD) and  must include the number of employees by race, ethnicity and sex in each of 10 job categories.

Effective Jan. 1, 2026:
Employers and labor contractors must collect and store demographic data separately from personnel records; and
A court must impose a penalty if the CRD requests a penalty be imposed on an employer for failure to file a pay data report. Previously, courts could, but were not required to, impose penalties. However, the penalty amounts ($100 per employee for the first failure and $200 per employee for each subsequent failure) remain the same.

Employer Takeaway: Employers may review and update existing workforce data collection and storage practices to ensure such data is separated from personnel records. In addition, employers may consider taking steps now to ensure they are able to report workforce data using the updated job categories when the new categories take effect.  

Reminder: State Amends Annual Pay Transparency & Equal Pay Laws – Jan 1, 2026
On Oct. 8, 2025, California amended its pay transparency law (under SB 642) and the California Equal Pay Act (CEPA). 

The amendments clarify the pay scale that is to be included in job postings under the pay transparency law and extend the statute of limitations, amend damages calculations and create new definitions under the CEPA. 
The amendments take effect Jan. 1, 2026. 

Employer Takeaway:  Employers may wish to begin reviewing existing job postings to ensure that they reflect the amount to be paid upon hire and other equal pay practices to ensure they comply with the updated CEPA definitions of “sex,” “wages” and “wage rates” to ensure compliance.

Pay Transparency Amendment
· California employers with 15 or more employees must include the pay scale for a position in all job postings. 
· All employers must disclose the pay scale to employees and applicants upon request. 
· The amended law clarifies that the pay scale must be a good-faith estimate of the salary or hourly wage range that the employer reasonably expects to pay for the position upon hire. 
· CEPA prohibits all employers in the state from discriminating in the payment of wages based on sex, race or ethnicity for substantially similar work.
· Amended CEPA adopts the definition of “sex” used in the California Fair Employment and Housing Act (FEHA). Under the FEHA, sex includes but is not limited to pregnancy, childbirth, breastfeeding or related medical conditions, and gender (including gender identity and gender expression).
· Amended CEPA also defines “wages” and “wage rates” to include all forms of pay, including but not limited to salary, overtime pay, bonuses, stock, stock options, profit-sharing and bonus plans, life insurance, vacation and holiday pay, cleaning or gasoline allowances, hotel accommodations, reimbursement for travel expenses, and benefits.  

Reminder: State Bans TRAPs & Stay-or-Pay Provisions – Jan 1, 2026
On Oct. 13, 2025, California passed a bill to ban certain training and retention repayment provisions (TRAPs) and other stay-or-pay provisions in employment contracts. The new law takes effect Jan. 1, 2026.  

For contracts entered into on or after Jan. 1, 2026, employers will be prohibited from including in any employment contract or requiring, as a condition of employment, a contract term that does any of the following:
Requires the worker to pay an employer, training provider or debt collector for a debt if the worker’s employment or work relationship with a specific employer terminates;
Authorizes the employer, training provider or debt collector to resume or initiate collection of or end forbearance on a debt if the worker’s employment or work relationship with a specific employer terminates; or
Imposes any penalty, fee or cost on a worker if the worker’s employment or work relationship with a specific employer terminates. 

Employer Takeaway: Employers can begin reviewing and updating existing contract templates to ensure they do not contain any unlawful TRAPs or stay-or-pay provisions. Employers may also consider revising any unlawful contracts or repayment programs to comply with one of the law’s enumerated exceptions.

Reminder: State Expands CalWARN Notice Content Requirements – Jan 1, 2026
On Oct. 1, 2025, California amended the California Worker Adjustment and Retraining Notification Act (CalWARN) (SB 294) to add additional content requirements for notices of mass layoffs, relocations or terminations. The new requirements take effect on Jan. 1, 2026. 

Overview
CalWARN requires employers that operate a covered establishment (a facility employing 75 or more employees in the preceding 12 months) to provide at least 60 days’ advance notice to affected employees and certain government parties of any mass layoff, relocation or termination of a covered establishment. 

The notice must include all of the elements required under the federal WARN Act.  

Effective Jan. 1, 2026, CalWARN will require employers to provide the following information in addition to existing requirements in any required notices:
· An indication of whether the employer plans to coordinate services, such as a rapid response orientation, through the local workforce development board or a different entity, or does not plan to coordinate services;
· A functioning email and telephone number of the local workforce development board and the following description: “Local Workforce Development Boards and their partners help laid-off workers find new jobs. Visit an America’s Job Center of California location near you. You can get help with your resume, practice interviewing, search for jobs and more. You can also learn about training programs to start a new career.”;
· A description of CalFresh, the statewide food assistance program, the CalFresh benefits helpline and a link to the CalFresh internet website; and
· A functioning email and telephone number of the employer for contact.

Additionally, if the employer chooses to coordinate services with the local workforce development board or another entity, the employer must arrange services within 30 days from the date of the notice. 

Reminder: State Law Expands Unpaid Wage Judgement Enforcement – Jan 1, 2026
On Oct. 13, 2025, California enacted a new law that expands unpaid wage judgment enforcement by introducing triple penalties, mandatory attorney fees and broad prosecutorial authority for the labor commissioner’s office. The new takes effect on Jan. 1, 2026. 

Employer Takeaway: Considering California’s new unpaid wage judgment enforcement, employers should identify and resolve any DLSE orders, decisions or wage judgments before penalties accrue. If employers have outstanding orders, decisions or wage judgments, they can comply with the settlement or payment plan to avoid any penalties under the new law.

[bookmark: _Hlk205277445]Reminder: State Regulation IVF Coverage Mandate – Eff 2026
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.
[bookmark: _Hlk184194094]
Colorado
Reminder: 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.

Delaware
[bookmark: _Hlk213073206]Reminder: Paid Family & Medical Leave Labor Notice – 
Distribution Deadline Dec 2, 2025
	By December 2, 2025, employers are required to give the Notice of Employee Rights to all employees for a second time (this notice was also required in 2024). This needs to be provided to new employees upon hire, when an employee requests leave, or when an employer learns the employee might need leave.


Illinois
Reminder: Changes to IL Employee Blood & Organ Donation Leave Act – Eff Jan 1, 2026
Employer Takeaway: Illinois HB 1616, signed into law on August 15, 2025, has made several important changes to the Employee Blood and Organ Donation Leave Act. There remains confusion relating to whether the leave must be paid. However, there is time and hope for the Illinois Department of Public Health (IDPH) to issue new regulatory guidance for the amended version of the regulation which the General Assembly website for Public Act 104-0193 states that the changes go into effect (as opposed to the amendment itself).

In 2023, Illinois amended the Employee Blood Donation Leave Act ( 820 ILCS 149 et seq.) to apply all full-time employees in Illinois, including those who work for private employers.

The Act applies to employers in the state with 51 or more employees. As implied in its title, the Act has two components, blood donation and organ donation. The blood donation component of the Act applies to full-time employees and requires employers to provide employees with up to one hour of leave for blood donations every 56 days. “Full-time” is not specifically defined in terms of number of hours per week, but the Act does require a participating employee to have been employed for 6 or more months.

Regarding the organ donation component, the Act will now also apply to part-time employees. “Part-time” is also not defined, which would presumably mean that the requirement for providing leave for organ donation will apply to any employee who works any number of hours for an employer in the state with 51 or more employees.

Confusion remains in determining whether the employer must pay the employees for the 10 days of leave or must merely allow an employee to take the time off (and/or use any accrued paid leave).
· Section 3 of the Act states that the Act is “intended to provide time off with pay” to allow employees in the state to donate blood or an organ. But while the intent may be stated, the actual language of the Act does not actually accomplish that intent.
· Section 10 of the Act, both in the original (2023) and amended versions, is entitled “Paid leave for blood donation; administration,” with no reference to organ donation. Subsection (a) then states “On request, a participating employee subject to this Act may be entitled to leave with pay to donate blood or an organ.” Subsection (a) does not state that leave must be paid, only that an employee “may” be entitled to “leave with pay” for blood or organ donation. Subsection (b) in both versions then references the one hour of leave for blood donation up to every 56 days, still with no reference to the hour being paid. Subsection (b-5) in the original version states “An employee may use up to 10 days of leave in any 12-month period to serve as an organ donor.” Once again, the word “paid” does not appear, which would arguably imply that the leave need not be paid.
· Amended Subsection (b-5) adds part-time employees to those who can take leave to donate an organ. It also goes further and states: “For a part-time employee using leave under this subsection, the employer shall calculate the daily average pay the part-time employee received during his or her previous 2 months of employment and compensate the part-time employee in the amount of the daily average pay for the leave days used.” Nothing in this subsection references providing pay to full-time employees, and the original language remains the same, stating that an employee “may use up to 10 days of leave” without reference to the leave being paid or unpaid.
As it stands, the only references to pay in the substantive portion of the Act (i.e. not the title of a subsection and not in the introductory language about intent) is in the amended subsection (b-5) relating to how to calculate pay for part-time employees and in subsection (a) stating that an employee “may” be entitled to leave with pay. Therefore, employers are left to wonder whether they must provide paid leave to employees who donate an organ (on top of whatever other paid leave they provide), or whether they must merely allow the 10 days of leave and allow employees to use accrued paid leave and pay them accordingly.
Employers are left wondering whether they actually must pay employees who donate blood and organs on top of whatever other paid leave they provide.
[bookmark: _Hlk212642808]Reminder: Updated State Regulations: Neonatal Intensive Care Leave, Military, Funeral Honors and Paid Break Time for Nursing Mothers
New Illinois employment laws requires covered Illinois employers to provide unpaid leave for parents with a child in neonatal care, paid leave for military funeral honors, and paid break time for nursing mothers.

Nursing Mothers Breaktime – Eff Jan 1, 2026
The Nursing Mothers in the Workplace Act (the “Act”) requires employers to compensate nursing mothers for breaks taken to express breast milk. Under the amended Act, as of January 1, 2026, employers now must compensate nursing mothers for such break time at the mother’s regular rate of compensation. Employers also may not require the employee to use paid leave during such break time or otherwise reduce the employee’s compensation during the break time. ETC will continue to monitor any new employment obligations under Illinois law.

Neonatal Intensive Care Leave – Eff June 1, 2026
Effective June 1, 2026, employers with at least sixteen employees are required to provide unpaid leave to employees to use while their child is a patient in a neonatal intensive care unit.
Under the Family Neonatal Intensive Care Leave Act, employees of employers with 16 to 50 employees may use up to 10 days of leave, while employees of employers with at least 51 employees may use up to 20 days of leave.

This leave may be taken continuously or intermittently, though employers may require that leave be taken in at least two-hour increments. The bill requires employers to maintain an employee’s health insurance benefits while he or she is on leave and to reinstate the employee to his or her former position or a substantially equivalent position once the leave ends. Employers are prohibited from taking any adverse action against an employee exercising his or her right to neonatal intensive care leave. Employers who violate the Act are subject to a civil penalty up to $5,000 per employee affected.

Reminder: Amended Wage Transparency Act – Eff Jan 1, 2026
Employer Takeaway: Employers with one or more employees (or non-employee consultants or contractors) in Illinois should consider reviewing the agreements they use with any such persons and consult legal counsel regarding the applicability of and compliance with the IWTA, including its most recent amendments.
New amendments (House Bill 3638) to the Illinois Workplace Transparency Act (IWTA) expand employee and consultant/contractor protections, including prohibitions on various “unilateral” contract provisions imposed as a condition of employment and enhanced requirements for valid “mutual” conditions and for confidentiality clauses in termination and settlement agreements.

Overview of the Amended Act
· broadens the definition of “unlawful employment practice” to encompass any practice made unlawful by any federal or Illinois state employment law, providing protections for employees participating in “concerted activity”
· adds restrictions on the use of certain “unilateral” conditions in employment agreements and expand the requirements for certain legally enforceable “mutual” conditions and agreements, as well as for certain confidentiality provisions in termination and settlement agreements
· introduces a new remedy of consequential damages that employees may pursue in addition to attorney’s
fees and costs
· continues to provide that protected “Employees” include “‘nonemployees’ as defined in Section 2-102 of
the Illinois Human Rights Act.”
To read more, access a recent article published August 27th by the Morgan Lewis Firm accessible HERE or the October 27th article published by Benesch Attorneys at Law HERE

[bookmark: _Hlk205277886]Reminder: 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.

Maryland
Reminder: State’s Expansion of FAMLI Eligibility Through Redefinition of “Uniformed Services”  - Eff Oct 1, 2025
As a reminder, Effective October 1, 2025, Maryland House Bill 895, titled the Employment and Insurance Equality for Service Members Act broadens the definition of “Uniformed Services” to include not only the Armed Forces, but also the Commissioned Corps of the Public Health Service and the National Oceanic and Atmospheric Administration (“NOAA”). 

This expansion has two key implications for employees and employers:
1. Broader Eligibility for Paid Leave: Employees with covered family members serving in these newly recognized branches may now qualify for paid leave under the FAMLI program. This includes leave to care for a service member with a serious health condition resulting from active duty.
2. Expanded Access to Exigency Leave: While the types of qualifying exigencies—such as attending deployment-related events, arranging childcare, or spending time with a service member on short-term leave—remain unchanged, the pool of eligible employees has grown due to the broader definition of “Uniformed Services.”

NOTE: Although these changes take effect in October 2025, employers should note that the implementation of the FAMLI program itself has been delayed with contributions now scheduled to begin on January 1, 2027, with benefits available starting January 3, 2028.

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. 
PLA and FMLA
The PLA applies to employers with 15-49 employees in the state during 20 or more calendar weeks in the current or preceding calendar year. It requires them to provide employees with up to six weeks of unpaid leave annually for the birth, adoption or foster placement of a child. Employers must also continue employees’ health insurance while they are on leave.
The FMLA requires employers with 50 or more employees during 20 or more calendar weeks in the current or preceding calendar year to provide up to 12 weeks of unpaid leave annually for reasons including those covered by the PLA. Like the PLA, the FMLA also requires employers to continue health insurance benefits for employees on leave. 
SB 785
The bill was introduced as a technical correction to rectify an unintended consequence of the PLA: that employers could be subject to both the PLA and the FMLA simultaneously in a calendar year during which they reach the 50-employee FMLA threshold, because they could have employed 15-49 employees for at least 20 weeks in that or the preceding year. Under the PLA as currently worded, the employer might, therefore, be required to provide leave to an employee under both that law and the FMLA. 
To avoid this result, the bill amends the definition of “employer” under the PLA to exclude employers who are covered by the FMLA for the current calendar year. Eligible employees of these employers will be able to take qualifying leave under the FMLA but not the PLA.

Massachusetts
New & Reminder: State Issues Rate and PFML Notice + Workplace Poster Eff – Dec 2, 2025 and Jan 1, 2026
The Massachusetts Department of Family and Medical Leave has issued updated rate sheets, notices and a workplace poster for employer use in 2026. Failure to comply with the law’s notice requirements can result in employer fines.
Contribution rates and benefit amounts for PFML are updated annually, and the law requires employers to provide current employees with information on the new contribution rate 30 days before it changes on Jan. 1, 2026, which is Dec. 2, 2025.
The notice of the rate may be provided electronically and does not require an updated signature. Different rate sheets are available for employers with 25 or more covered employees and for smaller employers.

Employee Notices
By statute, employers must provide each new hire with a written notice about PFML within 30 days of  “the beginning date of the employee's employment.” The employer must obtain the employee’s written acknowledgment of receipt or have the employee sign a statement that they refused to sign the acknowledgment. The notice must be available in English and each language that is the primary language of five or more individuals in the employer’s workforce, if these translations are available from the department. 
The department publishes separate notices for employers with 25 or more covered individuals, fewer than 25 covered individuals, 25 or more self-employed individuals, and fewer than 25 self-employed individuals.
Workplace Poster
Employers must also display a poster explaining PFML benefits in a location in the workplace where it can be easily read. The poster must be available in English and each language that is the primary language of at least five individuals in the workforce if these translations are available from the department.
Reminder: Employers Must Complete HIRD Form - Dec 15 (Annually)
Massachusetts employers with six or more employees must annually submit a health care coverage reporting form, referred to as the Health Insurance Responsibility Disclosure (HIRD). The HIRD form is available to be filled out electronically starting Nov. 15 and must be completed by Dec. 15, 2025.

Dec. 15 - Covered employers must electronically complete the HIRD form by Dec. 15. This reporting requirement is in addition to the Affordable Care Act’s (ACA) federal employer reporting requirements under Internal Revenue Code Sections 6055 and 6056.
Jan. 31 - Employers that sponsor an employer-sponsored health plan must provide Form 1099-HC by Jan. 31 of each year. Most carriers will issue this form on behalf of employers.
Details included in the attached resource and will also be communicated in advance of the effective date

Reminder: State’s Workplace (Pay) Transparency Law – Oct 29, 2025
Beginning on October 29, 2025, the Massachusetts Pay Transparency Law, Chapter 141 of the Acts of 2024, requires Massachusetts employers of 25 or more employees to disclose wage ranges in job postings to applicants (NOTE: All employees, whether full-time, part-time, and/or seasonal, count toward the 25-employee threshold.) 

Provisions include:
· Postings for positions that can be performed remotely by an employee assigned to a Massachusetts worksite, as well as positions that can be performed by remote workers whose primary place of work is within Massachusetts. 
· Postings for current employees who apply for new positions, promotions, and/or transfers.

The “pay range” that must be disclosed is “the annual salary range or hourly wage range that the employer reasonably and in good faith expects to pay for such a position at that time.”  Failure to comply can be costly. The law includes penalties including a warning for the first offense, and escalating civil penalties for subsequent offenses, beginning with a fine of not more than $500 for the second offense, not more than $1,000 for the third offense, and additional penalties under M.G.L. Ch. 149, § 27C(b)(1-2) for subsequent offenses. Until October 29, 2027, employers will have 2 business days to cure defects upon receipt of a Notice to Cure letter issued by the Attorney General’s Office.

Minnesota
[bookmark: _Hlk213074104]Reminder:  State Releases Paid Family Medical Leave: 
Notices – Distribution Deadline Dec 1, 2025
Benefits – Eff Jan 1, 2026
The Paid Leave law requires employers to display a workplace poster about the program by Dec. 1, 2025. In addition, employers must provide each employee with a notice containing specific information about their right to the leave within 30 days from the start of their employment or 30 days before premium collection begins. The department has also published a required workplace poster and sample employee notice for employers that will be using approved equivalent plans in lieu of the state paid leave plan.

IMPORTANT: The employee notices must be acknowledged by the employee in writing or electronically. They may be provided electronically if the employer provides access to a computer during the employee’s regular working hours so the employee can review and print the notice.

MN Paid Leave Recap – Eff Jan 1, 2026
Virtually all Minnesota employers are covered by Paid Leave, which will provide up to 20 weeks of paid, job-protected family and medical leave for eligible employees, beginning Jan. 1.  Funding for the program is split evenly between employers and employees,  starting Jan. 1. Employers should begin deducting the employee share of the premium on January 1, 2026. The first premiums must be paid to the state Department of Employment and Economic Development (DEED) by April 30, 2026.

The Paid Leave law allows covered employees to take up to 12 weeks of medical leave for their own serious health condition or up to 12 weeks of family leave per benefit year. Family leave can be taken to bond with a new child, care for a sick family member, support a family member called to active military duty, or to respond to safety-related issues such as domestic violence. If an employee needs both medical leave and family leave during a benefit year, the total combined leave is limited to 20 weeks per benefit year.

The state has a website with FAQs, an overview of the program, and other resources for employers. 

Reminder  Minneapolis & St Paul Aligns PSL Ordinance with State PSL Regulations – Eff Dec 31, 2025

Reminder: State Guidance on Meal & Rest Break Amendments – Eff Jan 1, 2026
The January 1, 2026, changes to Minnesota’s meal and rest break laws require employers to provide fifteen-minute breaks and a thirty-minute meal break depending on hours worked.

Highlights:
· Minnesota’s break laws are only applicable to “employees” as defined by the Minnesota Fair Labor Standards
Act, excluding exempt employees and some U.S. Department of Transportation (DOT)-related positions.
· Employers must only provide one meal period per day if an employee works 6 continuous hours or more.
· An unpaid meal period of twenty minutes or more is not counted as “hours worked” for purposes of
calculating rest breaks.
· Employes must be provided rest breaks of at least 15 minutes or enough time to utilize the nearest convenient rest room (whichever is longer) within each 4 continuous hours of work
The Minnesota Department of Labor and Industry (MNDOLI) has now published guidance in the form of frequently asked questions (FAQs) providing some clarity. While not law, the FAQs indicate how MNDOLI interprets the laws and how they are anticipated to enforce them. MNDOLI has indicated it is evaluating whether it will conduct breaks- related rulemaking.
ETC will update and released the applicable MN State Handbook Addendum in the coming months.

New Hampshire
Reminder: State Provides Protections for Military Spouses – Eff Jan 1, 2026
Beginning January 1, 2026, employers with 50 or more employees at the same location in New Hampshire will need to provide certain protections for military spouses under NH H 225 . Specifically, the spouses of servicemembers who have been called into action will be protected from employment discrimination and will have reemployment rights within certain timeframes. ETC will provide an updated State Handbook Addendum to address these changes.

Reminder: State Creates Leave for Childbirth and Postpartum Care – Eff Jan 1, 2026
Beginning January 1, 2026, New Hampshire employers with 20 or more employees will need to provide up to 25 hours of job-protected, unpaid leave to employees for certain baby-related medical appointments under HB 2 .

Employees can use the leave for:
· Their own medical appointments for childbirth (the law doesn’t define for childbirth, but we assume this includes appointments to prepare for it, as well)
· Their own postpartum care
· Their child’s pediatric medical appointments within the first year of their child’s birth or adoption
If both parents work for the same employer, they can share the 25-hour entitlement for the child’s medical appointments. Employees can use accrued vacation or other paid leave to substitute for the unpaid leave time.

New Jersey
Reminder: State Ban Captive Audience Meetings – Eff Dec 2, 2025
Beginning December 2, 2025, New Jersey’s law that prohibits captive audience meetings and communications will be updated in three key ways. Specifically, it will define political matters more broadly, add new exceptions, and require that employers provide employees with a notice of their rights. The law applies to employers of all sizes. Below are key details of the changes.

Expanded Definition of Political Matters
The definition of political matters will be expanded to include communications expressing support for, or opposition to, a candidate, public question, or referendum made within:
· 30 days of a primary election.
· 60 days of a wide variety of elections—including those held locally, such as for school boards.
We don’t know whether this would, for instance, prohibit the sending of a company-wide email supporting a candidate if the email didn’t indicate that it had to be read or else the employee would be disciplined, or whether it would be illegal to send that kind of email by virtue of the expectation that employees will read all company-distributed emails.

New Exceptions
The updated law adds several new exceptions that are more or less common sense (e.g., a communication is not illegal if required by law). The full list of exceptions will be on the platform laws page by the time the amendments take effect.

Notice
Employers must post a notice about these rights in a location frequented by employees and where notices are typically posted. New Jersey hasn’t indicated whether it will make a template notice available or released a sample Notice as of yet.  ETC will continue to monitor.

New York 
New! State Increases Minimum Wage – Eff Jan 1, 2026
The minimum wage rate in New York will increase to $17.00 per hour for downstate employees and to $16.00 per hour for upstate employees.

The increases to the minimum wage will also impact tip credits and cash wages paid to tipped employees. As a reminder, as defined in the New York Minimum Wage Act, a “food service worker” is any employee primarily engaged in the serving of food or beverages to guests, patrons or customers in the hotel and restaurant industries … who regularly receive tips from such guests, patrons or customers” and who satisfied New York’s 80/20 rule. Accordingly, in New York, the minimum wage and minimum cash wage for tipped food service workers will increase as follows:

New York City, Long Island & Westchester County
	 
	
Current Rate
	New Rate
Effective Jan. 1, 2026

	Minimum Wage
	$16.50
	$17.00

	Minimum Overtime Rate
	$24.75
	$25.50

	Cash Wage to Tipped Food Service Workers
	$11.00
	$11.35

	Overtime Wage to Tipped Food Service Workers
	$19.25
	$19.85

	Tip Credit for Food Service Workers
	$5.50
	$5.65



Remainder of New York State
	 
	
Current Rate
	New Rate
Effective Jan. 1, 2026

	Minimum Wage
	$15.50
	$16.00

	Minimum Overtime Rate
	$23.25
	$24.00

	Cash Wage to Tipped Food Service Workers
	$10.35
	$10.70

	Overtime Wage to Tipped Food Service Workers
	$18.10
	$18.70

	Tip Credit for Food Service Workers
	$5.15
	$5.30



If an employer maintains a written tip pool or tip sharing agreement, the above changes must be reflected in those agreements. Employers must revise any written tip pool or tip sharing agreements as well as any handbooks that reflect the prior minimum wage, cash wage, and tip credit to reflect the new rates above.

New! New York PFL Contribution and Benefit Rates to Increase in 2026 – Jan 1, 2026
As in line with past years, New York state has published paid family leave (PFL) updates for 2026 on its website for the program. Both the employee contribution rate and the maximum weekly benefit for the program will see increases over the rates for 2025. New York PFL is fully funded by employees through payroll deductions. Employers are not required to contribute. 
Employee compensation for PFL is 67% of the employee’s average weekly wage, up to a cap of 67% of the current New York state average weekly wage (SAWW). The 2026 state average weekly wage has been calculated as $1,833.63, making the maximum weekly benefit for 2026 $1,228.53, up from $1,177.32 in 2025. The total possible maximum benefit to an employee is $14,742.36 in 2026.

Reminder
Paid Family and Medical Leave
New York’s PFL law provides eligible employees with up to 12 weeks of PFL. PFL coverage is typically added as a rider on an employer’s existing disability insurance policy. Leave may be used for:
Caring for a family member with a serious health condition;
Birth, adoption or fostering of a child; or
A spouse’s, domestic partner’s, child’s or parent’s active military duty or impending active military duty.

Ohio
New! Columbus Enacts Pay Transparency (Pay Ranges in Job Postings) Law 
Eff Dec 3, 2025; Enforcement  Starting Jan 1, 2027
Employers with 15 or more employees in Columbus will be required to include pay ranges in all job postings. While the law is effective December 3, 2025, the city doesn’t expect to actively enforce it until January 1, 2027.
Job postings are defined broadly and include any communication that describes a position or its qualifications. Job postings for internal transfers and promotions are excluded.

The posting should include a pay range that’s a reasonable estimate of what the employer expects to pay for that particular position as well as other types of monetary compensation, like commissions and bonuses. 

The salary range should be based on factors specific to the position, such as:
· Budget for the role
· Expected years of experience
· Cost of living

If an employer plans to pay an exact amount (rather than within a range), that should be included in the posting.

Oregon
Reminder: 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.
Reminder: 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.

Pennsylvania
New! Philadelphia Expands Its “Ban the Box” Restrictions – Eff Jan 6, 2026
The City of Philadelphia recently amended its Fair Criminal Record Screening Standards Ordinance (FCRSS), commonly known as Philadelphia’s “Ban the Box” law, to make it more difficult for employers to consider criminal history information in employment actions. The amendments, which were signed into law on Oct. 8, 2025, will go into effect on Jan. 6, 2026. 

The amendments make three critical changes to the FCRSS: 
(i) they further limit the convictions that employers may consider in hiring and other employment decisions, 
(ii) they expand the notices that candidates must receive concerning criminal background checks, and 
(iii) they add a strong antiretaliation provision.

The amendments require employers to notify applicants and employees of certain factors to be considered in evaluating criminal history records and the process for providing additional evidence concerning any convictions.

If an employer notifies applicants of its intention to perform a background check during the hiring process, including in job advertisements, it must also state that any consideration of the background check will be subject to an individualized assessment based on the applicant’s or employee’s specific record and the duties and requirements of the job in question. Employers may only exclude an applicant or employee if, based on the available information and consideration of the factors delineated in the FCRSS, a reasonable person would conclude that employing the applicant or employee would pose a specific unacceptable risk to the operation of the business or to coworkers or customers.

Once the background check is completed, if the employer intends to reject an applicant or employee based in whole or in part on their criminal record, the employer must provide the individual with written notice of the provisional decision, identify the specific conviction(s) considered, and provide a copy of the criminal record. Notices to affected applicants and employees must now also include a summary of the individual’s rights under the FCRSS, a statement that the employer will consider evidence of any error in the criminal history records and evidence of rehabilitation and mitigation if provided, including the types of evidence that may be offered, and instructions on how the applicant or employee can provide evidence or explanation directly to the employer. The employer must give the individual 10 business days to provide evidence of any inaccuracies or explanation of any record before it can make a final determination concerning employment.

The amendments specify the types of rehabilitation and mitigation efforts that the employer must consider, and of which it needs to notify the applicant or employee, including: completion of a mental health or substance use disorder treatment program; completion of a job training program; completion of a GED or post-secondary education program; community service; work history in a related field since the conviction or incarceration; and an active occupational, commercial driver or other necessary licensure for the job.

The amendments empower the PCHR, or another city department or office designated by the mayor, to issue regulations implementing and interpreting the new notice requirements and to create forms to be used to comply, including a form of required notice, summary of rights under the FCRSS, and a statement concerning evidence of error or rehabilitation. In the meantime, Philadelphia employers should evaluate their existing background check notices and forms to evaluate compliance with the amendments, as well as existing requirements under Pennsylvania law and the federal Fair Credit Reporting Act.

Reminder: 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.

Rhode Island
Reminder: 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.

Washington
New! State Announces PFML Premium Rate for 2026 – Eff Jan 1, 2026
Washington state has announced an increase to its paid family and medical leave (PFML)  premium rate for 2026. The rate is adjusted annually based on premiums contributed and benefits paid during the previous year. 
2026 Premium Rate
Starting Jan. 1, 2026, the PFML premium rate will be 1.13% of each employee’s gross wages, not including tips, up to the 2026 Social Security cap of $184,500. This is an increase from the 2025 premium rate of 0.92% of wages.
Of the total 1.13% contribution in 2026, employers with 50 or more employees will pay 28.57%, and employee withholding will cover the remaining 71.43%, a similar ratio as in 2025. Employers may pay some or all of the employees’ share on their behalf if they choose. Employers with fewer than 50 employees employed in the state are not required to pay the employer portion of premiums, but they are eligible for grant assistance if they do.
Employer Withholding 
All employers must withhold employees’ premiums from their paychecks and pay the employer’s share, if any. The payments are made quarterly, with the filing of employer reports through SecureAccess Washington. First-quarter premiums using the new rate are due by the end of April 2026. Employers may not retroactively withhold premiums from employees.
Upcoming Changes to PFML
2025 amendments to PFML take effect Jan. 1, 2026, and affect different aspects of the program. Among other things, the changes expand job protection, clarify the continuation of health care benefits, limit leave “stacking” with federal FMLA leave, reduce the weekly minimum claim from eight hours to four hours, and expand the small business assistance grant program. Additional notice obligations will also apply to employers in some circumstances. 
Reminder: State Amends Paid Family & Medical Leave Requirements – Eff Jan 1, 2026
Beginning January 1, 2026, Washington State will implement significant amendments to its Paid Family and Medical Leave (PFML) program (Also, SB 5101). These changes will expand employee protections and introduce new compliance obligations for employers, particularly those with smaller workforces.

Starting in 2026, employees who have worked for at least 180 days will be entitled to job restoration if their employer has 25 or more employees. This threshold will decrease to 15 employees in 2027 and to 8 employees in 2028. Employers who previously fell outside the scope of PFML job protection requirements will need to prepare for these new obligations.
Another key change involves the continuation of health insurance benefits. Employers will be required to maintain existing health coverage for employees on PFML leave, provided the employee qualifies for job protection. This aligns PFML more closely with federal FMLA standards and ensures continuity of benefits during leave.

The minimum duration for PFML claims will also be reduced. Currently, employees must take at least eight consecutive hours of leave to file a claim. Beginning in 2026, the minimum claim duration will drop to four hours, allowing for more flexible use of leave.
Employers should also be aware of new notification requirements related to combining PFML with federal FMLA leave.

[bookmark: _Hlk213075380]Reminder: State’s Minimum Wage & Salary Threshold Increasing – Jan 1, 2026
Effective January 1, 2026, the state minimum wage will increase to $17.13/hour.
To qualify as exempt from overtime, employees must meet a minimum salary threshold, as well as a job duties test. Starting January 1, 2026, the exemption minimum salary is 2.25 times the state minimum wage, equivalent to $80,168.40/year.

Reminder: State Expands of Domestic Violence Leave – Eff Jan 1, 2026
Effective January 1, 2026: Washington’s Domestic Violence Leave Act (DVLA) will expand to include protections for victims of hate crimes, allowing newly-affected employees to access unpaid DVLA leave and safety accommodations (SB 5101). 

Reminder: 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.

Reminder: 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.



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

Alaska
· State Paid Sick Leave Regulations take Effect – Eff Sept 25, 2025
· 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
· [bookmark: _Hlk212639900]Personnel Records Changes – Incl Education & Training Records – Eff Oct 11, 2025
· State Expands PFL Eligibility to “Designated Persons” – Eff July 1, 2026 with Funded Benefits Available July 1, 2025
· State Increases Computer Professional Exemption Wage Rate – Jan 1, 2026
· State Adds Leave Rights (right to use paid sick leave under the Healthy Workplaces, Healthy Families Act applies to the juror and witness leaves – Oct 1, 2025
· State Adds Leave Rights for Victims of Specific Crimes – Time off to attend judicial proceedings – Can use PTO, Personal Lave & Paid Sick Leave – Eff Jan 1, 2026
· State Amends Annual Pay Data Reporting Requirements – Modifying Storage Requirements Jan 1, 2026
· State Amends Annual Pay Transparency & Equal Pay Laws – Clarify Pay Scale on Job Postings - Jan 1, 2026
· State Bans TRAPs & Stay-or-Pay Provisions in Employment Contracts – bans certain training and retention repayment provisions (TRAPs) and other stay-or-pay provisions in employment contracts Jan 1, 2026
· Immigration Rights Notice & Named Emergency Designee – Feb 1 & Mar 30, 2026
· State Expands CalWARN Notice Content Requirements – Jan 1, 2026
· State Law Expands Unpaid Wage Judgement Enforcement – Jan 1, 2026
· Upcoming Minimum Wage Increases – Eff Jan 1, 2026
· State Publishes Required Victim Leave Notice –July 1, 2025
· State Regulation IVF Coverage Mandate - 2026
· Regulations Addressing AI & Employment Discrimination - October 1, 2025
· 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
· State Transparency Requirements-Child Labor Practices–Jan 1, 2025
Colorado
· State Adds to FAMLI Leave – NICU Baby Stays - Jan 1, 2026
· 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 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 Expands Victim Protections – Eff Oct 1, 2025
· State Issues FAQs in New Paid Sick Leave Requirements – Jan 1, 2025
· Expands Family Violence Leave – Oct 2024 (Updated State Handbook Addendum released 7.2024)
· Connecticut Expands Paid Sick Leave Law (HB 5005)– Jan 1, 2025
[bookmark: _Hlk183166057]Delaware
· State Enacts Pay Transparency – Eff Sept 26, 2027
· Paid Family & Medical Leave Labor Notice – Distribution Deadline Dec 2, 2025
· 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
· Tipped Minimum Wage Increase & Changed Effective Date– Moved to Oct 1 & Tipped Min Wage June 30, 2025
· Minimum Wage Increase –July 1, 2025
· Universal Paid Leave Act’s Paid Family Leave Notice – Feb 1, 2025
Florida
· State Minimum Wage Increases – Eff Sept 30, 2025
· State’s Non-Compete Bill Becomes Law – July 2025
Georgia
· State Eliminates Subminimum Wage – July 1, 2025
Illinois
· State’s Changes to Employee Blood & Organ Donation Leave Act – Eff Jan 1, 2026
· State’s Paid Break Time for Nursing Mothers – Eff Jan 1, 2026
· Changes in State Insurance Law Extends Coverage to Certain Parents of Insured Individuals – Jan 1, 2026
· State’s Neonatal Intensive Care Leave – Eff June 1, 2026
· Amended Wage Transparency Act – Eff Jan 1, 2026
· State Passes Safety & Workplace Act – (Private employers in Illinois must continue to follow the original, more protective OSHA standards if federal rules are weakened) Retro Eff Aug 14, 2025
· State’s Military Funeral Honors Detail Leave Law – Eff Aug 1, 2025
· State Amends Equal Pay Act to Separate It from Federal EEO-1 Reporting
· State Expands Annual Equal Pay Registration Certificate Requirements
· 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
· Updates: Reporting Time Pay & Earned Paid Leave – Eff Sept 24, 2025
· 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 Expands Deployment Leave – Oct 1, 2025
· State’s Mandatory Notice Requirements in Effect for Mass Layoffs or RIFS – Oct 1, 2025
· State Amends Parental Leave Act – 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
· MA Paid Family & Medical Leave Updates from the Department (Portal Updates & updated Exempt Private Employer Reporting Deadline) - August 31, 2025
· State Enacts Salary Range Transparency Obligations – 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 Releases Paid Family Leave Notice – Distribute by Dec 1, 2025  & benefits effective Jan 1, 2026
· Minneapolis & St Paul Paid Sick Leave Ordinances Align with State PSL Regulations – Eff Dec 31, 2025
· State Issues Guidance on Meal & Rest Break Amendments - Eff Jan 1, 2026
· 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
· Montana Adds Protections for Volunteer Firefighters and EMTs – Oct 1, 2025
· 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 Requires Civil Air Patrol Leave – Oct 1, 2025
· State Restricts Working Hours for 16 to 18 Year Olds – Oct 1, 2025
· 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 Provides Protections for Military Spouses – Jan 1, 2026
· State Creates Leave for Childbirth & Postpartum Care – Jan 1, 2026
· State Adds Lactation Protections – July 1, 2025
· Firearms in Employee Vehicles (HB 1336) State Regulation – Jan 1, 2025
New Jersey
· State Bans Mandadtoy Employee Meetings – Dec 2, 2025
· 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
· NY City Expands Scheduling & Workplace Protections for Service and Delivery Workers
· NY City Updates 2026 Earned Safe and Sick Time Act (ETTS) – Feb 22, 2026
· State Passes Regulations Resulting in Mini State Labor Relations Boards 
· State Sunsets Covid-19 Sick Leave – July 31, 2025
· 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 Enacts Mini-WARN Act Requiring Notice Components in Addition to Federal WARN – Sept 2, 2025
· State Allows Electronic Labor Notice Postings – July 21, 2025
· Cleveland Bans Employer Salary Inquiries & Pay Transparency – Oct 27, 2025
· State Enacts Wage Statement Regulations – April 9, 2025
Oklahoma
· State Increases Tip Credit – Eff Nov 1, 2025
Oregon
· State Expands Wage Statement Requirements to Time of Hire – Jan 1, 2026
· State Allows Sick Leave Use for Blood Donation – Jan 1, 2026
· State Expands Age Discrimination Protections – Sept 28, 2025
· Updated Min Wage – July 1, 2025
· State Expands Age Discrimination Protections – Sept 28, 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
· Pittsburg Increases Paid Sick Leave – Jan 1, 2026
· Philadelphia Enacts POWER Act Expanding Worker Protections – May 27, 2025
· State Now Permits Direct Deposit Payment of Workers’ Compensation Benefits
Rhode Island
· State Rules Clarify Sunday & Holiday Premium Pay Calculations – Aug 17, 2025
· State Enacts Accommodations for Menopause, Expanded Protections for Race, Captive Audience Restrictions - June 24, 2025
· State Enacts New Written Notice – Payment of Wages - January 1, 2026
· State Amends Temporary Caregiver Insurance (TCI) Law – Jan 1, 2025
· [bookmark: _Hlk181118670]State Enacts New Consumer Data Privacy Law – Jan 1, 2025
Texas
· State Enacts New Law for Employers Using Artificial Intelligence – Jan 1, 2026
· State Enacts Healthcare Non-competes in Texas – September 1, 2025
· State Expands Medical Marijuana Law – September 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
· Penalties for Failure to Respond to State Unemployment Claims – July 1, 2025
· State Enacts New Healthcare Workplace Violence Incident Reporting Requirements – July 1, 2025
[bookmark: _Hlk165893272]Washington
· Min Wage Increases – Jan 1, 2026
· State Regulations Related to Transportation Network Companies – Eff Sept 1, 2025 & July 1, 2026
· State Expands Domestic Violence Leave – Jan 1, 2026
· State Amends Paid Family & Medical Leave Requirements – Jan 1, 2026
· 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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