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 ETC HR Employer Compliance News  II   Making Compliance Connections

December 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
· CA – updated Minimum Wage Notices 
· CO – updated CO Wage & Hour Rights Notice and FAMLI Program 
· CT – updated CT Paid Sick Leave Notice 
· DC – updated DC Paid Family Leave Notice (includes increased max weekly benefit amount) Employers have until 2.1.2026 to post/provide Notice
· IL – updated Your Rights Under Employment Laws Notice, VESSA "Victims’ Economic Security & Safety Act" Notice and IL OSHA “It’s the Law” Notice
· LA – updated Unemployment Insurance Notice now specifies that claimants complete at least five valid work-search actions each week, replacing the prior general “active work search” standard. 
· A
· NV – updated NV Unemployment Insurance Notice
· NY – updated 2026 NY Minium Wage Notice NOTE: like directs reader to Notices broken down by industries
· NM – updated Workers’ Compensation Notice  Employers be sure to add your W/C Carrier name and other required details into the Notice
· RI – updated https://dlt.ri.gov/employers/required-workplace-postersMinimum Wage Notice
· VA – updated Minium Wage Notice
· WA – updated Minimum Wage Notice 

New! State Handbook Addendum Updates – December Releases
· [bookmark: _Hlk217981391]CA State Handbook Addendum
· Sick & Safe Leave - policy language cleaned up and made more concise, includes newly covered reasons just as juror, witness and crime victim applicability
· Local Sick & Safe Time Policies - Berkeley, Emeryville, Los Angeles, Oakland, San Diego, San Franscisco, Santa Monica & West Hollywood - edited to also clean up leave reasons, make more concise and newly covered reasons just as juror, witness and crime victim applicability
· Paid Family Leave Policy- edited to remove language no longer applicable.
· CT State Handbook Addendum
· No material content changes added.  Commentary added to Sick & safe Leave Policy addressing employer applicability changes effective January 1, 2026, and 2027
· DE State Handbook Addendum
· New policy added: State Paid Family Medical Leave - effective 1.1.26 for employers with 25 or more employees in DE.
· IL State Handbook Addendum
· Lactation Break Policy language revised
· LEAVE FOR DOMESTIC, SEXUAL AND GENDER VIOLENCE OR OTHER CRIMES OF VIOLENCE policy revised
· Blood & Organ Donation Leave policy updated to include protected leave for part time employees under the organ donation aspect of policy
· New Policy added: FAMILY NEONATAL INTENSIVE CARE LEAVE ahead of 6.2026 enactment effective date
· Cook County Paid Leave policy revised to include labor notice image
· NH State Handbook Addendum
· New policy added: LEAVE OF ABSENCE TO ATTEND MEDICAL APPOINTMENTS FOR CHILDBIRTH, POSTPARTUM CARE, AND INFANT PEDIATRIC MEDICAL APPOINTMENTS
· New Policy added: Leave for Military Spouses (in effect 1.1.26)
· NY State Handbook Addendum
· NY City’s temporary Schedule change Policy – commentary added to Addendum, no policy changes
· ME State Handbook Addendum 
· Paid Family & Medical Leave Policy added (For Employers using a Private Plan) ahead of 5.2026 entitlement effective date.
· MN State Handbook Addendum
· Updated Minneapolis & St. Paul Sick & Safe Time policy language
· New Policy: Meal & Rest Breaks (eff 1.1.26)
· OR State Handbook Addendum
· Updated Sick Time Policy language to allow for such to be used for Blood, Bone Marrow and Organ Donation  (eff 1.1.26)
· WA State Handbook Addendum
· New Disclaimer added
· Updated policy language - Paid Sick Leave Policy
· Updated LEAVE FOR VICTIMS OF DOMESTIC VIOLENCE, SEXUAL ASSAULT, STALKING, OR HATE CRIME Policy
· Pregnancy Accommodation Policy – commentary added addressing 1.1.2027 effective date of Paid lactation breaks for all employers.

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

New! Looking ahead to January 2026 – Updated Benefit Limits & Obligations
Employers should ensure their HRIS/Payroll system correctly reflects annual benefits-related changes and prepare for upcoming obligations:
· Flexible Spending Account & Dependent Care Limits & Extensions
· Health Savings Accounts Contribution Limits and High-Deductible Health Plan Qualifications
· Social Security Taxable Limit Increases
· Any Retirement Plan Limits
· Post/Distribute updated Federal and State Labor Notices
· W-2 Annual Form Provision & Reporting
· 1095 Annual Form Provision and Reporting

New! USCIS Updates Certain Validity Periods for EAD (Employment Authorization Documents)
On Dec. 4, 2025, the U.S. Citizenship and Immigration Services (USCIS) issued policy guidance in its Policy Manual updating the maximum validity periods for Employment Authorization Documents (EADs), also known as Form I-766, for certain EAD categories.

Based on the USCIS’ announcement, the maximum validity period for initial and renewal EADs will be changed from 5 years to 18 months for several categories of “aliens,” a term used by the USCIS, including those who:
Are admitted as refugees;
Are granted asylum;
Are granted withholding of deportation or removal;
Have pending applications for asylum or withholding of removal;
Have pending applications for adjustment of status under INA 245; and
Have pending applications for suspension of deportation, cancellation of removal or relief under the Nicaraguan Adjustment and Central American Relief Act.

This change affects foreign workers with applications for employment authorization that are pending or filed on or after Dec. 5, 2025, and based on any of the above categories.

Employer Informational Takeaway: This change will likely result in more EAD renewals for employers relying on foreign workers. This will likely significantly increase the number of Forms I-756 the USCIS receives, resulting in longer processing times and potential backlogs. As a result, employers must plan accordingly to avoid disruptions in work authorization.

New! US Postal Services Changes Regarding Postmark Date System – Eff Dec 24, 2025
The United States Postal Service (USPS) has adopted a final rule (FR Doc. 2025-20740) adding Section 608.11, "Postmarks and Postal Possession," to the Domestic Mail Manual (DMM). The rule formally defines postmarks and identifies the types of markings that qualify as such. Its primary purpose is to improve public understanding that while a postmark confirms the USPS possessed a mail piece on the date inscribed, that date does not necessarily align with the date the USPS first accepted possession of the item. The rule clarifies that the USPS does not postmark all mail in the ordinary course of operations and that the absence of a postmark does not imply the USPS did not accept custody.

Impact on Postmarking Timing The rule clarifies that the date displayed on a machine-applied postmark represents the "date of the first automated processing operation" performed at a processing facility, rather than the date the mail was dropped off.

· Potential Delays: Because most postmarks are applied at processing facilities, the date inscribed may be later than the date the mail piece was first accepted by the USPS. This discrepancy is expected to become more common due to the implementation of the "Regional Transportation Optimization" (RTO) initiative and the adoption of "leg-based" service standards.

· Operational Reality: The rule codifies the operational reality that postmarking operations often cross calendar days or occur after transportation from a retail unit, meaning the postmark date is not a "perfectly reliable indicator" of the date of mailing.

Ensuring a Postmark on the Date of Delivery To assure a postmark is applied on the same day a document is delivered to the USPS, individuals must utilize specific retail services. The final rule outlines the following methods:
· Request a Manual Postmark: Customers may present a mail piece at a retail counter and request a "manual (local) postmark". This postmark is applied at the time of acceptance, so the date aligns with the date the USPS took possession.
· Postage Validation Imprint (PVI): When a customer pays for postage at a retail counter, the PVI label applied by the employee also indicates the date of acceptance.
· Certificates of Mailing: Customers may purchase a Certificate of Mailing, or use Registered or Certified Mail, to obtain a receipt that serves as evidence of the date the item was presented for mailing.

New! 2026 Federal EEO Trends
The U.S. Equal Employment Opportunity Commission (EEOC), other federal agencies and the executive branch have significantly shifted their priorities.

Employers can expect these changes in federal equal employment opportunity (EEO) trends to both continue and accelerate throughout 2026. In 2026, employers can expect to see the EEOC prioritize the following issues:
Diversity, equity and inclusion (DEI) motivated race and sex discrimination;
Reverse discrimination;
Sex discrimination (including a shift away from protections for sexual orientation and gender identity);
Pregnancy discrimination and accommodations;
National origin discrimination, with a particular focus on anti-American bias; and
Religious discrimination.
In addition, in October 2025, the EEOC restored its quorum, so employers may anticipate increased rulemaking and guidance throughout 2026.

New! Executive Order Restricting State Regulations of Artificial Intelligence
Recently, a number of states have passed legislation to regulate the use and development of AI, including the use of AI in employment decision-making. For example, California, Illinois, Texas and Colorado have enacted laws restricting the use of AI that results in discrimination based on an employee’s protected trait. Further, Congress recently attempted but failed to pass legislation that would ban states from enacting AI regulations.  On Dec. 11, 2025, President Donald Trump issued an executive order (EO) titled Ensuring a National Policy Framework for Artificial Intelligence. The EO aims to restrict states from implementing their own laws and regulations regarding the use and development of artificial intelligence (AI). 

EO Highlights
The EO argues that excessive state regulation restricts AI innovation, makes compliance more challenging, embeds ideological bias within AI models and impinges on interstate commerce. The Trump EO states its policy of global AI dominance through a minimally burdensome national standard. To achieve this, the EO calls for:
· The establishment of an AI Litigation Task Force within 30 days of the EO to challenge state AI laws inconsistent with such policy; 
· The secretary of Commerce, within 90 days of the EO, to publish an evaluation of state laws in conflict with such policy;
· The secretary of Commerce, within 90 days of the EO, to issue a policy notice specifying the conditions under which states are eligible for funding under the Broadband Equity Access and Development Program and to stop funding to states with onerous AI laws;
· The Federal Communications Commission, within 90 days of the secretary of Commerce’s publication of its state law evaluation, to determine whether to adopt a federal reporting and disclosure standard for AI models that preempts state laws;
· The Federal Trade Commission, within 90 days of the EO, to issue a statement explaining when state laws requiring alterations to truthful AI outputs are preempted by the ban on deceptive acts or practices affecting commerce; and
· A recommendation for federal AI legislation that preempts conflicting state AI laws.

Employer Takeaway: Employers, particularly those in states with laws regulating AI in the workplace, should prepare for uncertainty following the EO. The EO is likely to face legal challenges by states with existing AI legislation who may argue that the EO is an infringement on states’ rights. Therefore, employers should monitor the status of applicable state AI laws and further federal actions. 

New! Employment Policies to Review Ahead of 2026
Employee handbooks serve as a foundational tool for shaping workplace culture, guiding employee behavior and safeguarding organizations against legal exposure. Yet too often, employers overlook the importance of keeping employment policies current.

When employee handbooks are not regularly reviewed and updated, organizations can face increased exposure to legal risks and liabilities. In today’s rapidly evolving environment, where complex employment laws are constantly changing, employers must stay informed about regulatory developments that may impact their operations. The start of the year presents an opportune time for employers to review and update their policies to ensure compliance and mitigate potential risks. Important legal developments in 2025 include: 
Employee leave laws;
Pay transparency;
Captive audience bans;
Increased reverse discrimination claims;
Religious accommodations;
Artificial intelligence (AI) legislation; and
See attached resource to read more.

New! 2026 Has 27 Bi-Weekly Pay Periods: What That Means for Employers
In 2026, employers with bi-weekly payroll schedules will encounter a 27-pay-period year. Advance planning can help avoid unintended payroll and budgeting impacts.
What Is the Issue?
An employee with an annual salary is automatically and regularly paid 1/26th of that annual salary on a bi-weekly payroll (52 divided by 2). In a year with 27 bi-weekly pay periods, that same structure can result in an additional payment and therefore a higher annual salary. This is lawful. The question for employers, however, is whether that additional payroll expense is accounted for in the company budget. If not, and you want options, access a recent blog post published by Greenberg Glusker Fields Claman & Machtinger LLP  HERE

Reminder: Annual Gag Clause Attestation – Filing Deadline Dec 31, 2025
Group health plans and health insurance issuers offering group or individual health insurance coverage must annually submit a Gag Clause Prohibition Compliance Attestation (GCPCA) to the Department of Health and Human Services (HHS), which is collecting the attestations on behalf of the Departments of Labor, HHS, and the Treasury (the Departments).

		Which entities are required to submit a Gag Clause Prohibition Compliance Attestation?




		· health insurance issuers offering group health insurance coverage;
· health insurance issuers offering individual health insurance coverage, including student health insurance coverage and individual health insurance coverage issued through an association; and
· fully-insured and self-insured group health plans, including ERISA plans, non-Federal governmental plans and church plans subject to the Code.
· Not enforced against plans that consist solely of account based HRAs.  This includes individual coverage HRAs for which the issuer of the individual coverage will be required to submit the attestation. ICHRAs are exempt.
· Enforcement and penalties have not been defined outside of possible Plan Fiduciary and ERISA violations for noncompliance. Good faith relief ended in 2022.




		WHAT NOW?
· Be aware of your carrier / TPA / PBM approaches and deadlines. EACH ISSUER and CARRIER IS DIFFERENT
· Confirm that your carrier / TPA / PBM contracts in effect for 2025 are in compliance through publicly distributed statements or in writing directly (client communications).
· Confirm if your carriers are going to submit the required Group Health Plan attestation on behalf of your Group Health plan in addition to their own attestation. 

Look for or request communication from your Medical/PBM carriers asap.  
Still unsure what is next? Contact your Benefits Broker to learn more about this benefits-related obligation.






[bookmark: _Hlk181114275]

Recap Previously Published:
· EEOC Releases Guidance on National Origin Discrimination and Anti-American Bias
· Update:  “One Big Beautiful Bill Act” (OBBBA) IRS Gives Employers Relief on 2025 Tip & Overtime Reporting
· Annual Gag Clause Attestations – Deadline December 31, 2025
· 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]
Arizona
New! State Increases Minimum Wage – Eff Jan 1, 2026
On January 1, 2026, the minimum wage rates in Arizona will increase as follows. 
Statewide. The minimum wage will increase to $15.15 per hour. The minimum base wage for tipped employees will increase to $12.15 per hour.

Flagstaff: The minimum wage in Flagstaff will increase to $18.35 per hour for all employees. The lower base wage for tipped employees will be eliminated, meaning employers will need to pay the entire $18.35 directly.

Tucson: The minimum wage in Tucson will increase to $15.45 per hour. The minimum base wage for tipped employees will be $12.45 per hour. 

California
Reminder: State’s Annual Workplace Rights Notices – Deadline Feb 1, 2026	Comment by Jana Siegle: https://www.dir.ca.gov/dlse/RequiredPosters.html
There is an english and spanish version - 6 pages long.
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.

Reminder: Increased Minimum Wages – Eff Jan 1, 2026
[bookmark: _Hlk213072415]The standard state minimum wage will increase to $16.90 per hour. This will also increase the minimum salary threshold for exempt employees to $70,304 per year. Employers covered by local or industry-specific minimum wages that are higher must comply with those rates.

LOCAL MINIMUM WAGES
The hourly minimum wage in these jurisdictions will increase as follows. If a locality has not yet announced its 2026 rate, TBD (to be determined) appears. 
Belmont: $18.95
Burlingame: $17.86
Cupertino: $18.70
Daly City: $17.50
East Palo Alto: $17.90
El Cerrito: $18.82
Foster City: $17.85
Half Moon Bay: $17.91
Hayward (25 or fewer): $16.90 (state rate)
Hayward (26 or more): $17.79
Los Altos: $18.70
Menlo Park: $17.55
Mountain View: $19.70
Novato (25 or fewer employees): $16.90
Novato (26–99 employees): $17.46
Novato (100 or more employees): $17.73
Oakland: TBD
Oakland (hotels with health benefits): TBD
Oakland (hotels without health benefits): TBD
Palo Alto: $18.70
Petaluma: $18.31
Redwood City: $18.65
Richmond (with benefits): $17.68
Richmond (without benefits): $19.18
San Carlos: $17.75
San Diego: $17.75
San Jose: $18.45
San Mateo City: $18.60
San Mateo County (unincorporated areas): $17.95
Santa Clara City: $18.70
Santa Rosa: $18.21
Sonoma City (25 or fewer employees): $17.38
Sonoma City (26 or more employees): $18.47
South San Francisco: $18.15
Sunnyvale: $19.50
West Hollywood (non-hotel employees): $20.25

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: Jurors, Witnesses & Crime Victims – 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 crime victims (AB 2499) . 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. 

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 (as seen in many Sign-On Bonus Programs) – Jan 1, 2026
On Oct. 13, 2025, California passed a bill (AB 692) 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. 

For companies that rely on sign-on bonuses to compete for talent, the impact is clear: Most sign-on bonuses with a claw back provision will be impermissible in California unless they are structured to fit a narrow exception.

AB 692 prohibits provisions that require an employee to repay a “debt” to their employer if their employment terminates, or that otherwise impose a penalty, fee or cost on a worker if the worker’s employment or work relationship terminates.

Two key exceptions to this prohibition include:
· Transferable credential tuition costs: A contract to repay the cost of tuition for a transferable credential is permitted, if the contract meets all of the following conditions:
1. The contract is separate from the employment contract.
2. Obtaining the transferable credential is not a condition of employment.
3. The contract specifies a repayment amount not exceeding the actual cost of the credential to the employer.
4. The repayment amount is prorated and is not accelerated if the worker separates.
5. No repayment is required if the worker’s employment is terminated by the employer, unless for misconduct.

· Discretionary monetary bonuses: Contracts for the receipt of a “discretionary or unearned monetary payment” at the outset of employment that is not tied to specific job performance (including a financial bonus, such as a sign-on or relocation bonus) are permitted, if the contract meets all of the following conditions:
1. Repayment terms are contained in a contract separate from the employment contract.
2. The employee is notified that they have the right to consult an attorney regarding the agreement and given at least five business days to do so.
3. Any repayment obligation is prorated based on the remaining term of any retention period (not to exceed two years) and is not subject to interest accrual.
4. The worker can defer receipt of payment to the end of a fully served retention period without any repayment obligation.
5. Separation from employment prior to the end of the retention period is at the employee’s sole discretion, or at the employer’s election due to employee misconduct.

In practice, many existing form documents containing sign-on bonus provisions will not satisfy these conditions and should not be used with California hires after December 31, 2025. 

Employers that violate this new law will be responsible for liability in the amount of actual damages or $5,000 per worker, whichever is greater, plus injunctive relief and attorneys’ fees and costs.

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: Minimum Wage Increases – Jan 1, 2026
Minimum wage rates in Colorado will increase as follows:
Statewide (Proposed)
Colorado has proposed increasing its minimum wage to $15.16 per hour and the minimum wage for tipped employees to $12.14. The proposed minimum salary for exempt executive, administrative, or professional employees would increase to $1,111.23 per week, or $57,784 per year. The minimum annual salary for the highly compensated employee exemption would increase to $130,014 per year. The minimum rate for exempt computer employees who are paid on an hourly basis would increase to $34.85 per hour.
Denver
Denver’s city and county minimum wage will increase to $19.29 per hour. The minimum base wage for tipped employees will increase to $16.27 per hour.
Edgewater
Edgewater’s minimum wage will increase to $18.17 per hour. The minimum base wage for tipped employees will increase to $15.15 per hour.
Unincorporated Boulder County
Unincorporated Boulder County’s minimum wage is currently set to increase to $16.82 per hour while the minimum base wage for tipped employees is set to increase to $13.80 per hour. For a list of unincorporated areas where this minimum wage law applies, see Boulder County’s website.
City of Boulder
The hourly minimum wage in the City of Boulder will increase to $16.82. The minimum base wage for tipped employees will increase to $13.80 per hour.

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.

ETC released the updated CO State Handbook Addendum inclusive of language addressing NICU Leave July 2025.

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.

Connecticut
New! State Increases Minimum Wage – Eff Jan 1, 2026
On January 1, 2026, Connecticut’s minimum wage will increase to $16.94 per hour. The minimum base wage for most tipped hotel and restaurant service employees and tipped bartenders remains the same ($6.38 and $8.23 per hour, respectively).

Reminder: Updated State Paid Sick Leave Regulations – Eff Jan 1, 2026
Beginning January 1, 2026, Connecticut’s paid sick leave law will cover employers with 11 or more employees in the state.  With the publication of the Dec HR WIRE, an updated State Handbook Addendum is included with added commentary addressing PSL applicability changes for 1.1.2026 & 1.1.27.

Delaware
[bookmark: _Hlk213073206]Reminder: Paid Family & Medical Leave Labor Notice – 
Distribution Deadline Dec 2, 2025 & Benefits Effective Jan 1, 2026
Starting January 1, 2026, employees can begin filing claims through Delaware’s paid family and medical leave program (Paid Leave). Employers with 10 or more employees in the state are required to participate and provide employees with job-protected leave.

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.

There are additional employer-required notices as well as a workplace poster that the state will provide (hopefully soon) on its Paid Leave website. There, you can also find FAQs, an overview of the program, and other resources for employers.
Action Items
· Provide notices to employees, as required.
· Display the poster when issued by the Delaware Department of Labor.
· ETC is publishing an updated DE State Handbook Addendum in Dec to address Paid FML

Hawaii	Comment by Jana Siegle: Not yet in labor law pdf
New! State Minimum Wage Increases – Jan 1, 2026
On January 1, 2026, Hawaii’s minimum wage will increase to $16 per hour. The minimum base wage for tipped employees will increase to $14.75 per hour. Note that employers can only pay the base wage if the employee earns at least $23 per hour, including their tips.

Illinois
New! Expanded Protections Under The Right to Privacy in the Workplace Act – Eff Immediately, Dec 12th
On December 12, 2025, Governor Pritzker signed Senate Bill 2339 into law as Public Act 104-0455, bringing significant updates to Illinois’ Right to Privacy in the Workplace Act. This legislation, effective immediately, redefines employer responsibilities around employment eligibility verification and enhances privacy protections for employees as the Bill significantly expands employee protections while increasing potential exposure for employers that fail to comply with its requirements.

Illinois employers of all sizes are now required to notify an employee when they receive notice of an identification mismatch unrelated to immigration enforcement. 

The law provides that an employer enrolled in an Employment Eligibility Verification System, including the E-Verify program, must not impose work authorization verification or re-verification requirements greater than those required by the Employment Eligibility Verification System. The law prohibits employers from taking adverse action against an employee based only on receipt of a notice of a discrepancy (sometimes called a “no match” letter) between an employee’s individual taxpayer identification number or other identifying documents from any federal agency or other outside vendor not responsible for the enforcement of immigration law, such as the Social Security Administration, the Internal Revenue Service or an insurance company. The law also requires employers to provide certain notice to the employee upon receipt of such a notification.

Additional Details
The requirement applies to discrepancies on tax ID numbers or other identifying documents as reported by a federal agency like the IRS or the Social Security Administration, or an outside vendor such as an insurance company. Employers can’t take adverse action against an employee solely due to receipt of the notice.

The notification to the employee needs to include:
· that a discrepancy has been identified, 
· the amount of time available to dispute or correct the information, and 
· any action required by the employee. 

The employer should notify the employee as soon as possible, but not more than 5 business days after receiving the notification or determining that the employee needs to respond, whichever is later, unless federal law requires a shorter deadline.

The employer should notify the employee in person and deliver the notification by hand, if possible; otherwise, it needs to be both mailed and emailed (if the employee’s email address is known). The employer must provide the original notification upon the employee’s request. This law was passed December 12, 2025, and took effect immediately.

Conflict between SB 2339 and existing DHS requirements presents no conflicts, at present.

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.  ETC with the December 2025 HR WIRE will also be publishing an updated IL State Handbook Addendum with revised policy language addressing regulatory changes.

[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/Lactation Breaktime – Eff Jan 1, 2026
The Nursing Mothers in the Workplace Act (the “Act”) requires employers with six or more employees 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.

ETC’s released of the IL State Handbook Addendum for Dec 2025, includes language addressing the above.

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.
Maine
New! State Increases Minimum Wage – Eff Jan 1, 2026
Statewide: The minimum wage in Maine will increase to $15.10 per hour. The minimum base wage for tipped employees will increase to $7.55 per hour. Additionally, the minimum amount a tipped employee needs to earn through tips alone in order for the employer to take a tip credit will increase to $191 per month.
The minimum salary for exempt executive, administrative, and professional employees will increase to $871.16 per week, or $45,300.32 per year.
Portland: The minimum wage in Portland will increase to $16.75 per hour. The minimum base wage for tipped employees will increase to $8.38 per hour.
Rockland: The minimum wage in Rockland for employers with 26 or more employees will increase to $16 per hour, and the minimum base wage for tipped employees will increase to $8 per hour. Smaller employers can pay the state minimum wage and tipped employee base wage.

Massachusetts
New & Reminder: State Issues Rate and PFML Notice + Workplace Poster Eff – Dec 2, 2025 and Jan 1, 2026	Comment by Jana Siegle: https://www.mass.gov/info-details/pfml-workplace-poster-notices-and-rate-sheets-for-massachusetts-employers#workplace-poster - NOT the same as the poster which is included in the pdf on the client website
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! Upcoming Annual Wage Data Reporting Obligations – Eff Feb 1, 2026
The Act has also required, since Feb. 1, 2025, that employers with 100 or more employees submit an annual aggregate wage data report, including workforce demographic and pay data categorized by race, ethnicity, sex and job category. These are not new reports but rather copies of the same required data as the U.S. Equal Employment Opportunity Commission (EEOC) Employer Information Report, commonly known as an EEO-1 report. Employers who file EEO-3 or EEO-5 reports must submit these reports every other year beginning on Feb. 1, 2025. Employers who file EEO-4 reports must submit these reports every other year beginning on Feb. 1, 2026. As with the Act's employee threshold for pay disclosures, the 100-employee threshold for pay reporting includes all full-time, part-time, seasonal, temporary and remote employees with a primary place of work in Massachusetts.

Reminder! Health Insurance Responsibility Disclosure (HIRD) Reporting – Due Dec 15
	

		ETC sent out separate compliance reminders back on October 31st; however, as a reminder:
The Health Insurance Responsibility Disclosure (HIRD) form submission is a state reporting requirement in Massachusetts. The HIRD form collects employer-level information about your employer-sponsored insurance (ESI) offerings. The HIRD reporting is administered by MassHealth and the Department of Revenue (DOR) through the MassTaxConnect (MTC) web portal. 

The HIRD form assists MassHealth in identifying its members with access to qualifying ESI who may be eligible for the MassHealth Premium Assistance Program and must be completed by December 15 of the reporting year.




		State law requires every employer with 6 or more employees in the state of Massachusetts to annually submit a HIRD form. If you are an in-state or out-of-state employer who had six or more employees within Massachusetts during the past 12 months, you are required to complete the HIRD form. 






Michigan
New! State Increases Minimum Wage - Eff Jan 1, 2025
On January 1, 2026, Michigan’s minimum wage will increase to $13.73 per hour. The minimum base wage for tipped employees will increase to $5.49 per hour. Michigan’s minimum wage applies to employers that have two or more employees.

Minnesota
[bookmark: _Hlk213074104]Reminder: Change in Sick & Safe Leave Notice Requirement Changes – Dec 31, 2025
Employers will be allowed to require documentation from employees to support their use of earned sick and safe time (ESST) when leave is used for more than two consecutive scheduled workdays (currently, it’s more than three consecutive workdays).  ETC’s current MN State Handbook Addendum reflects changes.

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 release the applicable MN State Handbook Addendum in the coming months.

Missouri 
New! State Minimum Wage Increase – Jan 1, 2026
On January 1, 2026, Missouri’s minimum wage will increase to $15 per hour. The tipped employee base wage will increase to $7.50 per hour. Retail and service employers with less than $500,000 in gross annual business are exempt from the state minimum wage, but still need to pay at least the federal minimum wage.

Montana
New! State Minimum Wage Increase – Jan 1, 2026
On January 1, 2026, Montana’s minimum wage will increase to $10.85 per hour. Employers with annual gross sales of $110,000 or less can pay the federal minimum wage.  

Nebraska
New! State Minimum Wage Increase – Jan 1, 2026
On January 1, 2026, Nebraska’s minimum wage will increase to $15 per hour. The minimum base wage for tipped employees remains the same at $2.13 per hour. Nebraska’s minimum wage law covers employers with four or more employees, not counting seasonal employees who work for 20 weeks or less in a calendar year.



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. With the December HR WIRE publication, an updated NH State Handbook Addendum will be published inclusive of new policy language.

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.

With the December HR WIRE publication, an updated NH State Handbook Addendum will be published inclusive of new policy language.

New Jersey
New! State Increases Minimum Wage – Eff Jan 1, 2026
On January 1, 2026, the minimum hourly wages in New Jersey will increase as follows:
· For most employers and employees: $15.92
· For tipped employees: $6.05 as a base wage (tips must bring them to $15.92)
· For seasonal and small employers (those with five or fewer employees): $15.23
· For agricultural employers: $14.20
· For employees who provide direct care at a long-term care facility: $18.92

Reminder: State Bans Mandatory Employee Meetings – Eff Dec 2, 2025
New Jersey Governor Phil Murphy signed into law significant amendments to the New Jersey Employer Political Communication Restrictions Act (the “Act”) on September 3, 2025. These amendments, which take effect on December 2, 2025, make New Jersey one of 12 states in the nation to prohibit employers from holding mandatory, captive audience meetings to discuss unionization with employees. Additionally, once the Act goes into effect, employers must post a notice of employee rights under the Act in conspicuous locations frequented by employees.

New York
New! “Trapped at Work Act” Prohibits Employers from Requiring Certain Repayments for Early Separations
On Dec. 19, New York Gov. Kathy Hochul signed into law Assembly Bill A584C, known as the “Trapped at Work Act,” which took effect immediately and amends the New York Labor Law to prohibit the use of certain “stay-or-pay” agreements that require workers to pay their employer if they leave their job before a specified date.
Prohibition of Employment Promissory Notes
The Trapped at Work Act (which adds Article 37, N.Y. Lab. Law §§ 1050–55) prohibits employers from requiring workers or prospective workers to execute an employment promissory note as a condition of employment. 

Employment promissory notes are defined to include any agreement that requires the worker to repay a sum to the employer if the worker leaves before a stated time. The statutory definition explicitly identifies training reimbursement agreements as covered but is not limited to such arrangements. The law applies to employees, independent contractors, interns and volunteers. It characterizes employment promissory notes as “unconscionable, against public policy, and unenforceable,” because such repayment agreements may have the effect of “trapping” workers in undesirable work environments they would otherwise leave.

Exceptions
The law does not apply to agreements that require the repayment of “any sums advanced to such worker” (provided that sums are not advanced to pay for training), among other limited exceptions. 

Although the exact meaning of this language is somewhat unclear, “any sums advanced to such worker by the employer” appears to be broader than traditional advances of salary or wages. Thus, the statute appears to permit repayment agreements related to any sum paid to the employee, including sign-on bonuses, unless the money is intended for training. Regulations to be promulgated by the New York Department of Labor may clarify this exception. The law also excludes agreements that require payment for any property sold or leased by the employer to the worker, agreements that require education personnel to comply with the terms and conditions of sabbatical leaves, and agreements entered into as part of a collective bargaining agreement.

Gov. Hochul’s approval memorandum explains that “[t]raining repayment agreement provisions (‘TRAPS’) and other forms of stay-or-pay contracts force employees to stay in jobs they do not want under threat of financial penalties.” She notes the law’s ambiguity, however, and says it is not intended to prohibit “certain voluntary tuition assistance programs that provide real benefits to their participants.” The memorandum adds that there is an agreement with the legislature to address these concerns in the upcoming legislative session.

Employer Take Away: New York employers should be cautious when requiring workers to make any repayments because of early departure/separation from the organization as violations carry fines of up to $5,000 for each worker/prospective worker required to execute a prohibited agreement.

New! NYC Enacts New Pay Data Reporting Requirements-Employer Obligations Years Away
On Dec. 4, 2025, New York City enacted two pay data reporting laws, one that requires covered employers to submit annual pay data reports and another that commissions a study of the data to determine pay disparities. The new laws went into effect immediately.

Overview of Pay Data Reporting Requirements
By Dec. 4, 2026, New York City’s mayor must designate an agency to collect pay data information and conduct a pay equity study. Within one year after its designation, the agency must develop a form for covered employers to submit pay reports.

Within one year of the form’s publication, and annually thereafter, private employers with 200 or more employees in New York City must submit a pay report to the designated agency. The pay report must include the information required by the federal EEO-1 Component 2 report for 2017 and 2018 (i.e., pay data by sex, race and ethnicity in 12 different pay bands). However, the agency may modify the form; for example, it may include options for different gender identities. Such information may be submitted anonymously, but employers must include a signed statement confirming the submission’s accuracy. Employers may also include explanatory remarks regarding the data. Employers are not required to include an employee’s personal information.

Within one year of the submission of pay data and annually thereafter, the agency must conduct a pay equity study to determine any pay disparities based on gender, race or ethnicity and identify industries with prevalent disparities.

Penalties 
Employers who violate the law will be subject to a written warning for a first violation if cured within 30 days, a civil penalty of $1,000 for a first violation that is not timely cured, and a civil penalty of $5,000 for each subsequent offense. 

ETC will continue to monitor and provide updates.

New! State Increases Minimum Wage – Eff Jan 1, 2026
The following changes to the minimum wage and salary thresholds apply as of January 1, 2026.
New York City and Suffolk, Nassau, and Westchester Counties
The minimum wage will increase to $17.00 per hour.

Industry-specific hourly minimum wages will increase as follows:
· Tipped hospitality service workers: $14.15
· Tipped hospitality food service workers: $11.35
· Home care aides: $19.65

The minimum salary threshold for exempt executive and administrative employees will increase to $1,275 per week ($66,300 annually).

The Rest of New York State
The minimum wage in the remainder of New York State (all areas outside of New York City, and Suffolk, Nassau, and Westchester counties) will increase to $16.00 per hour.
Industry-specific hourly minimum wages will increase as follows:
· Tipped hospitality service workers: $13.30
· Tipped hospitality food service workers: $10.70
· Home care aides: $18.65

The minimum salary threshold for exempt executive and administrative employees will increase to $1,199.10 per week ($62,353.20 annually).

New! State to Institute Workplace Violence Prevention Program Requirements for Hospitals & Nursing Homes 
New York State has mandated new workplace violence compliance standards with Governor Hochul’s December 12th signing of Senate Bill S5294A into law which will require hospitals and nursing homes to implement comprehensive workplace violence prevention plans (WPVPP).  The new law applies to general hospitals and nursing homes regulated under New York’s Public Health Law and includes employee training to identify, prevent, and mitigate workplace violence. The law takes effect 280 days after enactment, giving facilities less than a year to establish programs.

Reminder: State’s PFL Contribution and Benefit Rates to Increase in 2026–Jan 1, 2026

[bookmark: _Hlk213075168]Reminder: NYC Updates 2026 Earned Safe and Sick Time Act (ETTS) – Feb 22, 2026

Ohio
New! State Increases Minimum Wage – Eff Jan 1, 2026
On January 1, 2026, Ohio’s minimum wage will increase to $11 per hour. The minimum base wage for tipped employees will increase to $5.50 per hour.  Employers that gross less than $405,000 per year can pay the federal minimum wage.

Reminder: 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
New! Workplace Violence Prevention for Healthcare Employers– Eff Jan 1, 2026
ETC does not track or report on industry specific enacted regulations; however, enactments effective in 2026 do include the state’s workplace violence prevention law for healthcare employers which will be expanded significantly, including covering more types of employers and a wider range of conduct.

Specifically, covered employers will be expanded to include home health agencies and home hospice programs, and covered conduct will be broadened to workplace violence that will include any act or threat of physical violence, harassment, intimidation, assault, homicide, or any other threatening behavior that occurs in the workplace (currently, the law only covers assault).

A few additional key changes include that employers will need to:
· Provide workplace violence prevention training annually to employees as well as contracted security personnel working onsite. New employees should be trained within 90 days of hire, and temporary employees within 14 days of their start date.
· Develop a detailed workplace violence prevention and response plan, including policies and procedures for conducting investigations and post-incident interviews and implementing post-incident response strategies.
· Provide each employee with a written copy of the plan, including a statement explaining that employees are protected from retaliation. New hires should receive this within 30 calendar days of their start date.

The updated law also includes additional provisions, such as safety measures and training requirements for home healthcare employees. Oregon OSHA is planning to create regulations to better define employer obligations, which will likely be accessible from its website when finalized.  Impacted employers are urged to ensure they research and understand implications of these enactments.

Reminder: State’s Expansion of Paid Sick Leave for Organ Donation – Eff Jan 1, 2026
Starting January 1, 2026, Oregon's paid sick leave law expands to cover organ donation, allowing employees to use accrued sick time for donating organs or bone marrow, with specific amendments (SB 1108/HB 1616) adding this to existing leave for family/medical needs, ensuring job protection for donation-related time off under Paid Leave Oregon (PLO) and the Oregon Family Leave Act (OFLA). While OFLA provides job protection (unpaid), PLO offers paid benefits, and these changes integrate donation leave with sick leave, giving employees more flexibility for this important process.  With the Dec HR WIRE, the OR State Handbook Addendum has been updated to reflect these details.

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.  With the Dec HR WIRE, the OR State Handbook Addendum has been updated to reflect these details.

Pennsylvania
New! State Amends “Crown Act” Regulations /Expanded Protections for Race & Religion – Eff Jan 24, 2026
On Nov. 25, 2025, Pennsylvania amended the Pennsylvania Human Relations Act (PHRA) to prohibit employers from discriminating against individuals on the basis of traits historically associated with race or religious creed, such as hairstyles and head coverings. The amendment takes effect on Jan. 24, 2026.

Amendment Overview
The PHRA prohibits employers with 4 or more employees from refusing to hire, discharging or discriminating against an individual with respect to terms and conditions of employment on the basis of a protected trait (including race and religious creed). 

The amendment expands the definition of “race” to include traits historically associated with race, including but not limited to hair texture and protected hairstyles (e.g., locs, braids, twists, coils, Bantu knots, afros and extensions). The amendment also expands the definition of “religious creed” to include head coverings and hairstyles historically associated with religious creeds. 

However, employers may adopt or enforce otherwise valid workplace health and safety rules or policies justified as bona fide occupational qualifications or policies to prevent a hostile work environment if such policies are nondiscriminatory, necessary, narrowly tailored and applied equally.

Employer Takeaway: Prior to the amendment, the Pennsylvania Human Relations Commission had already included protections against discrimination against individuals on the basis of hair texture and protective hairstyles associated with race in agency guidance. Therefore, covered Pennsylvania employers should already be in compliance with the amendment’s updated definition of race. However, employers may consider reviewing employment policies to ensure they do not discriminate on the basis of traits historically associated with either race or religious creed. ETC’s EEO policy addresses both hairstyles and head coverings.

Reminder: Philadelphia Expands Its “Ban the Box”/ Criminal History Protections – 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.

ETC released the updated PA State Handbook Addendum with its Aug/September HR WIRE publication inclusive of the applicable policy changes well ahead of the 1.1.26 effective date.

Rhode Island
New! State Minimum Wage Increase – Eff Jan 1, 2026
The state’s minimum wage will increase to $16 per hour. The minimum base wage for tipped employees will remain at $3.89 per hour.

New! Temporary Caregiver Insurance (Paid Medical Leave) Expands – Eff Jan 1, 2026
Employees will be able to use Temporary Caregiver Insurance (TCI) for two new reasons:
· To care for a sibling who has a serious health condition
· For bone marrow and living organ donation (retroactive to January 1, 2025)

As a reminder, also on January 1, TCI benefits will increase up to a maximum of eight weeks in a benefit year.
Learn more on the Rhode Island Department of Labor and Training website.

RI State Handbook Addendum updated and distributed alongside the October HR WIRE ahead of the Jan 1, 2026 effective date.

New! Human Trafficking Training for Hotel Employees – Eff Jan 1, 2026
ETC rarely follows or reports industry -specific enactments, however, hotel employers should be aware that hotel employees will be required to complete human trafficking awareness training within 180 days of hire, and each calendar year thereafter. The training will need to include specific components and be approved by the state. Records of employee training need to be kept for the duration of employment, plus one year. Hotels will also be required to create a policy for reporting suspected human trafficking to the National Human Trafficking Hotline or local law enforcement.

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.

South Dakota
New! State Increases Minimum Wage – Jan 1, 2026
On January 1, 2026, South Dakota’s minimum wage will increase to $11.85 per hour. The minimum base wage for tipped employees will increase to $5.93 per hour (technically $5.925).

Texas
Reminder: State Prohibits Intentional AI Discrimination – Jan 1, 2026
	Beginning January 1, 2026, Texas will prohibit employers of all sizes from using artificial intelligence (AI) systems with the intent to discriminate against members of a protected class. Both federal and state law already prohibit discrimination against protected classes if an employer has 15 or more employees (and using AI, or any other tool, to discriminate wouldn’t excuse it), but this new law applies to small employers as well.


Vermont 
New! State Increases Minimum Wage – Jan 1, 2026
On January 1, 2026, Vermont’s minimum wage will increase to $14.42 per hour. The minimum base wage for tipped employees will increase to $7.21 per hour. Vermont’s minimum wage applies to employers that have two or more employees. Employers that have only one employee can pay the federal minimum wage. 

Virginia
New! State Increases Minimum Wage – Jan 1, 2026
On January 1, 2026, Virginia’s minimum wage will increase to $12.77 per hour. The minimum base wage for tipped employees remains at $2.13 per hour.




Washington
Reminder: 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
The Paid Family and Medical Leave (PFML) law will undergo significant changes in early 2026. The most notable changes are described below.

Job-Protected Leave Expanded
In the new year, employers with 25 or more employees in the state will be required to provide job-protected leave when employees are using PFML (currently the threshold is 50 or more). In 2027, the threshold drops to 15 or more, and in 2028 employers with just eight or more employees will need to provide job protection.
Also beginning in 2026, covered employers will be required to provide job-protected leave to all employees who have worked for at least 180 days.

Employer Notice of Reinstatement Required
Employers will be required to provide most employees with written notice of the estimated expiration of their right to job restoration and the date they are expected to return to work. This notice is required when:
· The employee takes a continuous leave that exceeds two typical workweeks, or
· The employee takes combined intermittent periods of leave of 15 or more typical workdays.
The notice must be provided at least five business days in advance, be in a language the employee understands, and be sent by a method that will promptly reach the employee. For intermittent leave, employers can estimate the expiration date based on information they have from both the employee and the state.

Counting FMLA Leave Against PFML Entitlement
Employers will be able to count employees’ FMLA leave against their job-protected PFML entitlement if the employee is eligible for PFML but didn’t apply for and receive benefits. To do so, employers have to provide the employee with a written notice that:
· Confirms that the leave is being designated as FMLA leave
· Specifies the amount of FMLA used and remaining (as estimated)
· Identifies the start and end dates of the employer’s designated 12-month FMLA leave year
· Explains that the unpaid leave is also being counted toward the maximum PFML duration (generally 16 weeks, or 18 weeks for pregnancy-related incapacity)

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.

[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.

Exempt computer professionals can be paid an hourly rate rather than a salary. That minimum will increase to $59.96 per hour.

Updated Local Minimum Wages:
Bellingham
Bellingham’s minimum wage will increase to $19.13 to remain $2 more than the state’s minimum wage.
Conflicted Burien
Burien’s minimum wage is still in litigation, but if the ordinance ultimately succeeds, the minimum wage rate will officially be $20.63 ($3.50 over the state rate) for employers with 21–499 employees in King County, and $21.63 ($4.50 over the state rate) for employers with 500+ full-time equivalent employees in King County. Smaller employers remain subject to the state rate.
Everett
The hourly minimum wage in Everett will increase as follows:
· $20.77 for large employers with more than 500 employees
· $18.77 for employers with 15–500 employees or annual revenue of over $2M
For employers with 14 or fewer employees and annual revenue of $2M or less, the state rate applies.
Unincorporated King County
The hourly minimum wage in unincorporated King County will increase as follows:
· $18.32 for employers with 15 or fewer employees and less than $2M in annual revenue
· $19.82 for employers with 15 or fewer employees and $2M+ in annual revenue
· $19.82 for employers with 16–499 employees
· $20.82 for employers with 500+ employees
Renton
The hourly minimum wage in Renton will increase as follows:
· $20.57 for employers with 15–500 employees or $2M+ annual revenue within Renton
· $21.57 for employers with 501+ employees worldwide
Employers that don’t meet any of the above criteria aren’t subject to the city’s minimum wage, so the state rate applies.
SeaTac Hospitality and Transportation Industry
The minimum wage for hospitality and transportation industry workers in SeaTac will increase to $20.74 per hour. The state rate applies to those in other industries.
Seattle
Seattle’s minimum wage will increase to $21.30 per hour for all employers.
Tukwila
The minimum wage in Tukwila will increase to $21.65 per hour for all employers.

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). 

The WA State Handbook Addendum released December 2025 includes language addressing the above enactment.

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 (i.e. Crime 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.

Nondiscrimination
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]Los Angeles Updates Freelance Woker Protections Ordinance
· Personnel Records Changes – Incl Education & Training Records (SB 513)– Eff Oct 11, 2025
· State Expands PFL Eligibility to “Designated Persons”  (SB 590) – 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 (AB 2499) – 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 (SB 642) – 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 (Captive Audience) 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
· State Increased Minimum Wage – Jan 1, 2026
· State’s PFL Contribution & Benefit Rates to Increase in 2026 – Jan 1, 2026
· 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 
· Columbus Enacts Pay Transparency (Pay Ranges in Job Postings) Law - Eff Dec 3, 2025 with Enforcement starting Jan 1, 2027
· 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
· Philadelphia Expands Its “Ban the Box” Restrictions – Eff Jan 6, 2026
· 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
· State Announces PFML Premium Rate for 2026 – Eff Jan 1, 2026
· 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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