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[bookmark: _Hlk197515447]Workplace Labor Notice Updates 
New Federal Labor Notices 
· No updates
New State Labor Notices
· CA – updated Minimum Wage Labor Notice released by California Department of Industrial Relations. A Spanish version will soon be available DIR’s website at its Workplace Postings page
· NY – 
· Updated Notice of Employee Rights under the Earned Safe and Sick Time Act, now referred to in the notice as the Protected Time Off Law Notice
· Notice reflects structural updates, including 32 hours of unpaid Protected Time Off that are immediately available at the start of the employer’s calendar year, continued accrual at 1 hour for every 30 hours worked, and a separate 20 hours of paid prenatal leave annually. Whether accrued leave is paid or unpaid depends on employer size and income thresholds. All NYC employers must post the updated notice and provide it to employees in their primary language at hire and whenever rights change.﻿
· NYC – Updated Notice of Employee Rights related to new updated sick leave & new covered uses for sick leave effective 2.22.26 (required to be distributed to employees) 
﻿
· WA – released new PFML Job Protections Notice

New Benefits-related Notices

DOL Issued new model Employer CHIP Notice 
An employer is subject to this annual notice requirement if its group health plan covers participants who reside in a state that provides a premium assistance subsidy, regardless of the employer’s location. 
As a reminder, the Children’s Health Insurance Program Reauthorization Act of 2009 (CHIPRA) imposes an annual notice requirement on employers that maintain group health plans in states that provide premium assistance subsidies under a Medicaid plan or a Children’s Health Insurance Plan (CHIP).
An employer can choose to provide the notice on its own or concurrent with the furnishing of: 
· Materials notifying the employee of health plan eligibility;
· Materials provided to the employee in connection with an open season or election process conducted under the plan; or
· The summary plan description (SPD).

State Handbook Addendum Updates 
OR State Handbook Addendum
· OR Sick Time Policy - Commentary added for applicability of Paid or Unpaid Sick Time; Policy must be edited by Employer where indicated based on how many OR employees the employer has
· Family & Medical Leave for Employers Covered by the FMLA Policy - Added Policy commentary & updated medical Certifications Supporting the Need for Leave policy language revision
ME State Handbook Addendum
· Paid Family & Medical Leave Policy - Revised language added in regard to Supplementation of PFML Benefits with COMPANY Benefits

State Handbook Addendums can be accessed 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
Benefits_______________________________________________________________________________
New! Benefit Plans Starting February 1 - Employer’s CMS Part D Creditable Coverage Online Disclosure – March 31, 2026
New! Annual HIPAA Notice of Privacy Practices (NPP) for Self & Level Funded Health Plans – Eff Feb 16, 2026
The Department of Health and Human Services (HHS) now requires specific updates to some HIPAA Notice of Privacy Practices (NPPs or Notices). The updated Notice must now aligns with federal Substance Use Disorder (SUD) privacy protections (42 CFR Part 2) and is mandatory for organizations handling Protected Health Information (PHI) as of February 16.  Additionally on Feb 13, 2026, the U.S. Department of Health and Human Services (HHS) released updated model HIPAA Notices of Privacy Practices (Privacy Notices) for health plans and health care providers to use.

HIPAA Privacy Notice
The HIPAA Privacy Rule generally requires covered entities to develop and distribute a Privacy Notice that provides a clear, user-friendly explanation of individuals’ rights with respect to their protected health information (PHI) and the entity’s privacy practices. 
Self-insured health plans must maintain and provide their own Privacy Notices at enrollment time, when there is a material change to the notice and upon request. Special rules apply to fully insured health plans, which generally make the health insurance issuer, and not the health plan itself, primarily responsible for the Privacy Notice. Under these special rules: 
· Fully insured health plans that do not have access to PHI (other than enrollment and summary health information) are not required to maintain or provide a Privacy Notice. 
· Fully insured health plans that have access to PHI must maintain a Privacy Notice and provide it upon request.
Updates for Part 2 Records
Federal law protects the privacy of patient records related to SUD. The law applies to federally assisted programs providing education, prevention, training, treatment, rehabilitation, or research for SUD. The law provides safeguards and procedures for using and disclosing Part 2 records, including criteria for court orders to authorize disclosure of SUD records. 
A final rule issued by HHS in April 2024 requires covered entities to update their HIPAA Privacy Notices if they receive or maintain Part 2 records. The updated Privacy Notices must address how the covered entity may use and disclose Part 2 records, the entity’s responsibilities with respect to the records and individuals’ privacy rights. The deadline for updating Privacy Notices for these additional privacy protections was Feb. 16, 2026. 
Previously, HHS maintained model Privacy Notices in various formats (e.g., booklet, full-page, layered, and text-only versions) and provided Spanish translations for each format. In connection with updating its model Privacy Notices to incorporate the requirements for Part 2 records, HHS consolidated its model notices to single text-only versions for health plans and health care providers. 

IRS: MISC_____________________________________________________________________________
New! Federal Mileage Reimbursement Rate 2026
For 2026, the IRS standard mileage rate will be 72.5 cents per mile driven for business purposes (up from 70 cents in 2025). This rate also applies to electric and hybrid vehicles. Use of this rate is optional for private employers, though it’s widely accepted as an easy and standard reimbursement rate for employees who use their personal vehicle for work. If your organization uses the IRS rate to calculate mileage reimbursement, be sure to update your systems to account for this change.

IRS: ACA______________________________________________________________________________
Reminder: ACA 1095 Tax Form Distribution Due March 2, 2026
Distribution of the 1095-B (self-insured and level funded only plans of less than 50 FTEs) and 1095-C (>50 FTE Applicable Large Employers (ALEs)) to employees by this deadline is required. Regulations require these forms are due no later than 30 days after Jan 31 of the following year (or next business day if the 30th falls on a weekend or holiday). Access the Distribution Rules: https://www.irs.gov/instructions/i109495c#en_US_2021_publink100033116

Reminder: ACA 1095 Electronic Tax Filing Due March 31, 2026
The Affordable Care Act (ACA) created reporting requirements under Internal Revenue Code (Code) Sections 6055 and 6056. Under these rules, certain employers must provide information to the IRS about the health plan coverage they offer (or do not offer) to their employees.   On Feb. 23, 2023, the IRS released a final rule which lowers the 250-return threshold for mandatory electronic reporting to 10 returns. As a result, most reporting entities are now required to complete their ACA reporting electronically.

Reminder: 2026 Federal Poverty Levels Impact Employer Liability Under ACA Pay-or-Play Rules
Employer Takeaway: To avoid pay-or-play penalties, ALEs should confirm their health coverage will be affordable before the start of each plan year. ALEs that use the FPL safe harbor to determine affordability should apply FPL guidelines in effect within six months before the first day of the plan year. ALEs with calendar-year health plans should use the 2025 FPL guidelines for the 2026 plan year, while ALEs with non-calendar-year health plans may use the new 2026 FPL guidelines.

IRS: Overtime__________________________________________________________________________
Reminder: IRS Releases FAQs Addressing New Deduction for Qualified Overtime (OBBB)
On January 23, 2026, the Department of Treasury and the Internal Revenue Service (IRS) issued Fact Sheet 2026-01, providing answers to frequently asked questions (FAQs) about the new “Deduction for Qualified Overtime Compensation” created by the One Big Beautiful Bill Act (the OBBBA). The FAQs also provides resources and guidance that are intended to help assist individuals in determining whether they are FLSA overtime-eligible employees and received qualified overtime compensation.

OSHA_________________________________________________________________________________
Reminder: Federal: OSHA Form 300A Posting Begins Feb 1 & Electronic Reporting Mar 2
Form 300A Workplace Posting Begins February 1
Certain establishments are partially exempt from OSHA’s routine recordkeeping requirements, if they have 10 or fewer employees or if their primary business activity is classified as low hazard according to OSHA’s guidelines. A full list of exempt low-hazard industries, ordered by North American Industry Classification System (NAICS) codes, can be found here. (The exemption is “partial” because all employers must notify OSHA when an employee is killed on the job or suffers a work-related hospitalization, amputation, or loss of an eye.)
Form 300A Electronic Submission Due by March 2
Covered establishments that had 250 or more employees in the prior calendar year, or 20–249 employees if they’re in certain high-risk industries, must submit their 2025 Form 300A data electronically using OSHA’s online Injury Tracking Application (ITA). The deadline to submit the report is March 2, 2026. These requirements are based on the size of each “establishment” (how many employees there are at a given physical location), not how many employees are in the entire company. Most employers that are covered by a State Plan must also use the ITA to send data electronically. Employers that meet any of the following criteria DO NOT have to send Form 300A information to OSHA. Additional information, FAQs, and the ITA can be found on OSHA’s ITA page.

MISC_________________________________________________________________________________
Update! NLRB Reinstates the 2020 Joint Employer Rule
On Feb. 26, 2026, the National Labor Relations Board (NLRB) announced a final rule reestablishing the 2020 joint employer rule for determining joint-employer status. The final rule was published in the Federal Register on Feb. 27, 2026, and took effect immediately.

Joint-employment situations can happen when two or more employers share personnel hiring, supervision and management practices. When a joint-employment status exists, joint employers are equally responsible for compliance with applicable laws and regulations.  

Employer Takeaway: On Oct. 27, 2023, the NLRB published a final rule that established new criteria for determining joint-employer status as applied to labor issues under the National Labor Relations Act. As such, employers should have been relying on the 2020 joint-employer standard to determine whether joint employment exists since the U.S. District Court for the Eastern District of Texas’ 2024 ruling.  The final rule now officially replaces the vacated 2023 joint employer rule with the 2020 joint-employer standard.

Background
The NLRB announced that it is revising its rules and regulations to replace the vacated regulatory text of the 2023 joint employer rule with the 2020 joint employer rule that remained in effect due to the vacatur. The final rule is to take effect immediately. The final rule considers the “substantial direct and immediate control” employers have over the essential terms and conditions of employment for individuals employed by another organization. Specifically, the final rule indicates that a business is a joint employer of another employer’s employees only if the degree of control is of sufficient magnitude to conclude that the joint employer meaningfully affects matters relating to the employment relationship. In addition, under the final rule, other evidence may suggest (but not prove) the existence of joint-employer status, particularly when it points to indirect control or the right to exert control through contract or agreement, even when control is never exercised.
Update! DEI-related 2025 Executive Orders–4th Circuit Vacates Injunction of Trump DEI Executive Orders
On Feb. 6, 2026, the U.S. Court of Appeals for the 4th Circuit vacated a nationwide preliminary injunction that temporarily blocked certain provisions of Executive Orders (EOs) 14151 and 14173 issued by President Donald Trump on Jan. 20, 2025, and Jan. 21, 2025, respectively. The EOs aim to combat “illegal diversity, equity and inclusion (DEI) programs” in the federal and private sectors. The 4th Circuit had previously stayed the injunction on March 14, 2025, pending a final decision on the merits. 
EOs 14151 and 14173 seek to terminate all illegal DEI mandates, policies, programs, preferences and activities in the federal and private sectors.
Employer Takeaway: The 4th Circuit ruling does provide clarity to employers as it confirms that the Trump administration may continue its enforcement activity under the Eos. neither the initial EOs nor the 4th Circuit ruling alter the employers’ legal obligations, as employers are still prohibited from considering an individual’s protected classification (e.g., race, color, sex, religion, age or national origin) in employment decisions. Therefore, employers may consider reviewing existing DEI practices to ensure they do not discriminate on the basis of a federally protected classification.

Federal Contractors__________________________________________________________________
New! DOL Announces New Minimum Wage Covered by EO 13658 - Eff May 11, 2026
On Feb. 9, 2026, the U.S. Department of Labor’s (DOL) Wage and Hour Division (WHD) published a notice in the Federal Register announcing that the applicable minimum wage rate for workers performing work on or in connection with federal contracts covered by Executive Order (EO) 13658 will increase to $13.65 per hour and the required minimum wage cash wage that generally must be paid to tipped employees performing work on or in connection with covered contracts will increase to $9.55 per hour. In the notice, the DOL states that EO 13658 does not apply to contracts awarded, renewed or extended after Jan. 29, 2022.The new minimum wage rates take effect on May 11, 2026.
[bookmark: _Hlk181114275]New! VETS-4212 Data Included in New DOL Portal
Under the Vietnam Era Veterans’ Readjustment Assistance Act (VEVRAA), covered federal contractors and subcontractors are required to annually report, via VETS-4212 Reports, information about the total number of employees and new hires by location, along with information about how many employees and new hires self-identified as protected veterans by location.		
The U.S. Department of Labor (DOL) launched a new open data portal in connection with the OPEN Government Data Act of 2019 and the Federal Data Strategy to enhance agency alignment and public access to workforce information collected and maintained by DOL agencies. The portal includes over 40 categories of data from agencies such as OSHA, MSHA and the Wage and Hour Division with data being updated weekly. 
Federal contractors should be aware the portal includes company-specific data from VETS-4212 Reports previously filed with the Veterans’ Employment and Training Service (VETS).




SECTION II:
State Compliance Regulatory Announcements & Reminders
[bookmark: _Hlk202784934][bookmark: _Hlk183166882]
California
Reminder: Pay Data Reporting Temporary Templates & FAQs Released Deadline May 13, 2026 & Portal Opens Feb 2, 2026
California’s annual pay data reporting submission this year is due on May 13, 2026. California law requires private employers of 100 or more employees and/or 100 or more workers hired through labor contractors to annually report pay, demographic, and other workforce data to the Civil Rights Department (CRD). This reporting is required under Government Code section 12999, as amended by Senate Bill 1162. Filing Portal Open Feb 2nd California Pay Data Reporting homepage 

Reminder: State’s Annual Workplace Rights Notices – Deadline Feb 1, 2026
On October 12, 2025, Governor Gavin Newsom signed (Senate Bill (“SB”) 294) into law, which codifies the Workplace Know Your Rights Act. 
· By February 1, 2026, employers must provide the   2026 Know Your Rights 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.
[bookmark: _Hlk184194094]
Colorado
Reminder: State FAMLI Headcount Report Filing Due Feb 28, 2026

New! State Amends Rules on Pay During Paid Sick Leave – Eff Feb 1, 2026
The Colorado Department of Labor and Employment has revised the rules for calculating pay during employee leave under the Healthy Families and Workplaces Act (HFWA), the state’s paid sick leave law and clarifies the pay rate for different employee groups. The amended rules address specific scenarios, such as when employees are paid by commission, piece rate, salary or a combination, and when employees work at multiple rates.
The HFWA statute states that leave must be paid at the same rate the employee normally earns during hours worked, not including overtime premiums, bonuses or holiday pay. 
The rules provide implementation guidance, with the amendments addressing specific groups of employees, as follows:
Employees paid solely on a salary, commission or piece-rate basis: These workers do not earn additional compensation solely for using leave, if the leave does not impact their total salary, commissions or piece pay;
Employees who receive a wage plus commissions: The sick leave pay rate does not include commissions for these workers;
Employees who work at multiple rates (including shift differentials and separate jobs for the same employer): These employees are paid the rate they would have earned during the period of leave;
Employees for whom the pay rate for the period of leave is unknown: This rate is calculated based on:
· The employee’s pay over a “lookback” period of the 30 calendar days preceding the leave;
· (At the employer’s option), the most recent full pay period; or 
· Workweeks totaling 28 to 31 days.
The pay rate calculation for these workers includes hourly or salary rates, shift differentials, tip credits and commissions (except where excluded per above), but not overtime premiums, bonuses or holiday leave pay. If an employee has not yet worked a full lookback period, then the period consists of all days worked before the leave.

Illinois
New/Reminder: Annual Pay Certification Reporting – Deadline April 24, 2026
Illinois law requires private businesses with 100 or more employees in the State of Illinois to submit an application to obtain an Equal Pay Registration Certificate (EPRC) by providing certain pay, demographic, and other data to the Illinois Department of Labor (IDOL) by March 24, 2024, and to recertify every two years after the first submission. 

After receiving an initial Equal Pay Registration Certificate, businesses are required to recertify every two years from the date their last certificate was issued. IDOL will contact businesses by email to all email addresses provided in your EPRC account 180 days prior to recertification deadlines.

•	Equal Pay Registration Certificate (EPRC) – FAQS
•	https://labor.illinois.gov/laws-rules/conmed/eprc.html

Reminder: State Requires Notice for ID Mismatches – Eff December 12, 2025
In case this was missed at the end of 2025, this is a reminder that Illinois employers of all sizes are required to notify an employee when they receive notice of an identification mismatch unrelated to immigration enforcement as per IL S 2339  amending the Right to Privacy in the Workplace Act which was signed and effectively immediately on Dec 12, 2025. 

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 five 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). 
· Employee Protections:
· No Adverse Action: Employers are strictly prohibited from terminating, suspending, or taking any adverse action against an employee solely because of the mismatch notice.
· Right to Representation: Employees have the right to have a representative of their choosing present during any meetings or discussions regarding the mismatch.
· Access to Documents: Upon request, the employer must provide the employee with the original notification received from the agency or vendor. 
· Civil Penalties: $100 to $1,000 for a first violation; $1,000 to $5,000 for repeat violations within three years.
· Employee Remedies: If an employee loses their job due to a violation, they may be awarded reinstatement, back pay with interest, and a $10,000 civil penalty, plus attorney fees

Maine
New! New Restrictions on Workplace Monitoring – Expected July 2026
Maine joins New York, Connecticut, and Delaware as one of the few states imposing statutory obligations on employers that electronically monitor employees; however, Maine’s law reflects a broader privacy-focused approach that not only mandates disclosure but also limits certain monitoring practices outright.  An Act to Regulate Employer Surveillance to Protect Workers (LD 61)  regulates “employer surveillance,” which it broadly defines as monitoring employees through computer, telephone, radio, or other electronic systems. There are certain exceptions, including the use of surveillance cameras for safety or security purposes and the use of GPS or vehicle safety systems installed on employer-owned vehicles operated by employees.

Covered Employers
LD 61 covers both private and public employers, including the state and its political subdivisions. “Employee” is defined broadly to include any individual who provides services or labor for an employer in exchange for wages or other remuneration, suggesting that the statute may also extend to certain contract workers.

Banned Practices and Notice Requirements
LD 61 prohibits certain practices by employers. That includes:
· Engaging in surveillance in an employee’s home, on the employee’s personal property, or in the employee’s personal vehicle, unless such surveillance is required or necessary for the employee’s job duties.
· Requiring their staff to install data collecting software on their personal devices. The law allows employees to decline an employer’s request to install such applications on their device.

The law also sets out several new disclosure requirements including that employers must:
· Inform employees before implementing any electronic monitoring
· Disclose to job applicants that the employer engages in employee monitoring
· Provide employees with an annual written notice confirming that the company conducts employee surveillance

Penalties
The Maine Department of Labor is authorized to enforce LD 61 and to impose civil penalties for violations, ranging from a minimum of $100 to a maximum of $500 per violation. There is no private right of action.

Looking Ahead
LD 61 will become effective 90 days after the close of Maine’s current legislative session. Employers should expect LD 61 to be effective summer 2026, likely July 14.

Employer Takeaways:
Employers operating in Maine or across multiple states should consider:
· Policy updates - Review employee handbooks, acceptable use policies, and privacy policies to ensure they describe electronic monitoring practices accurately.
· Bring-Your-Own-Device Policies - Consider how LD 61 may impact the use of such policies, and how to work with employees that decline to install monitoring software on their personal devices.
· Notice protocols - Implement notice policies and procedures for current employees and for job applicants.
· Training and documentation - Train on new obligations and maintain documentation of employee notices and acknowledgments.

Massachusetts
Reminder: State EEO Wage & Workforce Data Reporting Due Feb 1, 2026

New Mexico
New! Santa Fe and Santa Fe County Minimum Wage Increases – Eff Mar 1, 2026
The minimum wage for employees in the city of Santa Fe and unincorporated Santa Fe County will increase to $15.40 per hour. The base wage for tipped employees in Santa Fe County will increase to $4.62 per hour while the city of Santa Fe will continue to match the state rate of $3.00 per hour.

New York
New! State Amends & Delays Trapped at Work Act – Now Eff Feb 13, 2027
On Feb. 13, 2026, New York amended the Trapped at Work Act (Act). The Act, which bans “stay-or-pay” contracts, was originally signed into law on Dec. 19, 2025, and took effect immediately. The amendment clarifies the Act’s scope, expands exceptions to the Act and delays the effective date until Feb. 13, 2027. 

Recap
Under the original Act, employers were prohibited from requiring any worker or prospective worker to enter into an agreement, as a condition of employment, that requires the worker to pay the employer, or the employer’s agent or assignee, a sum of money if the worker leaves employment before the passage of a stated period of time (commonly referred to as a stay-or-pay agreement), subject to certain exceptions.

Enacted Changes
New Clarifying Provisions
· The Act is limited to agreements with employees or prospective employees (rather than any worker)
· prohibited stay-or-pay agreements include those that require an employee to pay an employer if their employment terminates before a certain date (regardless of whether the employee or the employer terminates employment)

Expanded Exceptions
Permissible agreements (under the amendments) include those that:
Require the employee to reimburse the employer for the cost of tuition, fees and required educational materials for a transferable credential if the agreement:
· Is in a separate written contract;
· Does not require the employee to obtain the credit as a condition of employment; 
· Specifies the repayment amount before the employee agrees to the contract, and the repayment amount does not exceed the cost to the employee;
· Provides for a prorated repayment amount during any required employment period that is proportional to the repayment amount and employment period and does not require accelerated payment if the employee separates from employment; and
· Does not require repayment if the employee is terminated (other than for misconduct);
Require the employee to pay the employer for any property it has sold or leased to the employee, if such sale or lease was voluntary;
Require the employee to repay a financial bonus, relocation assistance, or other non-educational incentive or other payment or benefit that is not tied to job performance, unless the employee was terminated for any reason other than misconduct or the job duties were misrepresented to the employee;
Require educational personnel to comply with any terms or conditions of sabbatical leave granted by their employer; or
Are entered into as part of a collective bargaining agreement. 

New Enforcement Provisions
Though penalties remain the same (i.e., employers may be subject to fines ranging from $1,000 to $5,000 per violation and employers who sue employees to enforce unenforceable agreements may be required to pay attorney fees), the amendment clarifies that employees or applicants may file complaints directly with the New York State Department of Labor.

Reminder & New Releases: NYC Updated Safe & Sick Time Amendments - Eff Feb 22, 2026
On February 19, 2026, the New York City Department of Consumer and Worker Protection (DCWP) issued an updated set of Frequently Asked Questions, as well as an updated Notice of Employee Rights that must be distributed to employees regularly working in New York City. These updates address the new unpaid sick leave and new covered uses for sick leave that took effect on February 22, 2026, pursuant to amendments to the New York City Earned Safe and Sick Time Act.

Reminder: State Restricts Use of Credit History in Employment Decisions Eff April 18, 2026

Ohio
Reminder: Construction Contractors Required To Verify Employees’ Work Eligibility Through the Federal E-Verify Program Eff March 20, 2026

Washington
New & Reminder: State Releases Model Notices & Recap of PFML Changes – Eff Jan 1, 2026
New PFML Workplace Poster
The department has updated the workplace PFML notice, which must be posted in a place customarily used to post other employment-related notices. ETC released this Notice in January’s HR WIRE.
Job-Protected Leave Expanded
· In 2026, 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 8 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.

New! Notice of Job Protection/Notice of Reinstatement
As mentioned, amendments to PFML effective Jan. 1, 2026, expanded job protection during leave to employees who have worked for their employer for at least 180 days (among other changes). Until Jan. 1, job restoration was required only for employees who had worked for their employer for 12 months and for 1,250 hours in the 12 months immediately before the leave. Starting in 2026, job protected leave expands to impact a greater number of employers over the next 3 years. 
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 (14 workdays), or
· The employee takes combined intermittent periods of leave of 15 or more typical workdays.
The notice must be provided at least 5 business days in advance, be in a language the employee understands, and be sent by a method that will promptly reach the employee. 

NOTE: For intermittent leave, employers can estimate the expiration date based on information they have from both the employee and the state. The department has created a new notice for employers to use to meet this requirement.

Additional Notices
Additional notices are expected, such as a notice about counting Family and Medical Leave Act leave against an employee’s PFML job protection, and an updated individual employee notice of PFML.  As released, ETC will alert employer clients of new notices.
HB 1213 was signed by the governor on May 17, 2025.

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






SECTION III:
See the “Previously Reported Regulatory Matters” Attachment
Recap Previously Published - Reminders & Alerts:
· Benefit Plans Starting January 1 - Employer’s CMS Part D Creditable Coverage Online Disclosure – February 28, 2025
· ACA 1095 Tax Form Distribution Due March 2, 2026
· IRS Releases FAQs Addressing New Deduction for Qualified Overtime (OBBB)
· Non-competes & 2026 State Compensation Thresholds
· 2026 Federal Poverty Levels Impact Employer Liability Under ACA Pay-or-Play Rules
· DOL Recovers More Than $295 Million in Back Wages in FY 2025
· DOL Clarifies Applicable Minimum Wage & Tip Compensation for Exempt Commissioned Employees
· DOL Issues Opinion Letter & Clarifies Learned Professional Exemption
· EEOC Rescinds Enforcement Guidance on Harassment in the Workplace
· EBSA’s 2026 National Employee Benefit Plan Enforcement Projects
· 'Stay or Pay' Contractual Repayment Provisions Under State Scrutiny
· OSHA Clarifies Key Compliance Expectations Through 7 Letters of Interpretation
· OSHA Extends Its Hazard Communication Standard Compliance Dates
· Update Benefit Limits & Obligations 2026
· Federal: OSHA Form 300A Posting Begins February 1 & Electronic Reporting Due March 2
· Benefit Plans Starting December 1 - Employer’s CMS Part D Creditable Coverage Online Disclosure – January 31, 2025
· Looking ahead to January 2026 – Updated Benefit Limits & Obligations
· USCIS Updates Certain Validity Periods for EAD (Employment Authorization Documents)
· US Postal Services Changes Regarding Postmark Date System – Eff Dec 24, 2025
· 2026 Federal EEO Trends
· Executive Order Restricting State Regulations of Artificial Intelligence
· Employment Policies to Review Ahead of 2026
· 2026 Has 27 Bi-Weekly Pay Periods: What That Means for Employers
· 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 


Recap Previously Published - State Compliance Regulatory Announcements & Reminders
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
Arizona
· State Increases Minimum Wage – Eff Jan 1, 2026
[bookmark: _Hlk183165727]California
· [bookmark: _Hlk212639900]Pay Data Reporting Temporary Templates & FAQs Released Deadline May 13, 2026 & Portal Opens Feb 2, 2026
· State Issues New Workplace Poster for Paid Sick Leave
· State’s Annual Workplace Rights Notices – Deadline Feb 1, 2026, February 1 & March 30 deadlines
· Increased Minimum Wages – Eff Jan 1, 2026
· State Increases Computer Professional Exemption Wage Rate – Jan 1, 2026
· State Adds Leave Rights: Jurors, Witnesses & Crime Victims (AB 406) – Oct 1, 2025 & Jan 1, 2026
· State Amends Annual Pay Data Reporting Requirements (SB 464) – Jan 1, 2026 & 2027
· State Amends Annual Pay Transparency & Equal Pay Laws (SB 642) – Jan 1, 2026
· State Bans TRAPs & Stay-or-Pay Provisions (as seen in many Sign-On Bonus Programs) (AB 692)– Jan 1, 2026
· State Expands CalWARN Notice Content Requirements (SB 617) – Jan 1, 2026
· State Law Expands Unpaid Wage Judgement Enforcement – Jan 1, 2026
· State Regulation IVF Coverage Mandate – Eff 2026
· 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 FAMLI Headcount Report Filing Due Feb 28, 2026
· Updated FAMLI Notice Released & Upcoming Coverage of Neonatal Care
· Minimum Wage Increases – Jan 1, 2026
· State Adds to FAMLI Leave – NICU Baby Stays (SB 25-144 ) - 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 Increases Minimum Wage – Eff Jan 1, 2026
· Updated State Paid Sick Leave Regulations – Eff Jan 1, 2026
· 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 & Benefits Effective Jan 1, 2026
· 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
Hawaii
· State Minimum Wage Increases – Jan 1, 2026
Illinois
· Expanded Protections Under The Right to Privacy in the Workplace Act – Eff Immediately, Dec 12th
· [bookmark: _Hlk212642808]Updated State Regulations: Neonatal Intensive Care Leave, Military, Funeral Honors and Paid Break Time for Nursing Mothers
· 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
· State Increases Minimum Wage – Eff Jan 1, 2026
· 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
· State EEO Wage & Workforce Data Reporting Due Feb 1, 2026
· State Issues Rate and PFML Notice + Workplace Poster Eff – Dec 2, 2025 and Jan 1, 2026
· Upcoming Annual Wage Data Reporting Obligations – Eff Feb 1, 2026
· 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 Increases Minimum Wage - Eff Jan 1, 2025
· 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]Paid Family & Medical Leave in Effect – Jan 1, 2026
· State’s Meal & Rest Break Amendment in Effect – Jan 1, 2026
· Change in Sick & Safe Leave Notice Requirement Changes – Dec 31, 2025
· 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 Minimum Wage Increase – Jan 1, 2026
· 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 Minimum Wage Increase – Jan 1, 2026
· 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
· Changes to New Jersey Family Leave Act (NJFLA) (AB 3451) – Eff July 2026
· State Increases Minimum Wage – Eff Jan 1, 2026
· State Bans Mandatory 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
· NY City Reminder: NYC Updated Safe & Sick Time & Scheduling Laws - Eff Feb 22, 2026
· State Restricts Use of Credit History in Employment Decisions Eff April 18, 2026
· Covered Employers Required to Include Opioid Antagonist in First Aid Kits – Eff June 10, 2026
· State Expands Paid Family Leave for Construction Workers Eff January 2027
· “Trapped at Work Act” Prohibits Employers from Requiring Certain Repayments for Early Separations (“Stay or Pay Agreements) Eff Dec 19, 2025
· NYC Enacts New Pay Data Reporting Requirements-Employer Obligations Years Away
· State to Institute Workplace Violence Prevention Program Requirements for Hospitals & Nursing Homes 
· 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 
· Construction Contractors Required To Verify Employees’ Work Eligibility Through the Federal E-Verify Program Eff March 20, 2026
· State Increases Minimum Wage – Eff Jan 1, 2026
· 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
· Workplace Violence Prevention for Healthcare Employers– Eff Jan 1, 2026
· 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
· State Amends “Crown Act” Regulations /Expanded Protections for Race & Religion – Eff Jan 24, 2026
· 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 Minimum Wage Increase – Eff Jan 1, 2026
· Temporary Caregiver Insurance (Paid Medical Leave) Expands – Eff Jan 1, 2026
· 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
South Dakota
· State Increases Minimum Wage – Jan 1, 2026
Texas
· Texas Attorney General Releases Opinion Letter Related DEI 
· 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
· State Increases Minimum Wage – Jan 1, 2026
· 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
· Enhanced Workplace Safety Standards for Applicable Isolated Employees - Eff Jan 1, 2026
· New Workplace Violence Law for Healthcare Settings - Eff Jan 1, 2026
· State Announces PFML Premium Rate for 2026 – Eff Jan 1, 2026
· Min Wage & Salary Exemption Thresholds Increase – 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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