
 
 
 

November 2020 Legal HR Updates 

The following states and/or cities have legal updates. For quick access, please click the state for which 
you’d like to read updates on:  

 Arizona 

 California 

 Colorado 

 Florida 

 Georgia 

 Maine 

 Massachusetts 

 New Jersey 

 New York 

 Oregon 

 Pennsylvania 

 South Dakota 

 Washington 
 
Don’t forget to take a look at the Plan Ahead section at the end of this update to review a timetable of 
next month’s upcoming laws, and the Posting Updates section to review new postings for the month.  

Federal Updates  
Department of Labor (DOL) Issues New COVID-19 Guidance for Employers  
What happened? 

On November 7, 2020, the DOL released two documents outlining common workplace inspection 
citations regarding COVID-19.  

What are the details?   

The first document (Common COVID-19 Citations) provides a robust list of all frequent employer 
citations pertaining to onsite inspections by the DOL. This document includes a thorough breakdown of 
each violation.  

The second document is a one page summary of the first document with concise violation details. 

The announcement also includes a reminder that the Occupational Safety and Health Administration 
(OSHA) conducts on-site consultations that are zero cost and confidential for small to medium-sized 
businesses. This program helps identify workplace hazards, provides advice for OSHA compliance, and 
assists in establishing and improving safety and health programs.  

As of November 19, 2020, the amount of complaints filed in the healthcare industry is more than the 
combined total for all complaints filed by the Retail Trade, Grocery Store, Construction, General 
Warehousing and Storage, and Automotive Repair industries. Overall, OSHA citations have totaled 
$2,496,768 since the end of October. The largest individual employer fine is around $20,000.  

Resource Links 



 
 
 

 Article reviewing healthcare facility citations 

 Official press release  

 Common COVID-19 Citations 

 Lessons Learned 

What do employers need to do?   

Employers should review the provided guidance to guide their decisions in the workplace. This guidance 
is extremely useful for employers who are worried about OSHA inspections and citations. As a 
recommended best practice, employers should review this resource for further knowledge and 
awareness. 
_____________________________________________________________________________________ 

CDC Modifies Guidance for Critical Infrastructure Employers 
What happened? 

On November 16, 2020, the Centers for Disease Control (CDC) modified its guidance for “critical 
infrastructure” employers on whether they can permit asymptomatic workers to continue to work after 
exposure to an individual with a suspected or confirmed case of COVID-19. 

What are the details?  

Since the start of the pandemic, the CDC had allowed critical infrastructure employers the ability to keep 
employees working in the workplace if they were asymptomatic, given the employer adhered to specific 
practices. The CDC has since modified its stance to reflect the option to have asymptomatic employees 
working as a last resort. Asymptomatic employees should only be working if a cessation of operation of 
a facility may cause serious harm or danger to public health or safety. Serious harm to a business’s 
ability to continue to operate is not adequate justification.  

The CDC is recommending employers cross-train employees to eliminate single points of failure by 
relying on trained employees to fill in as needed, while spreading out critical functions among equally 
skilled and available workers.  

An article going over these changes in more detail can be found here. 

What do employers need to do? 

Employers working in any of the industries identified as critical infrastructure should review the above 
guidelines and update their workplace policies to ensure the absence of key employees will not 
devastate company operations. 
_____________________________________________________________________________________ 

Office of Federal Contract Compliance Programs Issues Final Rule Regarding Procedures for Resolving 
Employment Discrimination  
What happened? 

On November 10, 2020, the Office of Federal Contract Compliance Programs (OFCCP) issued a final rule 
on procedures to resolve potential employment discrimination.  

https://www.hrdive.com/news/COVID19-OSHA-complaints-citations-healthcare-hospitals/589224/?utm_source=Sailthru&utm_medium=email&utm_campaign=Issue:%202020-11-18%20HR%20Dive%20%5Bissue:30922%5D&utm_term=HR%20Dive
https://www.dol.gov/newsroom/releases/osha/osha20201107
https://www.osha.gov/SLTC/covid-19/covid-citations-guidance.pdf
https://www.osha.gov/SLTC/covid-19/covid-citations-lessons.pdf
https://www.littler.com/publication-press/publication/cdc-modifies-guidance-critical-infrastructure-employers


 
 
 
What are the details?   

The Department of Labor published this final rule to codify procedures that the OFCCP will use to 
resolve potential discrimination and other material violations of the laws and regulations administered 
by the OFCCP that applies to federal contractors and subcontractors, add clarifying definitions to specify 
the types of evidence OFCCP uses to support its discrimination findings, and correct the title of the 
OFCCP’s agency head. 

The final rules include new information and changes to the following subjects:  

 Predetermination notices; 

 Notice of violation; 

 Expedited conciliation options; 

 Evidentiary standards; 

 Disparate treatment and disparate impact; and 

 Practical significance 

The changes to the “evidentiary standards” is significantly impactful as identified by the OFCCP. The use 
of two standard deviations to identify potential discrimination in hiring practices. Law firms like Littler 
Mendelson P.C. have argued that federal contractors can reasonably operate with their hiring practices 
showing a standard deviation of up to three, by showing supporting evidence. This has happened in 
cases of disparities in selection rates.  

An article by Littler Mendelson P.C. going over each of the changes in depth can be found here. 

Find the final rule in the Federal Register here. 

What do employers need to do?   

Federal contractors should review these changes and hiring data to ensure compliance with the new 
OFCCP standards.  
_____________________________________________________________________________________ 

Immigration and Customs Enforcement Announces Extension to I-9 Compliance Flexibility.  
What happened? 

On November 18, the U.S. Immigration and Customs Enforcement (ICE) announced an extension of the 
flexibilities in rules related to Form I-9 compliance.  

What are the details?  

On March 19, 2020, due to precautions implemented by employers and employees associated with 
COVID-19, the Department of Homeland Security (DHS) announced its goal to exercise prosecutorial 
discretion to defer the physical presence requirements associated with the Employment Eligibility 
Verification (Form I-9) under section 274A of the Immigration and Nationality Act. This policy applies to 
employers and workplaces that are operating remotely. If employees are physically present at a 
worksite location, no exceptions are being implemented at this time for in-person verification of identity 
and employment eligibility documentation for Form I-9, Employment Eligibility Verification. 

This extension will end on December 31, 2020. 

https://www.littler.com/publication-press/publication/ofccp-issues-final-rule-outlining-procedures-resolving-employment
https://www.federalregister.gov/documents/2020/11/10/2020-24858/rin-1250-aa10
https://www.uscis.gov/laws-and-policy/legislation/immigration-and-nationality-act


 
 
 
The extension announcement can be found here. 

The original announcement of the I-9 flexibility can be found here. 

What do employers need to do? 

Employers who have been using the provided flexibility may continue to do so. 
_____________________________________________________________________________________ 

The DHS Proposes New H-1B Visa Rule 

What happened? 

On November 2, 2020, the Department of Homeland Security (DHS) issued a notice of proposed 
rulemaking to replace the random selection process with a one that prioritizes H-1B petitions with the 
highest wage levels.  

What are the details?  

Should this rule be implemented it would drastically change the way that H-1b visas are selected. DHS is 
promoting the idea that elimination of the random selection process will make it possible for petitioners 
to improve their chances of selection by agreeing to pay higher wages to H-1B workers. The rules are 
open to public comment until December 2, 2020.  

An article going over this proposed rule can be found here. 

The proposed rule can be found here. 

What do employers need to do? 

Employers who utilize this visa should monitor this proposed rule, as it may affect their ability to use the 
visa in the future. 

 

Multi-State Updates 
Drug Decriminalization Trend 
What happened? 

Across several states, the citizens have voted to decriminalize Marijuana.  

What are the details?  

Arizona, Mississippi, Montana, New Jersey, and South Dakota have voted to legalize marijuana, including  
recreational use and/or medicinal marijuana.  

However, due to marijuana being illegal at the federal level employers should not allow these laws to 
impact the workplace. Some states have granted the users of medicinal marijuana the same protections 
afforded to other employees who are taking prescription medication. This is the only deviation on 

https://www.ice.gov/news/releases/ice-announces-extension-i-9-compliance-flexibility-0
https://www.ice.gov/news/releases/dhs-announces-flexibility-requirements-related-form-i-9-compliance
https://www.jdsupra.com/legalnews/proposal-to-prioritize-h-1b-petitions-10765/
https://www.federalregister.gov/documents/2020/11/02/2020-24259/modification-of-registration-requirement-for-petitioners-seeking-to-file-cap-subject-h-1b-petitions?utm_medium=email&utm_campaign=subscription+mailing+list&utm_source=federalregister.gov


 
 
 
workplace practices based on marijuana laws. Employers can still maintain a drug-free workplace and 
may still discipline employees for being under the influence while working.  

An article going over the requirements for employers in the states mentioned above can be found here.  

What do employers need to do? 

Employers may need to review their pre-employment practices in states with newly passed marijuana 
legalization laws. Other than that, employers should expect to continue the enforcement of existing 
policies related to drugs in the workplace. 
_____________________________________________________________________________________ 

Minimum Wage Updates, Santa Rosa, CA, New Jersey 
What happened? 

Vensure Employer Services recently sent out a minimum wage spreadsheet containing all the minimum 
wage increases.  

What are the details?  

In addition to those found on the original update we’d like to inform employers of the two minimum 
wage updates that were not included initially:  

 

Jurisdiction Increase 
Date 

(2021) 

2020 
Minimum 

Wage 

2021 Minimum 
Wage 

Increase 

Santa Rosa, CA 
(Employers with more 
than 25 employees) 

1-Jan $15.00 $15.20 20¢ 

Santa Rosa, CA 
(Employers with 25 or 
fewer employees) 

1-Jan $14.00 $15.20 $1.20 

New Jersey  1-Jan $11.00 $12.00 $1.00 

 
The original Minimum Wage Update can be found here. 

https://www.huschblackwell.com/newsandinsights/guidelines-for-employers-as-more-states-legalize-marijuana
https://conta.cc/32VuQ3Y
https://files.constantcontact.com/de12d7ad001/bea059c0-7f4a-488c-8091-15d61f8b996a.pdf


 
 
 
What do employers need to do? 

If you have any employees whose pay rate is currently below the new listed minimum wage in the area 
in which they perform work, please connect with your Payroll Technician to ensure pay rates are 
adjusted to reflect the new increase. 
_____________________________________________________________________________________ 

Littler Mendelson New State Employment Laws Resource 
What happened? 

Law firm Littler Mendelson P.C. has provided a free resource that goes over the new employment laws 
that are set to take effect on January 1, 2021. 

 

California 

Law Main Topic Summary 
Effective 
Date 

AB 323 

Contingent Workforce: 
Independent Contractors 

Extends for one year (until January 1, 2022) the 
exception from the ABC test for newspaper 
carriers.  

1/1/2021 

AB 685 COVID-19 Notification 

Allows the state to track COVID-19 cases in the 
workplace more closely.  Expands Cal/OSHA’s 
authority to issue Stop Work Orders for 
workplaces that pose a risk of an “imminent 
hazard” relating to COVID-19.  Requires notice in 
the event of a COVID-19 exposure in the 
workplace, including providing written notice to 
“all employees” who were at the worksite within 
the infectious period who may have been 
exposed to the virus. 

1/1/2021 

AB 979 

Corporate Boards: 
Diversity 

Requires that a publicly traded corporation with 
a principal executive office in California appoint 
members of underrepresented communities to 
the Board of Directors.  

1/1/2021 

AB 1281  Privacy 

Grants another one-year extension (until January 
1, 2022) of the exclusion of certain Human 
Resources data from coverage under the 
California Consumer Privacy Act.  

1/1/2021 

AB 1512  

Security Guards: Rest 
Breaks 

Allows employers to require that security guards 
covered by collective bargaining agreements, 
and paid at least one dollar more than minimum 
wage, remain on premises and on call during rest 
breaks. 

1/1/2021 

AB 1731  

Unemployment: Work 
Sharing 

Automates parts of California’s work sharing 
program. 

1/1/2021 

AB 1864  Whistleblowing 
Prohibits adverse action against employees who 
have filed any proceeding under the Consumer 
Financial Protection law. 

1/1/2021 

https://www.littler.com/publication-press/publication/ab-5-update-newspaper-carriers-secure-another-one-year-exception
https://www.littler.com/publication-press/publication/california-ab-685-imposes-new-notice-and-reporting-obligations-covid
https://www.littler.com/publication-press/publication/new-california-law-mandates-corporate-board-diversity
https://www.littler.com/publication-press/publication/employers-likely-receive-one-year-reprieve-full-california-consumer
http://leginfo.legislature.ca.gov/faces/billNavClient.xhtml?bill_id=201920200AB1512
https://www.littler.com/publication-press/publication/ab-1731-offers-much-needed-reforms-californias-work-sharing-program
http://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=201920200AB1864


 
 
 

AB 1947  

Statute of Limitations for 
Wage/Hour Discharge: 
Discrimination 
Complaints 

Lengthens from six months to one year the 
statute of limitations for bringing a claim of 
discriminatory discharge in violation of any law 
under the jurisdiction of the Labor 
Commissioner; authorizes attorney’s fees for 
successful plaintiffs. 

1/1/2021 

AB 1963  

Human Resources: 
Mandated Child Abuse 
Reporting 

Designates Human Resources professionals who 
work for businesses that employ minors, and 
employ five or more employees, as mandated 
child abuse reporters.  Such persons must be 
given mandated reporting training, and a written 
statement describing their obligations.  

1/1/2021 

AB 2017  

Protected Time Off:  Kin 
Care 

Provides that the designation of sick leave taken 
for kin care shall be made at the sole discretion 
of the employee. 

1/1/2021 

AB 2143  

Discrimination and 
Harassment 

Clarifies when a no-rehire provision in a 
settlement agreement regarding harassment, 
sexual assault, or criminal conduct is permitted; 
requires certain employer documentation. 

1/1/2021 

AB 2231  Public Works 
Lowers threshold for qualifying as a public works 
project for purposes of the minimum wage. 

1/1/2021 

AB 2399  

Family Temporary 
Disability Insurance 

Expands Family Temporary Disability Insurance 
(FTDI) program to include absences due to 
military service of family member. 

1/1/2021 

AB 2479  

Petroleum Facility Safety-
Sensitive Employees: Rest 
Breaks 

Allows employer to require that employees in 
safety-sensitive positions at petroleum facilities 
covered by collective bargaining agreements, 
and paid at least 30% more than the state 
minimum wage, remain on premises and on call 
during rest breaks. 

1/1/2021 – 
1/1/2026 

AB 2537  

Acute Care Hospital: PPE 
Supplies 

Requires acute care hospitals to supply PPE to 
employees who provide direct patient care and 
ensure that employees use PPE.  Beginning April 
1, 2021, acute care hospitals must maintain a 
three-month supply of PPE and provide an 
inventory of PPE to the Division of Occupational 
Safety and Health upon request. 

1/1/2021 and 
4/1/2021 

AB 2588  

Health Care Worker 
Training 

Requires acute care hospitals to reimburse 
certain training expenses of employees and job 
applicants.  

1/1/2021 

AB 2992  

Protected Time Off: 
Crime Victims 

Expands leave for victims of domestic violence, 
sexual assault or stalking to include leave for the 
victim of any crime that caused physical injury or 
mental injury with a threat of physical injury. 

1/1/2021 

AB 3075  

Report of Wage and Hour 
Violations 

Requires that corporations register with the 
state information regarding violations of the 
wage orders or Labor Code. 

1/1/2022 

http://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=201920200AB1947
https://www.littler.com/publication-press/publication/california-makes-certain-human-resources-professionals-and-supervisors
http://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=201920200AB2017
http://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=201920200AB2143
https://www.littler.com/publication-press/publication/california-legislature-essentially-eliminates-public-works-de-minimus
http://leginfo.legislature.ca.gov/faces/billCompareClient.xhtml?bill_id=201920200AB2399&showamends=false
http://leginfo.legislature.ca.gov/faces/billNavClient.xhtml?bill_id=201920200AB2479
https://www.littler.com/publication-press/publication/governor-newsom-signs-law-requiring-california-hospitals-stockpile-ppe
https://www.littler.com/publication-press/publication/california-acute-care-hospitals-must-reimburse-training-costs
http://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=201920200AB2992
http://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=201920200AB3075


 
 
 

AB 3372  Employment Taxes 

Permits any notice or document required to 
terminate, modify, or release earnings 
withholding order for taxes to be served by 
electronic transmission. 

1/1/2021 

SB 973  Pay Data Reporting 
Requires businesses to report to DFEH pay data 
for various categories of employees.  

1/1/2021 

SB 1383  CFRA Expansion 

Expands California Family Rights Act (CFRA) 
coverage to employers of five or more 
employees.  Expands categories of family 
members covered by CFRA leaves.  

1/1/2021 

SB 1384  

Representation of 
Financially Disabled 
Persons in Arbitration 

Labor Commissioner will represent financially 
disabled persons when wage claims are referred 
to arbitration. 

1/1/2021 

 

Colorado 

Law Main Topic Summary 
Effective 
Date 

SB 20-170  

Unemployment 
Compensation and 
Eligibility 

Provides that employees forced to leave work 
for domestic violence-related safety reasons, 
may still be eligible for unemployment benefits; 
expands definitions of family members; permits 
severance pay to be deducted from 
unemployment compensation. 

1/1/2021 

SB 19-085  

Pay Equity and 
Discrimination 

Prohibits wage discrimination based on sex and 
gender identity; prohibits employers from 
seeking an applicant’s salary history and from 
barring employees from disclosing or discussing 
their wages.  Mandates transparency in wages 
and advancement and provides damages for 
non-compliance. 

1/1/2021 

SB 20-205  Paid Leave 

This law allows employees to accrue at least one 
hour of paid sick and safe time leave for every 30 
hours they work, up to a maximum of 48 hours 
per year.  *The law will apply to employers with 
16 or more employees starting January 1, 2021, 
and then apply to all employers on January 1, 
2022. 

*1/1/2021 

 

Connecticut 

Law Main Topic Summary 
Effective 
Date 

P.A. 19-25  Paid Leave 

This law establishing a Family and Medical Leave 
Insurance Program was enacted in 2019. Leaves 
covered by the program do not begin until 
January 2022. Employers must, however, begin 
payroll deductions to fund the program starting 
January 2021. 

1/1/2021 

http://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=201920200AB3372
https://www.littler.com/publication-press/publication/california-poised-enact-law-requiring-compensation-data-collection
https://www.littler.com/publication-press/publication/just-time-handbook-season-california-passes-sweeping-expansion-family
http://leginfo.legislature.ca.gov/faces/billNavClient.xhtml?bill_id=201920200SB1384
https://leg.colorado.gov/sites/default/files/2020a_170_signed.pdf
https://www.littler.com/publication-press/publication/colorado-legislature-passes-significant-equal-pay-bill-including
https://leg.colorado.gov/bills/sb20-205
https://www.littler.com/publication-press/publication/what-we-know-about-connecticuts-paid-family-and-medical-leave-act-and


 
 
 

Georgia 

Law Main Topic Summary 
Effective 
Date 

SB 288  

Criminal Background 
Checks 

Allows rehabilitated individuals to petition the 
court to restrict and seal certain criminal records 
and prohibits the use of an employee’s criminal 
history information in an action against an 
employer for the employee’s actions. 

1/1/2021 

SB 443  

Wage and Hour and 
Garnishments 

Limits the amount of wages that can be 
garnished for student loan repayment to 15% of 
garnishee’s weekly disposable earnings. 

1/1/2021 

  

Hawaii 

Law Main Topic Summary 
Effective 
Date 

SB 2638  

Protected Time Off:  
Domestic Violence 

Makes changes to documents that an employer 
may request to verify that an employee is a 
victim of domestic or sexual violence. 

1/1/2021 

  

Iowa 

Law Main Topic Summary 
Effective 
Date 

SB 2296  

Contingent Workforce: 
Independent Contractors 

Establishes the circumstances under which 
certain independent contractors are not 
considered employees for purposes of various 
laws. 

7/1/2021 

  

Louisiana 

Law Main Topic Summary 
Effective 
Date 

SB 68 Employee Definitions 

Provides the definitions of “employee” and 
excludes independent contractors from 
definition of “employment” for the purpose of 
unemployment benefits. 

1/1/2021 

  

Maine 

Law Main Topic Summary 
Effective 
Date 

LD 369 (SP 110)  

Protected Time Off: 
PTO General 

Entitles employees to accrue one hour of paid 
leave for every 40 hours worked, up to 40 hours 
per year, where the employer has more than 10 
employees. 

1/1/2021 

12-170 Ch. X  

Protected Time Off: 
PTO Rules 

Creates procedures for accruing paid leave, 
providing notice of the need to use leave, 
scheduling use of leave, and penalizing denial of 
paid leave. 

1/1/2021 
  

  

http://www.legis.ga.gov/Legislation/20192020/194707.pdf
http://www.legis.ga.gov/Legislation/20192020/194286.pdf
https://www.capitol.hawaii.gov/session2020/Bills/GM1124_.pdf
https://www.legis.iowa.gov/docs/publications/LGE/88/attachments/SF2296_GovLetter.pdf?layout=false
http://www.legis.la.gov/legis/ViewDocument.aspx?d=1191045
https://www.littler.com/publication-press/publication/maine-earned-leave-act-maine-really-vacation-state
https://www.maine.gov/labor/docs/2020/laborlaws/EarnedPaidLeaveRuleFinalClean.pdf


 
 
 

Maryland 

Law Main Topic Summary 
Effective 
Date 

Montgomery 
County Bill 
12-19 

Wage and Hour: 
Scheduling 

Requires certain employers to provide a 
minimum workweek of at least 30 hours for each 
employee working as a janitor, building cleaner, 
security officer, concierge, doorperson, 
handyperson, or building superintendent and 
performing janitorial services. 

1/1/2021 

  

Massachusetts 

Law Main Topic Summary Effective Date 

HB 4640  Paid Leave 

Beginning on January 1, 2021, all private 
Massachusetts employers must provide covered 
individuals with paid family and medical leave, 
funded through a payroll tax. 

1/1/2021 

 

Minnesota 

Law Main Topic Summary 
Effective 
Date 

Minneapolis 
Ord. No. 2019-
00699 

Contingent Workforce: 
Independent Contractors 

Creates the Freelance Worker Protection 
Ordinance; requires contracts for service to be 
set forth in writing and provides an enforcement 
mechanism for failure to pay a worker as agreed 
upon in the contract. 

1/1/2021 

  

Missouri 

Law Main Topic Summary 
Effective 
Date 

St. Louis Ord. 
No. 71074  

Criminal Background 
Checks 

Prohibits employers from basing hiring or 
promotion decisions on an applicant’s criminal 
history, unless the employer can demonstrate its 
relevance to the employment-related decision. 

1/1/2021 

  

Nevada 

Law Main Topic Summary 
Effective 
Date 

SB 481 (BDR 
788) 

Benefits: 
 Health Insurance 

Establishes requirements for obtaining a 
certificate of authority for self-funded multiple 
employer welfare arrangements. 

1/1/2021 

SB 119  Safety Training 

Expands mandatory safety training to include 
employees performing work at sites primarily 
used for trade shows, conventions and related 
activities. 

1/1/2021 

https://www.littler.com/publication-press/publication/key-legislation-emerging-maryland-and-local-ordinances-remember-0
https://www.littler.com/publication-press/publication/key-legislation-emerging-maryland-and-local-ordinances-remember-0
https://www.littler.com/publication-press/publication/key-legislation-emerging-maryland-and-local-ordinances-remember-0
https://www.littler.com/publication-press/publication/massachusetts-department-paid-family-and-medical-leave-releases-final
https://lims.minneapolismn.gov/Download/MetaData/18045/2020-040_Id_18045.pdf
https://lims.minneapolismn.gov/Download/MetaData/18045/2020-040_Id_18045.pdf
https://lims.minneapolismn.gov/Download/MetaData/18045/2020-040_Id_18045.pdf
https://www.littler.com/publication-press/publication/st-louis-enacts-ban-box-ordinance-applicable-private-employers
https://www.littler.com/publication-press/publication/st-louis-enacts-ban-box-ordinance-applicable-private-employers
https://www.leg.state.nv.us/Session/80th2019/Bills/SB/SB481_EN.pdf
https://www.leg.state.nv.us/Session/80th2019/Bills/SB/SB481_EN.pdf
https://www.littler.com/publication-press/publication/nevada-expands-mandatory-occupational-safety-training-conventions-and


 
 
 

New Jersey 

Law Main Topic Summary 
Effective 
Date 

SB 3170 (AB 
5145) 

Business Restructuring 

Expands employers’ advance notice and 
severance pay obligations under the Millville 
Dallas Airmotive Plant Job Loss Notification Act 
(New Jersey mini-WARN). *Note that the 
effective date of this law has been extended 
several times due to the pandemic. Based on 
pandemic-related circumstances, the current 
effective date may be pushed out further still. 

3/23/2021* 
  
  

  

New York 

Law Main Topic Summary 
Effective 
Date 

SB 2328  

Wage Payment: 
Pay Stubs 

Enables employees who have chosen direct 
deposit to receive electronic confirmation of 
direct deposit in lieu of paper pay stubs. 

4/5/2021 

  

Oregon 

Law Main Topic Summary 
Effective 
Date 

Portland Ord. 
No. 190114  

Privacy: Surveillance 
Prohibits private entities from using facial 
recognition technology in places of public 
accommodation. 

1/1/2021 

  

Virginia 

Law Main Topic Summary 
Effective 
Date 

HB 1407 (SB 
744) 

Contingent Workforce: 
Independent 
Contractors 

Creates a presumption that a worker is an 
employee, unless either party proves 
independent contractor status under federal IRS 
guidelines.  Prohibits worker misclassification, 
providing civil penalties and prohibiting contract 
awards from public bodies and covered 
individuals for violations. 

1/1/2021 

HB 874 (SB 160) Cell Phones/Texting 

Prohibits holding a handheld personal 
communications device while driving a motor 
vehicle, subject to several exceptions, including 
for emergency situations and personnel 
employed by certain emergency services. 

1/1/2021 

https://www.littler.com/publication-press/publication/new-jersey-warn-act-covid-19-amendment-pending-radical-expansion-law
https://www.littler.com/publication-press/publication/new-jersey-warn-act-covid-19-amendment-pending-radical-expansion-law
https://www.nysenate.gov/legislation/bills/2019/s2328/amendment/a#:~:text=S2328A%20(ACTIVE)%20%2D%20Summary,each%20employee's%20paper%20pay%20stub.
https://efiles.portlandoregon.gov/Record/13945283/?_ga=2.33824035.342906737.1603988311-2120132364.1572374517
https://efiles.portlandoregon.gov/Record/13945283/?_ga=2.33824035.342906737.1603988311-2120132364.1572374517
https://www.littler.com/publication-press/publication/virginia-enacts-new-legislation-offering-additional-protection-workers
https://leg1.state.va.us/cgi-bin/legp504.exe?201+ful+HB874ER+hil&201+ful+HB874ER+hil


 
 
 

Washington 

Law Main Topic Summary 
Effective 
Date 

HB 1645  

Criminal Background 
Checks 

Prohibits denying employment to a care provider 
or licensing to an early childhood educator 
where a background check reveals that the 
individual has a finding of child abuse or neglect 
in their record, but has since obtained a 
certificate of parental improvement, as defined 
in the new chapter. 

1/1/2021 

Seattle Council 
Bill No. 119810  

Employment Taxes 
Imposes a local payroll tax on employers doing 
business within the City of Seattle. 

1/1/2021 

 
SOURCE  

What do employers need to do? 

Employers should review the above law summaries for states where they are operating. 

 

ARIZONA 
Arizona Voters Legalize Recreational Marijuana Usage 
What happened? 

The voters in Arizona have passed Proposition 207, the Smart and Safe Arizona Act, which legalizes the 
possession and use of marijuana by adults age 21 and over for recreational or non-medicinal use.  

What are the details?  

Proposition 207 includes language allowing employers to maintain drug-free workplace policies. 
However, employers should be mindful of the existing protections that are still applicable to employees 
who use medicinal marijuana. Specifically, employers may not discriminate against any person who uses 
marijuana for medical reasons as permitted by state law because of “positive drug test for marijuana 
components or metabolites, unless the [employee] used, possessed or was impaired on the premises of 
the place of employment during the hours of employment.” 

Employers are not required to “allow or accommodate the use, consumption, possession, transfer, 
display, transportation, sales or cultivation of marijuana in a place of employment. “Additionally, the 
Prop. bars any operation of vehicles, boats, or planes while impaired by marijuana in any way.  

An article going over the Proposition in more detail can be found here. 

What do employers need to do? 

Employers with employees in Arizona may need to communicate their workplace policies to their 
employees to reinforce the employer’s expectation of employee conduct.  

 

http://lawfilesext.leg.wa.gov/biennium/2019-20/htm/Bills/Session%20Laws/House/1645-S2.SL.htm?q=20200406203837
http://seattle.legistar.com/LegislationDetail.aspx?ID=4576785&GUID=B501D452-6F8F-4F78-9376-1F28E713A43B
http://seattle.legistar.com/LegislationDetail.aspx?ID=4576785&GUID=B501D452-6F8F-4F78-9376-1F28E713A43B
https://www.littler.com/publication-press/publication/california-standards-board-passes-sweeping-calosha-emergency-covid-19
https://www.littler.com/publication-press/publication/arizona-passes-initiative-allow-recreational-marijuana-use


 
 
 

CALIFORNIA 
Prop 22 Passes Grants Special Rules for Gig Workers 
What happened? 

The Uber and Lyft backed Proposition 22 has passed in the 2020 election.  

What are the details?  

Proposition 22 creates an exemption to AB 5, a worker classification law using the Dynamex court case’s 
ABC test to classify all workers. Many exemptions have applied to AB 5 since its passage, but gig workers 
had notably excluded.  Gig economy companies, like Uber and Lyft, spent vast sums of money to 
promote the passage of Proposition 22, to continue their current business model in California, spending 
upwards of $225 million in promotional costs. 

The proposition creates a new exception to AB 5 by declaring app-based drivers be classified as 
independent contractors rather than employees. In addition, it will require drivers be paid no less than 
120% of the minimum wage for the time they are engaged, as well as payment per mile. Additionally, 
network companies are required to provide healthcare subsidies and insurance coverage to drivers, 
develop anti-harassment policies, provide drivers with mandatory safety training, and conduct criminal 
background checks on network drivers.  

Law firms, namely Littler Mendelson P.C., have noted that the passage of Proposition 22 may lead to 
other states or the federal government to have new conversations about the independent contractor 
status.  

An article further explaining the impact of Proposition 22 can be found here. 

You can read the full text of Proposition 22 here. 

What do employers need to do? 

Gig economy employers operating in California should review the conditions outlined in Proposition 22 
to take advantage of the new exemption created for their workers.  
_____________________________________________________________________________________ 

Cal/OSHA Approves Emergency COVID-19 Standard 
What happened? 

On November 19, 2020, the California OSHA Standards Board adopted an emergency standard related 
to COVID-19 prevention in the workplace, imposing significant requirements on state employers.  

What are the details?  

The new standards can be in full effect as soon as November 29, 2020.  

The new emergency standard will touch on nine new requirements for employers.  
1. A written COVID-19 prevention program 
2. A notice of protentional COVID-19 exposure and cases 
3. Physical distancing 

https://www.littler.com/publication-press/publication/californias-proposition-22-impacts-golden-state-and-beyond
https://oag.ca.gov/system/files/initiatives/pdfs/19-0026A1%20%28App-Based%20Drivers%29.pdf


 
 
 

4. Face coverings and personal protective equipment 
5. Exclusion of COVID-19 cases – and possible new paid time off requirement 
6. General testing requirements 
7. Return-to-work criteria 
8. Workplace outbreaks 
9. Employer-provided housing and transportation 

An article going in-depth on each of these requirements can be found here. 

An additional article going over this information from a different approach can be found here. 

What do employers need to do? 

California employers should review the articles linked above and update their workplace policies to 
reflect the new requirements that will be expected of them. 
_____________________________________________________________________________________ 

The CDPH Provides Guidance on AB 685 
What happened? 

The California Department of Public Health (CDPH) has issued two new pieces of guidance regarding AB 
685.  

What are the details?  

Effective January 1, 2021, AB 685 will create new reporting requirements related to COVID-19 for 
employers. AB 685’s reporting requirements rely on technical jargon unfamiliar to the majority of 
employers. In response, the CDPH has issued two resources to clarify what the meaning of some terms 
contained in AB 685 will mean, and other questions in a Frequently Asked Questions (FAQ) style. 

The first resource defines terms used in AB 685. Terms include COVID-19 outbreak, infectious period, 
and laboratory-confirmed case of COVID-19.  

The second resource addresses issues employers have about AB 685 in the form of a FAQ. These 
questions include:  

 “Who qualifies as a COVID-19 case?” 

 “What information am I required to give workers?” 

 “What does AB 685 authorize Cal/OSHA to do?”  

The first resource, containing useful definitions, can be found here. 

The second resource, the FAQ piece, can be found here. 

A summation article reviewing the aforementioned resources can be found here. 

What do employers need to do? 

Employers should review the resources while creating workplace policies to ensure compliance with AB 
685. 

https://www.fisherphillips.com/resources-alerts-top-9-things-employers-calosha
https://www.littler.com/publication-press/publication/california-standards-board-passes-sweeping-calosha-emergency-covid-19
https://www.cdph.ca.gov/Programs/CID/DCDC/Pages/COVID-19/Employer-Guidance-on-AB-685-Definitions.aspx
https://www.cdph.ca.gov/Programs/CID/DCDC/Pages/COVID-19/Employer-Questions-about-AB-685.aspx
https://www.californiaworkplacelawblog.com/2020/11/articles/calosha-2/guidance-provided-from-the-california-department-of-public-health-on-ab-685/


 
 
 
DWC Announces 2021 Temporary Total Disability Rates 
What happened? 

The California Division of Workers’ Compensation (DWC) announced that the minimum and maximum 
temporary total disability (TTD) rates would increase on January 1, 2021. 

What are the details?  

The new rates for TTD are as follows: 

 The minimum TTD rate will increase to $203.44 (from $194.31) 

 The maximum TTD rate will increase to $1356.31 per week (from $1,299.43). 

This increase is required by California Labor Code section 4453(a)(10), which mandates a parallel TTD 
rate increase alongside any increase in the State Average Weekly Wage.  

The announcement from the DWC can be found here. 

An article providing some additional information can be found here. 

What do employers need to do? 

As the TTD is unique to each state, employers will not need to take any action regarding this update. 
_____________________________________________________________________________________ 

San Francisco Passes Tax on Highly Compensated CEOs 
What happened? 

The voters of San Francisco have passed Proposition L, a tax that will affect companies who compensate 
their Principal Executive Officer(s) at a rate greater than 100 to 1 when compared to the median 
compensation paid to the business’ employees based in San Francisco. 

What are the details?  

The tax will be administered through payroll expenses. Specifically, “for businesses other than an 
administrative office, the tax rates would be a percentage of gross receipts attributable to the City and, 
depending on the executive pay ratio, would range from 0.1% to 0.6%.  For businesses engaged in 
business as an administrative office, the tax rates would be a percentage payroll expense attributable to 
the City and, depending on its executive pay ratio, would range from 0.4% to 2.4%.”  

The full text of Proposition L can be found here.  

An article summarizing this Proposition can be found here. 

What do employers need to do? 

Businesses based in and operating within the city of San Francisco should consult with their payroll 
technician if they fit the tax’s criteria to determine their next steps. 

 
 

https://www.dir.ca.gov/DIRNews/2020/2020-95.html
https://hrwatchdog.calchamber.com/2020/11/2021-temporary-total-disability-ttd-rates-announced/
https://sfelections.sfgov.org/sites/default/files/Documents/candidates/2020Nov/200629_ExecutivePay_LT.pdf
https://www.natlawreview.com/article/san-francisco-to-vote-raising-taxes-businesses-overpaid-managerial-employee


 
 
 
SB 973 Reporting Requirement Guidance Published 
What happened? 

The California Department of Fair Employment and Housing (DFEH) has released guidance on the 
reporting requirements created by SB 973.  

What are the details?  

Following SB 973 employers will need to provide a pay data report to the DFEH, every year. For 2021, 
the report will be required by March 31, 2021. For now, the DFEH has only addressed the introduction 
section, which answers broad questions regarding the reporting requirements, and the filing 
requirements section, further outlining the filing process.  

The DFEH plans to answer additional questions. Employers with questions regarding SB 973 are 
welcome to submit inquires to paydata.reporting@Dfeh.ca.gov.  

The guidance can be found here. 

What do employers need to do? 

Employers with questions regarding the required pay data reports should review the guidance available.  
_____________________________________________________________________________________ 

SB 778 Training Deadline Approaching 
What happened? 

The training required by SB 778 needs to be administered before January 1, 2021, for employers to stay 
in compliance.  

What are the details?  

SB 778 requires employers with five or more employees to provide sexual harassment training to all 
supervisory employees for two hours, and at least one hour for all other employees. The deadline of 
January 1, 2021 has not been postponed due to the pandemic. 

The DFEH has provided an online platform offering this training to employers, free of cost. The website 
can provide supervisory and nonsupervisory training. The training can be found here. 

What do employers need to do? 

Employers who have five or more employees and have not yet administered the required training 
should being the steps needed to satisfy the requirement, either through the free resource linked above 
or through their training program.  

 

mailto:paydata.reporting@Dfeh.ca.gov
https://www.dfeh.ca.gov/paydatareporting/
https://www.dfeh.ca.gov/shpt/


 
 
 

COLORADO 
Colorado Voters Pass Paid Family and Medical Leave Law  
What happened? 

The Colorado voters passed Proposition 118, creating a Paid Family and Medical Leave (PFML) law that 
will start in full on January 1, 2024.  

What are the details?  

The PFML program will allow employees to utilize 12 weeks of paid time off for the birth of a child and 
family emergencies, with an additional four weeks for pregnancy or childbirth complications. 
Additionally, the time may be used for adoption, military service, and abuse or sexual assault.  

Employers will need to start making payroll deductions starting 2023, with the payroll tax starting at 
0.9% for the first two years of the program. Employers will split the percentage in half with employees 
contributing 0.45% and the employer covering the remaining 0.45%. Employers can pay for a larger 
percentage if they wish. The percent tax will increase each following year up to a cap of 1.2% of each 
employee’s wages.  

The PFML program will cover virtually all employees in the state. Any employees who earn at least 
$2,500 in wages subject to PFML premiums and have been employed by their current employer for at 
least 180 days before the commencement of the PFML, will be eligible.  

Small employers, defined as employers with fewer than 10 employees, do not need to pay the 
employer’s share of the premium, though they must still withhold and pay the employee’s contribution 
into the fund. Local Governments, independent contractors, sole proprietors, partners, and joint 
ventures are not required to participate in the PFML program. They can, however, opt-in to the program 
with a minimum of a three-year commitment.  

Proposition 118 also creates the Division of Family and Medical Leave Insurance, responsible for creating 
a notice detailing program requirements, benefits, claims process, payroll deduction requirements, job 
protection rights, benefits continuation, protection from discrimination and retaliation, and other 
information. Once this notice is created, employers will need to post it in a conspicuous location and 
notify employees of the program upon hiring and/or learning that a covered individual is experiencing a 
triggering event under the program.  

An article going over Proposition 118 can be found here. 

Proposition 118 can be read here. 

What do employers need to do? 

Colorado employers should stay aware of the developments that will come in the future regarding this 
PFML program. 
 

https://www.littler.com/publication-press/publication/questions-and-answers-about-proposition-118-which-enacts-paid-family
https://www.sos.state.co.us/pubs/elections/Initiatives/titleBoard/filings/2019-2020/283Final.pdf


 
 
 
CDLE Issues Final EPT Rules 
What happened? 

The Colorado Department of Labor and Employment (CDLE) issued its final Equal Pay Transparency Rules 
(EPT Rules) on November 10, 2020, with additional information on job and promotional postings. The 
EPT Rules go into effect on January 1, 2021. 

What are the details?  

For those unfamiliar, Colorado will have a new Equal Pay Transparency law that is effective next year. 
This law, before these final rules, had required employers with any number of employees inside 
Colorado to post job openings for jobs outside of the state of Colorado, for all employees. Essentially 
requiring employers to provide information about jobs located outside the state to candidates also 
located outside the state. The final rules dictate that the job promotions that happen outside Colorado, 
the compensation posting requirements and jobs to be performed entirely outside of Colorado do not 
need to conform to the rules of this law.  

The rules also include information regarding:  

 Compensation and benefits information included in job postings 

 Promotional opportunities 

 Exceptions 

 Content of the required notice 

 Employees who must receive notice 

A detailed article focused on the EPT Rules can be found here. 

The EPT Rules can be read here. 

What do employers need to do? 

Employers in Colorado should review the above information and read the article. This rule applies to any 
new job postings and will affect all Colorado employers.  
_____________________________________________________________________________________ 

REMINDER: Colorado Paid Sick Leave Law Effective January 1, 2021 
What happened? 

The Colorado Senate has passed a bill that will create three mandatory types of sick leave: 

1. COVID-19 Emergency Paid Sick Leave (CO-EPSL) 
2. Paid Sick and Safe Time (PSST) 
3. Public Health Emergency Paid Sick Leave (PHEL) 

What are the details? 

The Colorado Senate has passed SB20-205, the Healthy Families and Workplaces Act (HFWA). The bill 
was signed by the President of the Senate on 6/22/20 and remains to be signed by the governor to take 
effect. The bill will create three distinct sick paid leaves. The paid leaves will take effect at varying times. 
The sick leaves will be broken down individually below: 

https://www.jacksonlewis.com/publication/colorado-issues-final-rules-requiring-pay-transparency-job-and-promotional-postings
https://cdle.colorado.gov/sites/cdle/files/7%20CCR%201103-13%20Equal%20Pay%20Transparency%20Rules%20ADOPTED%20%28Clean%29_0.pdf


 
 
 
CO-EPSL: 
Effective (once signed by the Governor) immediately through December 31, 2020, all employers will 
need to provide CO-EPSL to their employees. This applies to the federally mandated paid sick leave 
provided by the Emergency Paid Sick Leave Act in the Families First Coronavirus Response Act.  

It is not clear what exemptions may exist when a collective bargaining relationship exists between the 
employer and employees, nor how the federally required leave will interact with the also required 
Health Emergency Leave with Pay rules that already exist in Colorado. 

Details related to the leave provided by the FFCRA can be found here.  

Note: the CO-EPSL is the same amount of sick leave provided by the FFCRA. It is only different in that it 
will be required of all Colorado employers. 

PSST:  
PSST will first apply only to employers with 16 or more employees starting January 1, 2021, then be 
applicable to all employers on January 1, 2022. Employees will start accruing one hour of PSST for every 
30 hours worked, up to a maximum of 48 hours per year. Employers may frontload the 48 hours instead 
of accruing per hour worked. It has not been mentioned if this relieves employers of the need to carry 
over balances, as it does for other states. Therefore, every employee will be allowed to carry over their 
unused balance, up to 48 hours of PSST, to the following plan year. Employers with existing policies that 
already meet or exceed the 48 hours of PSST, and the 80 hours provided (assuming the employee is 
working at least 80 hours every two weeks) will not have to create a new sick plan policy. Unlike other 
mandatory sick leave programs, PSST has no usage waiting period; Employees may use PSST as they 
accrue it. 

To read more about PSST, including when employees may use it, click here. 

PHEL 
PHEL is only a supplemental Paid Sick Leave. It will only be applicable in the event of a public health 
emergency. A public health emergency is defined by the HFWA as: 

 an act of bioterrorism, pandemic influenza, or an epidemic caused by a novel and highly 
fatal infectious act, for which: 1) a disaster emergency is declared by the governor; or 2) an 
emergency is declared by a federal, state, or local public health agency; 

 a highly infectious illness or agent with epidemic or pandemic potential for which a disaster 
emergency is declared by the governor. 

Additionally, the employee can use their PHEL up to four weeks after the official termination or 
suspension of the public health emergency. The amount of supplemental leave provided varies by the 
amount of time worked by the employee. The amounts are as follows: 

 For employees who normally work 40 hours or more per week: At least 80 hours. 

 For employees who normally work fewer than 40 hours in a week: At least the greater of 
either the amount of time the employee is scheduled to work in a 14-day period or the 
amount of time the employee actually works during an average 14-day period. 

For more details on PHEL click here. 

The Senate Bill itself is available here. 

https://www.dol.gov/agencies/whd/pandemic/ffcra-employee-paid-leave
https://www.littler.com/publication-press/publication/colorado-passes-law-requiring-employers-provide-three-types-paid-sick
https://www.littler.com/publication-press/publication/colorado-passes-law-requiring-employers-provide-three-types-paid-sick
https://leg.colorado.gov/sites/default/files/documents/2020A/bills/2020a_205_enr.pdf


 
 
 
What do employers need to do? 

Employers with employees in Colorado should closely monitor the Governor’s website, as when it is 
signed it if effective immediately. Paid sick leave policies should be changed to accommodate the new 
emergency leaves and PSST that will start at the beginning of 2021. 

 

FLORIDA 
Florida Voters Pass Minimum Wage Increases  
What happened? 

Voters in Florida passed Amendment 2, which will increase the state’s minimum wage over the next 
several years until it eventually hits $15 an hour.  

What are the details?  

Amendment 2 will increase Florida’s minimum wage to $10.00 effective September 30, 2021. The 
minimum wage of Florida will still increase from $8.56 per hour to $8.65 per hour, effective January 1, 
2021. After the minimum wage hits $10.00, the minimum wage will climb by $1.00, until it reaches 
$15.00 an hour on September 30, 2026. At that time, Agency for Workforce Innovation will regain 
control of managing minimum wage increases. The Florida minimum wage applies to any employees 
who are covered by the federal minimum wage.  

Employers who must pay their employee’s the Florida minimum wage must also post a notice of the 
state minimum wage.  

The notice’s may be found here.  

Amendment 2’s full text may be found here. 

An article going over Amendment 2 in more detail can found here.  

What do employers need to do? 

Employers in Florida should keep this increase in mind and contact their Payroll specialist if they have 
any questions. 

 

GEORGIA  
Atlanta COVID-19 Facemask Notice Posting Requirement 
What happened? 

The City of Atlanta has issued further facemask requirements, now requiring additional signage to be 
posted by businesses to opt-out of enforcement of facemask mandates on their premises by Atlanta 
police, as well as send an email notice to the police department.  

http://www.floridajobs.org/business-growth-and-partnerships/for-employers/display-posters-and-required-notices
https://dos.elections.myflorida.com/initiatives/initdetail.asp?account=70115&seqnum=1
https://www.fordharrison.com/florida-voters-pass-minimum-wage-amendment


 
 
 
What are the details?  

Issued in late October, the most recent requirements for Atlanta employers include a new worksite 
posting, and an email requirement.  

Employers who wish to opt-out of the City of Atlanta’s Local Option Face Covering requirement will need 
to post a clearly legible sign in a two-inch or larger font at all public entrances stating the following:  

“This location does not consent to enforcement of any local face covering requirement upon this 
property.” 

Additionally, employers will need to notify the Atlanta Police Department stating their refusal to consent 
to enforcement of Atlanta’s Local Option Face Covering Requirement by either emailing a notice to 
MaskOptOut@AtlantaGa.Gov or sending a written notice to Atlanta Police Department, 226 Peachtree 
Street SW, Atlanta, Georgia 30303.  

Employers should note that Georgia already has posting requirements for COVID-19. The Georgia 
COVID-19 Pandemic Business Safety Act provides a litigation shield for businesses operating inside the 
state of Georgia. Employers who do not sell tickets to enter their establishment must, to be protected 
by this litigation shield, have the following text in at least one-inch Arial font place apart from any other 
text at all points of entry to their property that states: 

Warning 
Under Georgia law, there is no liability for an injury or death of an individual entering these premises if 

such injury or death results from the inherent risks of contracting COVID-19. You are assuming this risk by 
entering these premises. 

An article covering these changes can be found here.  

What do employers need to do? 

Atlanta employers should review the above requirements and ensure they have the required notices 
posted at their workplaces, if they wish to opt-out of local mask requirements. 

MAINE 
REMINDER: Upcoming Maine Earned Paid Leave Effective January 1, 2021 
What happened?  

The Maine DOL has issued the final rules for the mandatory paid leave created when Governor Mills 
signed the Act Authorizing Earned Employee Leave in May 2019.  

What are the details?  

Private employers with more than 10 employees working in Maine in the usual and regular course of 
business for more than 120 days in the calendar year. A covered employee can include full-time, part-
time, and per-diem employees. Domestic workers making over $1,000 a year will also qualify for this 
paid leave.  

mailto:MaskOptOut@AtlantaGa.Gov
https://www.jdsupra.com/legalnews/what-employers-need-to-know-about-their-11323/?origin=CEG&utm_source=CEG&utm_medium=email&utm_cam%E2%80%A6


 
 
 
The law will not cover seasonal employees, independent contractors, and employees working fewer 
than 120 days in any calendar year. Employees covered by a collective bargaining agreement during the 
period between January 1, 2021 and the expiration date of the agreement are excluded.  

Employees will begin accruing paid leave upon hire. They will not be able to use the paid leave until 120 
days after their employment date. Employers may frontload the 40 hours required at the beginning of 
the plan year or on the employee’s anniversary date as long as the employee receives no less earned 
paid leave than he or she would have earned under an accrual method. If an employer frontloads hours 
to an employee’s balance and the employee quits, the employer may deduct the number of hours they 
would not have earned on an accrual plan from the employee’s balance. Otherwise the employees will 
accrue at a rate of one hour of paid leave for every 40 hours worked, up to a maximum of 40 hours a 
year. Employees may carryover their balance from one year to the next, but employers may cap this 
amount to 40 hours. Employers only need to pay out existing balances of paid leave if the company has 
a policy setting a precedent of doing that for other accrued leaves. If not, the company can choose not 
to. If an employee is no longer employed with an employer who does not cash out their balance and 
returns to work for that employer within one year, the employer must reinstate their previous balance.  

Paid leave will be paid at the employee’s base pay rate. Calculating the base rate of pay requires dividing 
total earnings for the week prior to the leave by the number of hours worked. Note that this has the 
potential for employees to take leave at an increased rate should they receive a bonus or commission in 
the week prior to their leave. Employees working in the service industry that typically receives tips will 
have the state’s minimum wage be considered their base pay rate.  

Employers may require employees to provide up to four weeks’ notice of their intent to utilize their 
earned paid leave. In emergency situations, employees must give notice in a “reasonable” amount of 
time. Employees may use paid leave in increments as small as one hour. Employers may allow smaller 
units of time if they wish. In instances of leave being used for more than three days for sick time, 
employers may require a doctor’s note or other documentation.  

The required workplace poster can be found here.  

The Act’s full text can be found here.  

An FAQ provided by Maine’s DOL can be found here.  

What do employers need to do?  

Maine employers should begin adjusting their workplace policies to accommodate the new leave 
requirement. Training should be prepared for administrative staff and management to know how to 
handle and administer this paid leave. 

 

MASSACHUSETTS 
New COVID-19 Regulations for Businesses 
What happened? 

On November 2, 2020, Governor Baker signed several COVID-related measures restricting the actions of 
businesses in the state. 

https://www.maine.gov/labor/docs/2020/posters/regulationofemployment.pdf
https://www.mainelegislature.org/legis/bills/bills_129th/billtexts/SP011003.asp
https://www.maine.gov/labor/docs/2020/laborlaws/CombinedEarnedPaidLeaveFAQs.pdf


 
 
 
What are the details?  

The orders center on five main points: (1) a Stay-At-Home Advisory, (2) Early Closure of Businesses and 
Activities, (3) Face Covering Order, (4) Gatherings Orders, and (5) Sector-Specific Guidelines.  

The Stay-At-Home Advisory directs residents to stay at home except for a few select activities, like 
grocery shopping and satisfying medical needs.  

The Early Closure of Businesses and Activities order limits how long businesses may remain open. The 
order requires certain businesses to close at 9:30 p.m. To be specific:  

 In-person dining at restaurants must stop at 9:30 p.m., but takeout and delivery may continue 
for food and non-alcoholic beverages. 

 Liquor stores and other retail establishments that sell alcohol must stop alcohol sales at 9:30 
p.m. but may continue to sell other products. In general, the service and sale of alcohol is 
prohibited during the restricted hours. This prohibition applies to all retailers, restaurants, 
private clubs, catering halls, events, casinos, and delivery services licensed to sell alcohol. 

 Adult-use marijuana sales, not including medical marijuana sales. 

 Indoor and outdoor events. 

 Theaters and movie theaters, including drive-in movie theaters, and both outdoor and indoor 
performance venues. 

 Close contact personal services, such as hair and nail salons. 

 Gyms, fitness centers, and health clubs. 

The Face Covering Order creates new requirements for when people must wear face coverings, 
essentially everywhere public. Should a customer refuse to remove their mask due to a medical reason, 
businesses my not request documentation proving the condition. However, employers may ask for that 
documentation when an employee makes the same claims.  

The Gathering Order will be restricting indoor gatherings to 10 people for private residences, and 25 
people for outdoor gatherings. All gatherings must be end and disperse by 9:30 p.m.  

The Sector-Specific Guidelines specifically target the following sectors: retail businesses, theaters and 
performance venues, close contact personal services, and arcades and other indoor or outdoor games 
and recreation businesses.  

A detailed article going over these orders in more detail can be found here. 

What do employers need to do? 

Massachusetts employers should review the above changes and make any needed changes to workplace 
policy to stay in compliance.  
_____________________________________________________________________________________ 

REMINDER: MA Paid Family and Medical Leave Effective January 1, 2021 
What happened? 

The statewide Massachusetts Paid Family and Medical Leave (PFML) program will be fully effective 
January 1, 2021. 

https://www.seyfarth.com/news-insights/massachusetts-issues-new-covid-19-restrictions-affecting-employers-and-individuals.html


 
 
 
What are the details?  

Effective January 1, 2021, employees will be able to apply to use the PFML that has been funded 
through payroll deductions.  

An article covering this change can be found here. 

What do employers need to do? 

While employers should already be in compliance with the state ran program, they may need to review 
with their administrative staff to ensure everyone understands the requirements and times when the 
new leave may be used.  

 

NEW JERSEY 
New Jersey Governor Signs EO 192  
What happened? 

Governor Murphy signed Executive Order (EO) 192 on October 29, 2020 with an effective date on 
November 5, 2020.  

What are the details?  

EO 192 includes many different new requirements for New Jersey employers. EO 192 will apply to every 
business, non-profit, and governmental or educational entity. The order mainly focuses on new 
requirements for employers that require or permit employees to work at the physical workplace. 
Specifically, the requirements touch on the following subjects: 

 Physical distancing 

 Face masks or coverings 
o Includes language permitting employers to deny access to the workplace to individuals 

who will not wear a face mask or covering 

 Availability of sanitization materials 

 Employee hygiene requirements 

 Workplace sanitization 

 Routine employee health checks 

 Notification requirements for COVID-19 exposures in the workplace 

Some employees are exempt from the requirements listed in EO 192 if they interfere with the discharge 
of their operational duties. These employees are: first responders, emergency management personnel, 
emergency dispatchers, healthcare personnel, court personnel, law enforcement, corrections personnel, 
hazardous material responders, transit workers, child protection personnel, child welfare personnel, 
housing or shelter personnel, military employees, and governmental employees engaged in emergency 
response activities.  

Additionally, the order requires that the New Jersey Department of Labor and Workforce Development 
produce compliance and safety training for employers and employees through its programs, as well as 
provide notices or other informational materials to inform workers of their rights and employers of their 
obligations. 

https://www.jdsupra.com/legalnews/massachusetts-paid-family-and-medical-48520/


 
 
 
An article going in more detail on the requirements of the executive order can be found here. 

The EO can be found here. 

What do employers need to do? 

New Jersey employers should review the requirements above and update their workplace policies as 
needed to remain in compliance.  
_____________________________________________________________________________________ 

Governor Murphy Signs Industry-Specific COVID-19 Restrictions 
What happened? 

In response to a recent COVID-19 surge, New Jersey Governor Murphy issued Executive Order (EO) 194, 
which impacts food and beverage establishments, scholastic and youth sports, and personal care 
services. 

What are the details?  

Of the impacted industries, the food and beverage industry were given the majority of the new 
restrictions. Specifically, those working in these industries will need to drastically reduce their seating 
capacity, by either spacing out tables by the minimum six feet apart in all directions, or by erecting 
barriers between tables, per guidance from the New Jersey Department of Health. Indoor operations 
must cease between the hours of 10:00 p.m. to 5:00 a.m., every day. Additionally, indoor bar areas are 
now prohibited for establishments to use. However, the order does expand the definition of outdoor 
seating area to now also include enclosed outdoor areas, provided that they meet certain requirements 
like ventilation and cleaning requirements.  

Youth sports will be restricted by disallowing out-of-state travel for any activities and indoor sports 
venues are not to be used. These restrictions do not apply to collegiate or professional sports activities.  

Personal care facilities will need to limit occupancy of any indoor premises to 2% of the maximum stated 
capacity. Some impacted businesses include cosmetology shops, barber shops, beauty salons, hair 
braiding shops, nail salons, electrology facilities, spas, day spas, massage parlors, tanning salons, and 
tattoo parlors.  

An article covering these restrictions can be found here. 

The Executive Order can be found here. 

What do employers need to do? 

New Jersey businesses operating in the impacted industries should update their workplace practices to 
reflect the new requirements.  

 

https://www.jacksonlewis.com/publication/new-jersey-requires-covid-19-workplace-protocols-effective-november-5-2020?utm_source=elinfonet
https://nj.gov/infobank/eo/056murphy/pdf/EO-192.pdf
https://www.jacksonlewis.com/publication/new-jersey-executive-order-limits-dining-interstate-sports-and-personal-care-service
https://nj.gov/infobank/eo/056murphy/pdf/EO-194.pdf


 
 
 

NEW YORK 
New York Employers Required to Send Additional Warn Notices 
What happened? 

On November 11, 2020, Governor Cuomo signed into law Assembly Bill (AB) A10674a.  

What are the details?  

Effective immediately AB A1067a requires employers to send out WARN triggered notices to additional 
governmental agencies. The new agencies are as follows:  

 The chief elected official of the unit or units of local government and the school district or 
districts in which the WARN even will occur; and 

 Each locality that provides police, firefighting, emergency medical or ambulance services or 
other emergency services to the site of employment where the WARN event is occurring. 

The regulation currently does not provide what exactly needs to be included in the notices sent to these 
local governmental bodies. Until, if ever, the regulations are updated with information regarding the 
content of the notices, employers have been advised to simply send notices that provide the same 
information that would be required for a federal WARN notice.  

An article covering this new regulation can be found here. 

What do employers need to do? 

Employers with medium to large amounts of employees within New York State should review the above 
information and update their WARN practices accordingly.  
_____________________________________________________________________________________ 

REMINDER: New York and New York City Paid Sick Leave Laws Effective January 1, 2021 
What happened? 

Both New York State and New York City will have paid sick leave laws going into effect on January 1, 
2021. 

What are the details?  

New York State will be implementing its new statewide paid sick leave program. New York City will be 
implementing its amendments that will cause the city-wide paid sick leave program to mirror almost 
exactly, the New York State paid sick leave program.  

An article covering New York States paid sick leave program can be found here. 

An article covering New York City’s paid sick leave amendments can be found here. 

What do employers need to do? 

New York employers should remember to update their workplace practice ahead of time to stay in 
compliance upon the effective date of these laws. 

https://www.littler.com/publication-press/publication/warning-new-york-employers-ny-warn-act-now-requires-warn-notices-be
https://www.jacksonlewis.com/publication/new-york-state-s-new-paid-sick-leave-law-goes-effect-september-30-2020
https://www.seyfarth.com/news-insights/if-pain-yes-gainpart-89-new-york-city-council-passes-amendments-to-existing-psl-law-to-align-with-statewide-psl-law-taking-effect-on-september-30-state-remains-silent-on-its-looming-psl-mandate.html


 
 
 
 

OREGON 
Oregon Voters Approve Psilocybin Usage and Minimize Penalties for Drug Possession 
What happened? 

Voters in Oregon have passed Measures 109 and 110.  

What are the details?  

Measure 109: 
The Oregon Health Authority (OHA) will be responsible for establishing the program and creating 
regulations. OHA has a two-year period to develop the program. An Oregon Psilocybin Advisory Board 
(OPAB) will advise the OHA. Residents will be allowed to purchase, possess, and consume psilocybin at a 
psilocybin service center and under the supervision of a psilocybin service facilitator after undergoing a 
preparation session. Under Measure 109, the OHA determines who is eligible to be licensed as a 
facilitator, determine what qualifications, education, training, and exams are needed, and create a code 
of professional conduct for facilitators. OHA would set psilocybin dosage standards and labeling and 
packaging rules. 

Currently Measure 109 does not address how this will impact workplace practices. Guidance is expected 
over the next two years before the measure goes fully into effect.  

Measure 110: 
While Measure 110 severely reduces the penalties for individuals found to be in possession of small 
amounts of certain drugs that were previously illegal, it also mandates establishment/funding of 
“addiction recovery centers” (centers) within each existing coordinated care organization service area by 
October 1, 2021. Centers provide drug users with triage, health assessments, treatment, and recovery 
services. To fund centers, the measure dedicates all marijuana tax revenue above $11,250,000 
quarterly, legislative appropriations, and any savings from reductions in arrests, incarceration, and 
supervision resulting from the measure. 

Interestingly, Measure 110 has created a rebuttable presumption for those who require licenses to work 
in the state of Oregon. The measure amends ORS 670.280 to create a “rebuttable presumption” that an 
applicant’s or licensee’s existing or prior conviction of a Class E violation “does not” render the person 
unfit to obtain or hold a license. Measure 110 also amends ORS 670.280 to create a “rebuttable 
presumption” that such a conviction also “is not related to the fitness and ability” of the applicant or 
licensee to engage in the activity for which the license is required. 

These two measures do not interfere with an employer’s right to maintain drug free workplaces. 

An article going over the changes of these two measure can be found here. 

Measure 109 can be read here. 

Measure 110 can be read here. 

https://ogletree.com/insights/new-measures-in-oregon-decriminalize-certain-narcotics-and-legalize-psilocybin-therapy/
http://oregonvotes.org/irr/2020/034text.pdf
http://oregonvotes.org/irr/2020/044text.pdf


 
 
 
What do employers need to do? 

Oregon employers should be aware of these changes and know that it does not impact their current 
ability to regulate controlled substances in the workplace.  
_____________________________________________________________________________________ 

Oregon OSHA Issues COVID-19 Regulations 
What happened? 

Oregon OSHA’s Infectious Disease Rulemaking Advisory Committee has issued significant restrictions on 
multiple industries and requirements for employers with differences between employers of varying 
sizes.  

What are the details?  

There are four requirements that all employers, regardless of industry, will need to adhere to. The four 
requirements are:  

1. Exposure risk assessment 
2. Infection control plan 
3. Training 
4. COVID-19 infection notification process 

The following page numbers will be referring to the pages of the Oregon OSHA document that was 
released to outline all of these rules, found here. 

Exposure Risk Assessment: 

Pg. 9. “(g) Exposure risk assessment. No later than December 7, 2020, all employers must conduct a 
COVID-19 exposure risk assessment, without regard to the use of personal protective equipment, masks, 
face coverings, or face shields. If an employer has multiple facilities that are substantially similar, its 
assessment may be developed by facility type rather than site-by-site so long as any site-specific 
information that affects employee exposure risk to COVID-19 is included in the assessment.” 

Note: Oregon OSHA has provided a template for employers to fill out that will satisfy the requirement. 
An additional requirement for the client to keep in mind: 

“Each employer with more than ten employees statewide (including temporary and part-time workers) 
or that is covered by (1)(c) of this rule (workplaces at exceptional risk) must record their COVID-19 
exposure risk assessment in writing by documenting the following information: 

(i) The name(s), job title(s), and contact information of the person(s) 
who performed the exposure risk assessment; 
(ii) The date the exposure risk assessment was completed; 
(iii) The employee job classifications that were evaluated; and 
(iv) A summary of the employer’s answers to each of the applicable 
exposure risk assessment questions in this subsection.” 

https://osha.oregon.gov/OSHARules/div1/437-001-0744.pdf


 
 
 
Infection Control Plan: 

Pg. 11 “(h) Infection control plan. No later than December 7, 2020, all employers must establish and 
implement an infection control plan based on the risks identified in subsection (3)(g) that implements 
the controls identified in (3)(g)(C)(xiii) including, but not limited to, ventilation, staggered shifts, 
redesigning the workplace to accommodate physical distancing, reducing use of shared surfaces and 
tools, limiting the number of employees and other individuals in work areas, personal protective 
equipment, etc. If an employer has multiple facilities that are substantially similar, its infection control 
plan may be developed by facility type rather than site-by-site so long as any site-specific information 
that affects employee exposure risk to COVID-19 is included in the plan. Employers may also rely upon 
materials developed by associations, licensing agencies, and franchisors to assist with compliance and 
provided that mechanisms for appropriate employee feedback and involvement are provided.” 

Employers with 10 employees statewide will need to keep the control plan in writing and ensure that a 
copy is accessible to employees at their workplace.  

The actual requirements of the Infection Control Plan are as follows: 

“(i) A list of all job assignments or worker tasks requiring the use of personal protective equipment 
(including respirators) necessary to minimize employee exposure to COVID-19;  
(ii) The procedures the employer will use to ensure that there is an adequate supply of masks, face 
coverings, or face shields and personal protective equipment (including respirators) necessary to 
minimize employee exposure to COVID-19;  
(iii) A list and description of the specific hazard control measures that the employer installed, 
implemented, or developed to minimize employee exposure to COVID-19;  
(iv) A description of the employer’s COVID-19 mask, face covering, and face shield requirements at the 
workplace, and the method of informing individuals entering the workplace where such source control is 
required;  
(v) The procedures the employer will use to communicate with its employees and other employers in 
multi-employer worksites regarding an employee’s exposure to an individual known or suspected to be 
infected with COVID-19 to whom other workers may have been exposed. This includes the 
communication to individuals identified through COVID-19 contact tracing and general communication 
to the workplace at large; and  
(vi) The procedures the employer will use to provide its workers with the initial employee information 
and training required by this rule.” 

Note: While it is not currently available, Oregon OSHA has stated that it will make samples of Infection 
Control Plans available to employers to assist them in completing the task.  

Training: 
Pg. 12.  “Employee information and training. No later than December 21, 2020, employers must provide 
workers with information and training regarding COVID-19. This information and training can be 
provided remotely or using computer-based models but must be provided in a manner and language 
understood by the affected workers. Employers must ensure that the training provides an opportunity 
for feedback from employees about the topics covered in the training, which must include at least the 
following elements:  

(A) Physical distancing requirements as they apply to the employee’s workplace and job function(s);  



 
 
 
(B) Mask, face covering, or face shield requirements as they apply to the employee’s workplace and job 
function(s);  
(C) COVID-19 sanitation requirements as they apply to the employee’s workplace and job function(s);  
(D) COVID-19 signs and symptom reporting procedures that apply to the employee’s workplace;  
(E) COVID-19 infection notification process as required by this rule;  
(F) Medical removal as required by this rule;  
(G) The characteristics and methods of transmission of the SARS-CoV-2 virus 
(H) The symptoms of the COVID-19 disease; 
(I) The ability of pre-symptomatic and asymptomatic COVID-19 persons to transmit the SARS-CoV-2 
virus; and 
(J) Safe and healthy work practices and control measures, including but not limited to, physical 
distancing, sanitation and disinfection practices.” 

Note: Oregon OSHA will be providing training materials that can be used to complete the training 
requirements. Additionally, if the client has already provided training covering the above topics, they 
will not be required to administer it again, but they will need to provide training on any of the topics not 
covered by the previous training. 

COVID-19 Infection Notification Process: 

Employers will need to set up a process to notify employees that have had a work-related contract with 
an individual who has tested positive for COVID-19, as well as to notify affected employees that an 
individual who was present in the facility has confirmed COVID-19. The requirement has two parts: 

(A) A mechanism for notifying both exposed and affected employees within 24 hours of the employer 
being made aware that an individual with COVID-19 was present in the workplace while infectious or 
otherwise may have had work-related contact with its employee(s) while infectious; and  
(B) This notification process must be established and implemented in accordance with all applicable 
federal and Oregon laws and regulations. 

Note: Oregon OSHA has issued a model notice policy that employers may use.   

In addition to the above requirements, Oregon OSHA had issued additional requirements for the above 
requirements if the employer works with any of the following activities: 

“(A) Direct patient care; 
(B) Environmental decontamination services in a healthcare setting; 
(C) Aerosol-generating healthcare or postmortem procedures; 
(D) Direct client service in residential care or assisted living facilities;  
(E) Emergency first responder activities;  
(F) Personal care activities that involve very close contact with an individual, such as toileting or bathing; 
or  
(G) Handling, packaging, cleaning, processing, or transporting human remains or human tissue 
specimens or laboratory cultures collected from an individual known or suspected to be infected with 
COVID-19” 



 
 
 
Oregon OSHA also included industry specific regulations that can be found on the document linked 
above: 

1. Restaurants, Bars, Brewpubs, and Public Tasting Rooms at Breweries, Wineries, and Distilleries 
2. Retail Stores 
3. Outdoor/Indoor Markets 
4. Personal Services Providers 
5. Construction Operations 
6. Indoor and Outdoor Entertainment Facilities  
7. Outdoor Recreation Organizations 
8. Transit Agencies  
9. Collegiate, Semi-Professional, and Minor League Sports 
10. Professional and PAC-12 Sports 
11. Licensed Swimming Pools, Licensed Spa Pools, and Sports Courts Mandatory Workplace 

Guidance 
12. Fitness-Related Organizations 
13. K-12 Educational Institutions (Public or Private)  
14. Early Education Providers 
15. Institutions of Higher Education (Public or Private)  
16. Veterinary Clinics 
17. Fire Service and EMS 
18. Law Enforcement 
19. Jails and Custodial Institutions  

The example Risk Exposure Assessment can be found here, at the bottom of the webpage under 
“Documents.” 

The model notice policy can be found here.  

Additional information, forms, and model notices will be posted here.  

What do employers need to do? 

All employers with employees in Oregon should review the above information and begin the process of 
completing the requirements, as some may take time and planning to complete. 

 

PENNSYLVANIA 
Pittsburgh and Allegheny County Pass CROWN Acts 
What happened? 

The City of Pittsburgh and Allegheny County have passed the Creating a Respectful and Open Workplace 
for Natural Hair (CROWN) Acts.  

What are the details?  

The CROWN Acts prohibit discrimination based on any characteristic, texture, form, or manner of 
wearing an individual’s hair if such characteristic, form, or manner is commonly associated with a 
particular race, national origin, gender, gender identity or expression, sexual orientation, or religion.   

https://osha.oregon.gov/rules/advisory/infectiousdisease/Pages/default.aspx
https://osha.oregon.gov/Documents/Model-COVID-19-Notification-Policy.pdf
https://osha.oregon.gov/covid19/Pages/default.aspx


 
 
 
The Allegheny County CROWN Acts can be found here. 

The City of Pittsburgh’s CROWN Acts can be found here. 

What do employers need to do? 

Employers within Allegheny County or the City of Pittsburgh should review their workplace dress code 
policies to ensure they are not discriminating against protected hairstyles. Managers may need to be 
trained on any changes in workplace policies.   

 

SOUTH DAKOTA 
South Dakota Voters Legalize Marijuana Usage 
What happened? 

South Dakota voters have voted in favor of Constitutional Amendment A and Measure 26, both relating 
to the use of marijuana.  

What are the details?  

Constitutional Amendment A allows for the recreational use of marijuana for adults over the age of 21. 
Notably, Measure 26 legalizes the use of medicinal marijuana. Measure 26 allows users of medicinal 
marijuana the same protections granted to patients prescribed prescription drugs with regard to 
employment and drug testing.  

Measure 26 can be read here.  

What do employers need to do? 

Employers in South Dakota should review their pre-employment practices in order to accommodate the 
new protections granted to medicinal marijuana users.  

 

 

WASHINGTON  
State Supreme Court Grants Overtime to Dairy Workers  
What happened? 

The Washington Supreme Court has ruled that dairy workers, specifically “milkers,” should be entitled to 
overtime pay rates. 

What are the details?  

Previously, in the state of Washington, there were many exemptions to the overtime provisions in the 
state minimum wage laws. The state Supreme Court ruled that it was in direct violation of the state 
constitution, namely, Article I, section 12, providing that “no law shall be passed granting to any citizen, 
class of citizens … privileges or immunities which upon the same terms shall not equally belong to all 
citizens.” With this in mind, the court decided that it is a fundamental “right of all Washington workers 

https://alleghenycounty.legistar.com/LegislationDetail.aspx?ID=4632585&GUID=1D564F4A-E19F-46C3-8906-2D0963D336E3&
https://pittsburgh.legistar.com/LegislationDetail.aspx?ID=4657946&GUID=6A9AB631-2E7D-46EE-89A6-FC104157984D&
https://sdsos.gov/elections-voting/assets/MedMarijPetitionApproved.pdf


 
 
 
in dangerous industries to receive workplace health and safety protections.“ The court then claimed that 
the Washington legislature had no reasonable ground to favor agricultural employers and exclude 
agricultural employees from overtime laws.  

While this ruling was specifically for dairy workers, the attacks made by the court are against all 
exemptions related to agricultural workers. With this in mind, the minority’s opinion in this case stated 
that the ruling essentially “farm workers will now be entitled to future overtime pay,” without 
qualification.  

An article going over this case can be found here. 

The Washington Supreme Court case ruling can be found here. 

What do employers need to do? 

Employers with agricultural employees within Washington State should consult with their employment 
attorneys immediately to evaluate their next steps.   

 

PLAN AHEAD 

(This section provides you with an overview of current and upcoming laws that take effect) 

 

Law / Regulation Effective Date 

California Protect App-Based Drivers and Services Act Takes Effect 
Expected December 

2020 

Arizona Legalizes Recreational Marijuana 
Expected December 

2020 

DHS Interim Final Rule on Strengthening H-1B Non-Immigrant Visa 
Classification Takes Effect December 7, 2020 

Pennsylvania Amends Veterans Preference Law December 28, 2020 

Upstate New York Minimum Wage Increases to $12.50 December 31, 2020 

New York Minimum Wage for Fast Food Employees Increases to $14.50 December 31, 2020 

Nassau, Suffolk, and Westchester Counties, New York Minimum Wage 
Increases to $14.00 December 31, 2020 

New York Eliminates Tip Credit for Miscellaneous Industries December 31, 2020 

 
(Back to the top)

https://www.jdsupra.com/legalnews/washington-supreme-court-grants-dairy-61099
https://law.justia.com/cases/washington/supreme-court/2020/96267-7.html


 
 
 

 

POSTING UPDATES  

(This section provides you with an overview of labor law postings for this month. Note: many of these 
are included in the federal/state labor law poster) 
 

Effective Date State City Updated Posting 
Mandatory or 

Recommended 

TBD 

  FEDERAL   

Fair Labor Standards Act (FLSA) - 
Overtime Exemptions, Overtime, 
Joint Employment. ANTICIPATED 

ANTICIPATED 

  Illinois   

You Have the Right to Be Free from 
Job Discrimination and Sexual 
Harassment ANTICIPATED 

  California   Minimum Wage ANTICIPATED 

  New Jersey   Wage Theft ANTICIPATED 

  New Jersey   Safe Act ANTICIPATED 

  New York   Discrimination ANTICIPATED 

  Virginia   Minimum Wage ANTICIPATED 

  New York   Fair Employment ANTICIPATED 

  California   Paid Sick Leave ANTICIPATED 

  California   Workers' Compensation ANTICIPATED 

  Missouri   Earned Employee Leave ANTICIPATED 

  Missouri   Minimum Wage ANTICIPATED 

  
New 
Mexico   Minimum Wage ANTICIPATED 

November 2020 

  Washington   Minimum Wage 2021 RECOMMENDED 

  
South 
Dakota   Minimum Wage 2021 RECOMMENDED 

  Maine   Regulation of Employment MANDATORY 

  Maine   Minimum Wage 2021 MANDATORY 



 
 
 

  Vermont   Minimum Wage 2021 MANDATORY 

  Montana   Minimum Wage 2021 RECOMMENDED 

  Nevada   Workers' Compensation MANDATORY 

 Illinois Chicago Labor Standards Notice MANDATORY 

 
 
 
The information and resources provided in this communication are not a substitute for experienced legal counsel 
and does not constitute legal advice or attempt to address the numerous factual issues that inevitably arise in any 
employment-related dispute. Although this information attempts to cover some major recent developments, it is 
not all-inclusive, and any recommendations are based upon HR best practices and procedures. We recommend you 
consult an attorney for legal guidance. 
 

END OF UPDATES 

(Back to the top) 


