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State/Territory/District

California Issues Preliminary Guidance on Pay Data Reporting for 
2025, Includes New Data Fields

Highlights

Impacted Employers: All private employers who have 100 or more employees, with at 
least one California employee.

Effective Dates: January 1, 2026 and May 13, 2026 (reporting due). See below. 

Summary: The California Civil Rights Department (CRD) has published preliminary 
versions of pay data reporting templates for the 2025 reporting year. The templates 
include new data fields for reporting employees’ exemption status, employment type, 
and weeks worked during the reporting year.

Next Steps: Begin planning how your organization will capture any additional 
information that may be required for reporting if the changes are finalized. ADP will 
continue to monitor the status of the preliminary templates and report on any updates. 

Background:

Under California law, a private employer with 100 or more employees, including 
at least one California employee, must submit a pay data report covering the prior 
calendar year to the state on or before the second Wednesday of May each year.

A private employer that has 100 or more employees, with at least one California 
employee, hired through labor contractors within the prior calendar year must also 
submit a separate pay data report to the state covering those employees. The private 
employer must also disclose on the pay data report the ownership names of all labor 
contractors used to supply employees. A labor contractor must supply all necessary 
pay data to the private employer.

New Data Fields in Preliminary 2025 Reporting Year Templates

The California Civil Rights Department (CRD) has published preliminary versions of 
pay data reporting templates for the 2025 reporting year. The preliminary templates 
include new data fields for reporting employees’ exemption status, employment type, 
and weeks worked during the reporting year.
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The CRD says the preliminary templates are subject to change and are intended for planning purposes only. An 
accompanying document provides answers to frequently asked questions on the preliminary templates. Final 
versions of templates and answers to FAQs should be available in February 2026.

Effective January 1, 2026, the CRD also requires that any employee demographic information gathered by an employer 
or labor contractor for the purpose of pay data reporting be kept separately from the employee’s personnel records. 

Preliminary Guidance for Completing the New Data Fields: 

As mentioned above, the preliminary templates include new data fields for reporting employees’ exemption status, 
employment type, and weeks worked during the reporting year. The following is the CRD’s preliminary guidance for 
completing these fields if they are included in the finalized templates.

Reporting Exemption Status:

The guidance says covered employers should identify whether each California employee is exempt from the minimum 
wage and overtime pay provisions of state laws and/or the federal Fair Labor Standards Act. Employers should classify 
each California employee as having either: 

	 •  Exempt status; or 
	 •  Non-exempt status.

Reporting Employment Type:

The guidance says covered employers should classify each California employee into one of three employment types: 

	 •  �Full-time: An employee who is assigned to regularly work full-time hours under the employer’s standard or 
alternative workweek schedule would fall under the “Full-time” employment type. 

	 •  �Part-time: An employee who is assigned to regularly work less than full-time hours under the employer’s 
standard or alternative workweek schedule would fall under the “Part-time” employment type.

	 •  �Intermittent: An employee who is assigned to periodically or irregularly work full-time or part-time hours, under 
the employer’s standard or alternative workweek schedule, would fall under the “Intermittent” employment type.

Reporting Weeks Worked:

The guidance says covered employers should identify the number of weeks worked by each California employee during 
the reporting year. This includes weeks during which the employee was on any form of paid time off (such as vacation 
time, sick time, or holiday time). 

For each establishment, covered employers should identify the number of California employees in each employee 
group created by classifying employees based on race/ethnicity, sex, job category, pay band, exemption status, and 
employment type. 

Once a covered employer has identified the employee group for each of its California employees in the snapshot period, 
the employer should then aggregate the total weeks worked during the reporting year for all the California employees 
in the same employee group. The resulting number should be entered as the Total Annual Weeks Worked. 

If an employee doesn’t share the same employee group of any other employee in the establishment, the employer 
would report a count of one employee and report the number of weeks worked during the reporting year by that 
employee alone. When reporting on labor contractor employees, weeks worked includes the actual number of weeks 
worked by the labor contractor employee for the reporting client employer.

Next Steps:

Covered employers should:

	 •  Consult legal counsel as needed.

	 •  �Start planning how to capture the additional information that may be required for reporting if the changes are finalized.

	 •  Monitor the state’s pay data reporting website for developments.

	 •  Submit pay data reports for 2025 using finalized templates (once available) by May 13, 2026.

ADP will continue to monitor the status of the preliminary templates and report on any updates.

https://calcivilrights.ca.gov/wp-content/uploads/sites/32/2026/01/2025_California_Pay_Data_Reporting_FAQ.pdf
https://calcivilrights.ca.gov/paydatareporting/


California Publishes Template for “Know Your Rights” Notice Due February 1

Highlights

Impacted Employers: All employers with employees in California.

Effective Date: February 1, 2026 

Summary: California has published a template to help employers address a requirement to provide a notice annually to each 
current employee and to each new employee at the time of hire, informing them of certain rights under state and federal law. 
The template notice is currently available in English and Spanish and will eventually be available in additional languages.

Next Steps: Employers should provide the required notice to current employees and new hires. 

The Details:

Under a law enacted last year, on or before February 1, 2026, and annually thereafter, an employer must provide a new 
stand-alone written notice to each current employee in a manner the employer normally uses to communicate employment-
related information. This may include, but is not limited to, personal service, email, or text message, if it can reasonably be 
anticipated to be received by the employee within one business day of sending.

Employers must also provide the notice to each new employee upon hire. Written notice must also be provided annually to 
the employee’s authorized representative, if any, by either electronic or regular mail.

The written notice must be provided to an employee in the language the employer normally uses to communicate 
employment-related information to the employee, and which the employee understands if the template notice is available 
in that language on the Labor Commissioner’s website.

If the template notice isn’t available in that language, the written notice may be provided in English.

Template Notice Published:

The California Labor Commissioner’s office has posted on its website a template notice. The template notice is currently 
available in English and Spanish and will be available in additional languages later. The template will be updated annually.

Notice Contents:

The notice must contain a description of workers’ rights in the following areas:

	 •  �The right to workers’ compensation benefits, including disability pay and medical care for work-related injuries 
or illness, as well as the contact information for the California Division of Workers’ Compensation.

	 •  The right to notice of inspection by immigration agencies under state law.

	 •  Protection against unfair immigration-related practices against a person exercising their rights.

	 •  The right to organize a union or engage in concerted activity in the workplace.

	 •  �Constitutional rights when interacting with law enforcement at the workplace, including an employee’s right 
under the Fourth Amendment to the U.S. Constitution to be free from unreasonable searches and seizures, and 
rights under the Fifth Amendment to the U.S. Constitution to due process and against self-incrimination.

The notice must also contain both of the following:

	 •  �A description of new legal developments pertaining to laws enforced by the Labor and Workforce Development 
Agency that the Labor Commissioner deems material and necessary. The Labor Commissioner must include a list 
of those developments, if any, in the template notice.

	 •  �A list, developed by the Labor Commissioner, of the enforcement agencies that may enforce the underlying 
rights in the notice. The Labor Commissioner must also include this list in the template notice.

https://www.dir.ca.gov/dlse/RequiredPosters.html
https://www.dir.ca.gov/dlse/Know-Your-Rights-Notice/Know-Your-Rights-Notice-English.pdf
https://www.dir.ca.gov/dlse/Know-Your-Rights-Notice/Know-Your-Rights-Notice-Spanish.pdf
https://leginfo.legislature.ca.gov/faces/codes_displaySection.xhtml?sectionNum=90.2&lawCode=LAB


Next Steps:

Employers should provide compliant notices to existing employees and new hires. Employers that typically communicate 
with employees in languages other than English and Spanish should monitor the Labor Commissioner’s website for 
templates in other languages. 

All employers should monitor the website for updates to the state’s template notice annually.

Colorado Delays AI Law

Highlights

Impacted Employers: All Colorado employers that deploy covered artificial intelligence (AI) systems.

Effective Date: The effective date of a new AI law has been delayed from February 1, 2026 to June 30, 2026.

Summary: Colorado is delaying a law that was set to establish guardrails against discrimination for employers that deploy 
certain AI systems.

The Details: 

Colorado is delaying a law that is meant to establish guardrails against discrimination for employers that deploy certain 
artificial intelligence (AI) systems. The law was scheduled to take effect on February 1, 2026. Instead, the law is now set 
to take effect on June 30, 2026.

The law classifies certain uses of AI in the workplace as high-risk and imposes obligations on how employers use and 
monitor AI systems, along with specific disclosure and reporting requirements.

As enacted, the law would expressly require a deployer of a “high-risk AI system” to use reasonable care (as defined by the 
law) to protect individuals from any known or reasonably foreseeable risks of “algorithmic discrimination.”

Some lawmakers have said they would attempt to amend the law during the delay. 

Meanwhile, President Trump has issued an executive order that aims to limit states from enforcing laws governing the use 
of AI. It is unclear what, if any, impact the executive order will have on Colorado’s law.

Next Steps:

Impacted employers should consult legal counsel to help evaluate the law and develop a plan for complying with it. They 
should also monitor governmental action at the federal and state level for potential developments. 

Delaware Amends Regulations for Paid Family and Medical Leave

Highlights

Impacted Employers: All employers with 10 or more employees working in Delaware.

Effective Date: December 11, 2025

Summary: Delaware has amended regulations implementing the state’s Paid Family and Medical Leave Program. Paid leave 
benefits begin January 1, 2026. 

The Details:

The Delaware Department of Labor has published revised regulations that amend and clarify key definitions under the 
state’s Paid Family and Medical Leave Insurance Program, effective December 11, 2025. The program is funded through 
payroll contributions paid by covered employers and employees. Go to the Revised Regulations section below to learn 
more about the changes.

https://www.dir.ca.gov/dlse/RequiredPosters.html
https://www.whitehouse.gov/presidential-actions/2025/12/eliminating-state-law-obstruction-of-national-artificial-intelligence-policy/
https://sbshrs.adpinfo.com/de-amends-regulations-for-paid-family-and-medical-leave?utm_campaign=Compliance%20Updates&utm_medium=email&_hsenc=p2ANqtz-9PhUYdRrSOpqTz94sdrdegpaTOx_CQNihZmWFkxZ5ZED4kTPXFApDganCYjtNo1qEiINrfOgLPKi9UIadUeBZ07Sb8QQ&_hsmi=2&utm_content=2&utm_source=hs_email#revised_regs


Background:

Beginning January 1, 2026, eligible employees are entitled to use paid leave for the following durations and reasons:

	 •  �Parental leave: Up to 12 weeks in a year for the birth, adoption, or placement of a child through foster care, as 
well as caring for the child during the first year after birth or placement.

	 •  �Family caregiver leave: Up to six weeks in any 24-month period to care for a family member (spouse, child, or 
parent) with a serious health condition.

	 •  �Medical leave: Up to six weeks in any 24-month period for the employee’s own serious health condition.

	 •  �Military family leave: Up to six weeks in any 24-month period, if the employee has a qualifying exigency arising 
out of a family member’s deployment as a service.

A covered employee is eligible for a maximum of 12 weeks of paid leave in any application year.

Covered Employees:

To be eligible for leave, the employee must have:

	 •   Been employed with the employer for at least 12 months; and

	 •  At least 1,250 hours of service with the employer during the previous 12-month period.

Covered Employers:

Employers with 10 to 24 employees are covered by the law’s parental leave requirements. Larger employers are covered by 
all the leave requirements.

In general, employers with fewer than 10 employees and employers that close for 30 consecutive days or more per year 
aren’t covered by the law.

Employers with fewer than 10 employees may voluntarily enroll to provide the paid leave by giving notice to the 
Department of Labor. If an employer does opt-in, the employer must do so for at least three years.

To comply with the law, an employer can provide paid leave benefits by:

	 •  Enrolling in the Delaware Paid Leave plan; or

	 •  �Using an approved private benefit plan purchased from an insurance company or administered through a self-
insured plan.

Revised Regulations:

The revised regulations amend and clarify key terms under the program. A summary of some of the changes is provided below.

Employee:

Under the revised regulations, “an employee” is still defined as an individual primarily reporting for work at a worksite 
in the state. However, the revised regulations define “primarily” as earning at least 60 percent of an employee’s wages 
physically in Delaware each calendar quarter.

Application Year:

Under the revised regulations, “the application year” is defined as the 12-month period measured forward as defined in the 
federal Family and Medical Leave Act.

24-Month Period:

The revised regulations clarify that “the 24-month period” for determining whether the maximum duration of family 
caregiver, medical, and military family leave has been reached begins on the first day of requested leave for that benefit 
type and continues for 24 months from the date the employee first used the benefit type.



Temporary Employees:

Under both the prior regulations and the revised regulations, if an employee was hired to work on a temporary basis or is 
expected to work less than 25 hours per week or both, so that the employer and employee reasonably don’t expect the 
employee to be benefit-eligible under the law, the employer can apply to waive contributions. 

The revised regulations clarify that an employee is considered to be working on a temporary basis if the employment is 
expected to last less than 12 months.

Employers that Voluntarily Offer Coverage:

Whether on a public or private plan, an employer that enrolls in any line of coverage voluntarily is prohibited from requiring 
employees to make contributions for that line of paid family and medical leave coverage.

Coordination of Benefits:

The revised regulations also alter the rules governing the coordination of benefits. Under the revised regulations, an 
employer is prohibited from requiring a covered individual to use any earned but unused paid time off before accessing paid 
family and medical leave benefits. 

However, upon agreement between an employee and their employer, an employee may use their paid time off to 
supplement their wages (up to 100 percent of a covered individual’s average weekly wage). Any agreement to do so must 
be in writing and signed and retained by the employee and their employer.

If the paid family and medical leave also qualifies for benefits from an employer-provided short-term disability or long-
term disability policy, the employer may count both the wage replacement amount and the duration of the paid family and 
medical leave against the benefit amounts and leave duration provided under the employer-provided short-term or long-
term disability policy. The employer must provide all employees with written notice of the intention to do so.

Under the revised regulations, where the employer maintains an employer-provided disability benefit, the Paid Family and 
Medical Leave Insurance Program is the primary payor. An employer-provided disability may supplement the paid family and 
medical leave benefit (up to 100 percent of a covered individual’s average weekly wages).

Next Steps:

	 •  Review leave policies.

	 •  Train supervisors on how to handle leave requests.

	 •  Begin providing leave for the covered reasons by January 1, 2026.

Illinois Adds New Worker Protections 

Highlights

Impacted Employers: All employers with employees in Illinois.

Effective Date: Immediately.

Summary: Illinois has enacted legislation that prohibits employers from taking adverse action against employees based on 
information they receive from government agencies that aren’t responsible for enforcing immigration law.

The Details:

Illinois has enacted legislation that prohibits employers from taking adverse action against employees based on information 
they receive from government agencies that aren’t responsible for the enforcement of immigration law. The law became 
effective immediately on December 12, 2025.

Specifically, if an employer receives a written notification from any federal agency or other outside vendor that isn’t 
responsible for the enforcement of immigration law of a discrepancy related to the employee’s individual taxpayer 
identification number or other identifying documents, the following rights and protections apply to the employee:



	 •  �The employer is prohibited from taking any adverse action against the employee solely based on receiving the 
notification.

	 •  �The employer must provide a notice to the employee and to their authorized representative (if any), as soon as 
practical, but no more than five business days after the date of receipt of the notification or after the employer 
makes the determination that an employee must respond to the notification, whichever is longer, unless a shorter 
timeline is provided for under federal law or a collective bargaining agreement.

	 •  �The employer must notify the employee in person and deliver the notice by hand, if possible. If hand delivery isn’t 
possible, the employer must notify the employee by mail and e-mail (if the e-mail address is known).

	 •  �Upon request by the employee or their authorized representative, the employer must furnish the original 
notification.

Note: Under the law, examples of an agency that isn’t responsible for the enforcement of immigration law include, but aren’t 
limited to, the Social Security Administration (SSA), the Internal Revenue Service (IRS), and an insurance company.

The notice to the employee must include:               

	 •  �An explanation that the federal agency or outside vendor has notified the employer that the identification 
documents presented by the employee don’t appear to match;

	 •  �The time period the employee has to contest the disputed information, if such a time period is required by federal 
law; and

	 •  Any action the employer will require the employee to take.

The employee is also entitled to have a representative of their choosing in any meetings, discussions, or proceedings with the 
employer.       

Next Steps:

	 •  Review policies and practices and update them if necessary.

	 •  Train supervisors on the new law.

Illinois Enacts Law Protecting Certain Employee Use of Employer-Provided Equipment

Highlights

Impacted Employers: All Illinois employers.

Effective Date: January 1, 2026

Summary: Illinois has enacted legislation that prohibits employers from taking adverse action against an employee for using 
employer-issued equipment to record crimes involving violence against the employee or their family or household member.

The Details:

Illinois has enacted legislation that amends the state’s Victims’ Economic Security and Safety Act and prohibits employers 
from taking adverse action against an employee for using employer-issued equipment to record crimes involving violence 
against the employee or their family or household member. The law takes effect on January 1, 2026.

Covered crimes include:

	 •  Domestic violence

	 •  Sexual violence

	 •  Gender violence

	 •  Any other crime of violence



Under the law, an employer is also prohibited from depriving an employee of employer-issued equipment solely because the 
employee used or attempted to use it to record a covered crime.

Additionally, the law requires that employers grant an employee access to any photographs, voice or video recordings, 
sound recordings, or any other digital documents or communications stored on an employer-issued device relating to a 
covered crime.

Exceptions:

The law doesn’t:

	 •  �Prohibit an employer from complying with an investigation, court order, or subpoena for a device, information, 
data, or documents.

	 •  �Relieve an employee of obligations to comply with an employer’s reasonable employment policies or to perform 
the essential functions of employment.

Next Steps:

Review existing policies on the use of employer-issued equipment to verify they don’t violate the new law. Train 
supervisors on the new law.

Maine Restricts Employers’ Surveillance of Employees

Highlights

Impacted Employers: All employers with employees in Maine.

Effective Date: Ninety days after the state’s legislature adjourns. The legislature is expected to adjourn on or around  
April 15, 2026.

Summary: Maine has enacted legislation that establishes restrictions on employers’ surveillance of employees.

The Details:

Maine has enacted legislation that establishes restrictions on employers’ surveillance of employees. The law (Legislative 
Document 61) takes effect 90 days after the state’s legislature adjourns. The legislature is expected to adjourn on or 
around April 15, 2026.

Legislative Document 61:

Under the law, employers are prohibited from using:

	 •  �“Employer surveillance,” unless they notify the employee before doing so. The required notice must be in writing 
and furnished to current employees at least once per calendar year. An employer using surveillance must also 
inform applicants of such during the interview process.

	 •  �Audiovisual monitoring in an employee’s residence or personal vehicle or on the employee’s property as a means 
of surveillance, unless such monitoring is required by the employer for the duties of the job.

“Employer surveillance” is defined as the monitoring of an employee through the use of an electronic device or system, 
including, but not limited to, the use of a computer, telephone, wire or radio or an electromagnetic, photoelectronic or 
photo-optical system.

Employees are entitled to decline an employer’s request to install data collection or transmission applications on the 
employee’s personal electronic devices for the purposes of employer surveillance.



Exceptions:

The law doesn’t apply to:

	 •  �The use of surveillance cameras for security or safety purposes or the use of global positioning system tracking 
or other safety devices on vehicles owned by the employer, but operated by the employee.

	 •  �Employer surveillance that has been installed or caused to be installed by an employer, patient, client or unpaid 
caregiver in a setting in which “personal care services” are expected to be provided by an employee.

“Personal care services” are defined as those provided by a licensed personal care agency and include, but aren’t limited to, 
services related to activities of daily living, household tasks, and medication reminders.

Next Steps:

Maine employers should comply with all notice requirements and restrictions and train supervisors on the law.

Nevada Strengthens Protections Against Wildfire Smoke Exposure  

Highlights

Impacted Employers: Employers with 11 or more employees (with limited exceptions).

Effective Date: Effective January 1, 2026

Summary: Nevada has enacted legislation that strengthens protections from wildfire smoke.

 

The Details: 

Nevada has enacted legislation (Senate Bill 260), which aims to protect employees who work outdoors from the hazards 
associated with exposure to wildfire smoke (hazards not specifically addressed by federal Occupational Safety and 
Health Administration (OSHA) regulations).

Senate Bill 260:

As background, in 2022, the Nevada Division of Industrial Relations (the Division) released Wildfire Health Guidance 
for Nevada Businesses. Under Senate Bill 260, the Division will adopt regulations to reduce employee exposure to poor air 
quality caused by wildfire smoke. Additionally, a covered employer with 11 or more employees must:

	 •  �Reduce employee exposure to these hazards when the EPA AQI (Air Quality Index) is 150-200 and where it is 
200 or more; and

	 •  Ensure employees do not perform critical tasks outdoors once the AQI reaches a level set by the Division.

Communication System:

A covered employer must also establish a communications system that:

	 •  �Informs an employee (in a manner understandable to the employee) when the employee is being exposed to an 
air quality index of 150 or more during their shift. The employer must also relay the protective controls that are 
available to the employee to reduce exposure to the air quality; and

	 •  �Allows all employees to inform the employer when they are being exposed to an air quality index of 150 or more 
in the employee’s workplace, and they are experiencing a symptom related to the exposure, including asthmatic 
attacks, difficulty breathing or chest pain.

Training Requirements:

Additionally, a covered employer must train employees on the hazards associated with wildfire smoke and the applicable 
AQI levels, available protective controls and the risks associated with not using them, and the symptoms associated with 
exposure to wildfire smoke.

https://www.leg.state.nv.us/App/NELIS/REL/83rd2025/Bill/12414/Text
https://www.bing.com/ck/a?!&&p=242f9143948fe4ad967d295c6f09d513e06789d1fb05d27d368a5bb4f56fc917JmltdHM9MTc2NTkyOTYwMA&ptn=3&ver=2&hsh=4&fclid=37468031-774f-6301-01c8-96aa764e62d1&psq=osha&u=a1aHR0cHM6Ly93d3cub3NoYS5nb3Yv
https://www.bing.com/ck/a?!&&p=242f9143948fe4ad967d295c6f09d513e06789d1fb05d27d368a5bb4f56fc917JmltdHM9MTc2NTkyOTYwMA&ptn=3&ver=2&hsh=4&fclid=37468031-774f-6301-01c8-96aa764e62d1&psq=osha&u=a1aHR0cHM6Ly93d3cub3NoYS5nb3Yv
https://dir.nv.gov/
https://dir.nv.gov/uploadedFiles/dirnvgov/content/OSHA/Guidance/Wildfire Health Guidance for Nevada Businesses (5-3-2022).pdf
https://dir.nv.gov/uploadedFiles/dirnvgov/content/OSHA/Guidance/Wildfire Health Guidance for Nevada Businesses (5-3-2022).pdf


The training must be provided in a manner that is understandable to the employee. It must also describe the requirements 
imposed on employers under the law and the risks of not using personal protective equipment while working outdoors and 
being exposed to poor air quality from wildfire smoke.

Note: The Division may provide further written guidance to employers on training requirements.

Exceptions:

Senate Bill 260 does not apply to enclosed or climate-controlled work environments (it only applies to outdoor work 
environments, where an employee regularly performs job duties in conditions directly affected by the elements). The law 
also does not cover mine operators, employers of commercial truck drivers, and providers of emergency services.

Next Steps:

Employers with employees working in Nevada should review and update their safety policies and practices.

New Jersey Codifies Prohibitions Against Disparate Impact Discrimination  

Highlights

Impacted Employers: New Jersey employers, labor organizations, employment agencies and other covered entities.

Effective Date: Effective immediately. 

Summary: New Jersey has adopted rules that codify existing law prohibiting disparate impact discrimination.

 

The Details: 

New Jersey has adopted rules that codify its nondiscrimination law prohibiting employers from disparate impact 
discrimination. The rules cover New Jersey employers, labor organizations, employment agencies and other entities, and are 
effective immediately.

Background:

The New Jersey Law Against Discrimination (LAD) prohibits employers from discrimination on the basis of factors such 
as race, creed, color, national origin, ancestry, age, sex, gender identity or expression, affectional or sexual orientation, 
marital status, liability for service in the Armed Forces of the United States, disability or nationality.

The LAD safeguards against not only intentional acts of discrimination, but also practices and policies that 
disproportionately affect members of protected groups (disparate impact discrimination). 

The Adopted Rules:

The adopted rules reinforce that employment practices and policies may be unlawful if they have a disparate impact 
on members of a protected class. The rules prohibit these practices and policies unless they are necessary to achieve a 
substantial, legitimate, nondiscriminatory interest, which is equivalent to whether they are job-related and consistent 
with a legitimate business necessity.

Note: An employment practice or policy may still be prohibited if necessary to achieve a substantial, legitimate, 
nondiscriminatory interest if a complainant shows there is a less discriminatory alternative that would achieve the same 
interest.

The adopted rules provide examples of prohibited policies and practices. For example, the use of automated employment 
decision tools may have a disparate impact when:

	 •  �They are used to make employment decisions related to advertising, recruiting, screening, interviewing, hiring, 
and compensation, or any other terms, conditions, or privileges of employment and result in discrimination based 
on applicants’ or employees’ protected characteristics.

https://www.leg.state.nv.us/App/NELIS/REL/83rd2025/Bill/12414/Text
https://www.njoag.gov/wp-content/uploads/2025/12/DCR-Disparate-Impact-Discrimination-Rules-13_16-12.15.2025.pdf
https://www.nj.gov/lps/dcr/downloads/NJ-Law-Against-Discrimination-Most-Updated.pdf
https://www.njoag.gov/wp-content/uploads/2025/12/DCR-Disparate-Impact-Discrimination-Rules-13_16-12.15.2025.pdf
https://www.njoag.gov/wp-content/uploads/2025/12/DCR-Disparate-Impact-Discrimination-Rules-13_16-12.15.2025.pdf


	 •  �The tool limits or screens out applicants based on their schedule as this may have a disparate impact on 
applicants based on their religion, disability, or medical condition. The tool must include a mechanism for 
applicants to request a reasonable accommodation.

	 •  �The employer’s use of the tool has not been adequately tested and shown to not adversely affect people in a 
protected class before its use.

See the adopted rules for more examples on how disparate impact discrimination can be found in employment.

Next Steps:

	 •  Review the adopted rules and fact sheet.

	 •  Update nondiscrimination policies and procedures and train supervisors on the law.

Reminder: New Jersey Employers Must Report All Separations Electronically  

Highlights

Impacted Employers: New Jersey employers.

Effective Date: Effective immediately. 

Summary: New Jersey employers must report all worker separation information directly to the New Jersey Department of 
Labor electronically through the Employer Access portal.

 

The Details: 

Background:

In 2023, the New Jersey Department of Labor (NJDOL) instructed employers to create an Employer Access account 
and provide an email address for electronic correspondence with the NJDOL Divisions of Employer Accounts and 
Unemployment Insurance. The NJDOL stated it would use the email provided to send updates to employers.

Updated Termination Reporting Requirements:

Effective immediately, New Jersey employers must report all employee separations directly to the NJDOL electronically through 
the NJDOL Employer Access portal, regardless of the reason for separation (layoff, termination, resignation, or retirement).

Note: Employers must provide separation information immediately when an employee becomes unemployed. Employers 
that fail to report separations may face penalties.

Next Steps:

New Jersey employers should ensure that they are registered with the NJDOL Employer Access portal and are reporting all 
separations through the portal.

New York State Bans Using Credit History in Employment Decisions  

Highlights

Impacted Employers: New York employers, labor organizations, employment agencies (or their agents).

Effective Date: April 18, 2026 

Summary: New York will restrict the use of credit history in certain employment decisions.

 

https://www.njoag.gov/wp-content/uploads/2025/12/DCR-Disparate-Impact-Discrimination-Rules-13_16-12.15.2025.pdf
https://www.njoag.gov/wp-content/uploads/2025/12/DCR-Disparate-Impact-Discrimination-Rules-13_16-12.15.2025.pdf
https://www.njoag.gov/wp-content/uploads/2025/12/DI-Burden-Shifting-Flowchart.pdf
https://www.nj.gov/labor/ea/employer-services/register-update/employeraccess.shtml
https://www.nj.gov/labor/ea/employer-services/register-update/employeraccess.shtml
https://www.nj.gov/labor/ea/employer-services/register-update/employeraccess.shtml
https://www.nj.gov/labor/ea/employer-services/register-update/employeraccess.shtml
https://www.nj.gov/labor/ea/employer-services/register-update/employeraccess.shtml
https://www.nj.gov/labor/ea/employer-services/register-update/employeraccess.shtml


The Details: 

New York State has enacted legislation (Senate Bill 3072), which restricts the use of credit history in employment 
decisions. Senate Bill 3072 is effective April 18, 2026.

Under the law, “consumer credit history” is defined as an individual’s credit worthiness, standing, capacity or payment 
history that stems from a consumer credit report, their credit score, or information an employer obtains directly from the 
individual regarding details about credit accounts, including:

	 •  �The individual’s number of credit accounts, late or missed payments, charged-off debts, items in collections, 
credit limits, prior credit report inquiries.

	 •  Bankruptcies, judgments, or liens.

Note: A consumer credit report includes information by a consumer reporting agency that relates to a consumer’s 
creditworthiness, credit standing, credit capacity or credit history.

Prohibited Actions:

Under the law, covered employers:

	 •  Are prohibited from requesting or using an applicant’s consumer credit history for employment purposes; and

	 •  �Cannot discriminate against an applicant or employee in hiring, compensation, or the terms, conditions or 
privileges of employment based on their consumer credit history.

Note: Employers may request or receive consumer credit history information under a lawful subpoena, court order or law 
enforcement investigation.

Exceptions:

The law does not apply to:

	 •  �An employer, or agent required by state or federal law (or by a self-regulatory organization) that uses consumer 
credit history for employment purposes;

	 •  Individuals applying for positions as or employed as peace officers;

	 •  Police officers or those in law enforcement; and

	 •  Individuals in a position that: 

		  o  �Is subject to background investigation by a state agency, provided that the agency only uses the credit 
history information for employment purposes when the appointed position involves a high degree of 
public trust;

		  o  Must be bonded under state or federal law;

		  o  Possess security clearance under federal or state law;

		  o  �Has regular access to trade secrets, intelligence information or national security information (for non-
clerical individuals);

		  o  �Has signatory authority over third-party funds or assets valued at $10,000 or more (or involves a 
fiduciary responsibility to the employer with the authority to enter financial agreements valued at 
$10,000 or more on behalf of the employer); or

		  o  �Has regular duties that allow the employee to modify digital security systems established to prevent 
the unauthorized use of the employer’s or client’s networks or databases.

See the text of the law for further details.

Additionally, the law:

	 •  �Retains the obligations of individuals required by state or local law relating to disclosures by public employees 
of conflicts of interest; and

	 •  �States that a local law, ordinance or regulation is not inconsistent with Senate Bill 3072 if the protection 
provides an employee or job applicant greater protection than Senate Bill 3072.

https://www.govinfo.gov/content/pkg/COMPS-1885/pdf/COMPS-1885.pdf
https://legislation.nysenate.gov/pdf/bills/2025/s3072


Next Steps:

Review hiring policies and procedures and train supervisors on the changes under the law.

Oregon Adds Workplace Violence Prevention Requirements  

Highlights

Impacted Employers: Oregon hospitals, home health agencies and hospice programs.

Effective Date: January 1, 2026 

Summary: Oregon has enacted legislation that adds new workplace violence prevention requirements.

 

The Details: 

Oregon has enacted legislation (Senate Bill 537), which adds new workplace violence prevention requirements. Senate Bill 
537 takes effect on January 1, 2026.

Senate Bill 537:

Under the law, the following are expanded:

	 •  �The definition of workplace violence, in addition to physical assaults, is expanded to include threats, 
harassment, intimidation and other forms of non-physical abuse; and

	 •  �Covered employers (healthcare employers) now include (in addition to hospitals): home health agencies and 
hospice programs.

Safety Requirements:

Workplace Safety Assessments:

The law requires healthcare employers to be proactive and conduct workplace safety assessments that evaluate patterns 
of workplace violence over the past five years, analyze root causes, and identify vulnerabilities.

Workplace Violence Prevention and Response Plan:

Under the law, employers must also:

	 •  �Develop and maintain a comprehensive violence prevention and response plan that is incorporated into 
existing safety procedures and continuously updated to address emerging risks.

	 •  �Provide to each employee and, if applicable, to the employee’s union representative, a written copy of the 
workplace violence prevention and response plan that includes a written statement that an employee who 
reports an incident of workplace violence has a right to be protected from retaliation. Note: For newly hired 
employees, the healthcare employer shall provide a copy of the plan and the written statement within 30 
calendar days from the date of hire.

Employer Incident Response:

Following an incident of workplace violence, an employer must investigate, conduct post-incident interviews and provide 
appropriate support (including access to first aid, medical treatment and trauma counseling for employees who have been affected).

Training:

A healthcare employer must:

	 •  �Provide annual training for employees and contracted security personnel that covers recognition of workplace 
violence, de-escalation techniques, emergency response procedures and reporting procedures. New hires must 
complete training within 90 days, and temporary employees must complete training within 14 days.

https://olis.oregonlegislature.gov/liz/2025R1/Downloads/MeasureDocument/SB537/Enrolled
https://olis.oregonlegislature.gov/liz/2025R1/Downloads/MeasureDocument/SB537/Enrolled
https://olis.oregonlegislature.gov/liz/2025R1/Downloads/MeasureDocument/SB537/Enrolled


	 •  �Ensure that a person with the appropriate knowledge and expertise is available to employees to answer 
questions and clarify any aspects of the workplace violence prevention and protection training through in-
person interaction, phone, electronic mail or other reasonable means of communication.

See the text of the law for further information and requirements.

Additional Safety, Security, and Privacy Protections:

The law also includes additional protections, such as:

	 •  Employee badges do not need to display last names (except when required by federal rule or regulation);

	 •  �Newly built or renovated hospitals must implement safety measures such as bullet-resistant barriers or 
enclosures in emergency department intake areas;

	 •  Facilities must adopt systems to alert staff to patients with a history of violence; and

	 •  �Home health providers must assess risks during client intake (including the presence of pets, weapons or other 
hazards).

See the text of the law for further information.

Next Steps:

Covered Oregon employers should review the requirements of Senate Bill 537 and update their safety policies and practices.

Pennsylvania Requires Veterans’ Benefits and Services Poster  

Highlights

Impacted Employers: Pennsylvania employers with more than 50 full-time employees.

Effective Date: January 1, 2026 

Summary: Pennsylvania has enacted legislation that requires employers with more than 50 full-time employees to post a 
veterans’ benefits and services poster.

 

The Details: 

Pennsylvania has enacted legislation (House Bill 799), which will require employers with more than 50 full-time employees 
to post a veterans’ benefits and services poster. The Pennsylvania Department of Labor will create the poster. House Bill 
799 takes effect on January 1, 2026.

Note: The law does not require the posting to be a hard copy. Employers may post the information to an employee 
accessible website or intranet that the employer maintains.

Next Steps:

Pennsylvania employers should display the required poster by January 1, 2026.

https://olis.oregonlegislature.gov/liz/2025R1/Downloads/MeasureDocument/SB537/Enrolled
https://olis.oregonlegislature.gov/liz/2025R1/Downloads/MeasureDocument/SB537/Enrolled
https://www.pa.gov/content/dam/copapwp-pagov/en/dli/documents/individuals/labor-management-relations/llc/veteran benefits and services_october 2025.pdf


Local

New York City Adds Pay Data Reporting Requirement  

Highlights

Impacted Employers: New York City employers with 200 or more employees working in the city.

Effective Date: The legislation is effective immediately, but covered employers will only submit pay data reports after the 
city establishes a reporting framework. See details on timing below. 

Summary: New York City will require covered employers to report pay and demographic data annually. The city will also 
conduct an annual pay equity study.

 
The Details: 

New York City has passed ordinances that will require employers with 200 or more employees working in New York City to 
report pay and demographic data annually. The law will also require the city to conduct a pay equity study.

Note: While New York City’s mayor vetoed the law on November 7, 2025, the City Council overrode the veto on December 
4, 2025 and the law became effective immediately.

Pay Data Reporting:

Ordinance Int. 982-2024-A will require covered employers to submit a pay data report on an annual basis. To assess 
coverage, employers should use the highest number of full-time, part-time or temporary workers who work for 
compensation at the same time during the reporting year. 

The report must include:

	 •  �Detailed pay and demographic data that correspond with the categories required by the U.S. Equal Employment 
Opportunity Commission (EEOC) in the EEO-1 component 2 reporting requirements for reporting years 2017 and 
2018 (such as race, ethnicity and gender); and 

	 •  A signed statement that confirms the submission of the pay data report and the accuracy of its information.

Note: Employers may choose to submit the report anonymously, provided the signed statement identifies the covered 
employer.

Int. 982-2024-A also allows New York City to modify the information required, including having reporting options that 
account for different gender identities. The report must also allow employers the option to provide explanatory remarks 
regarding the information in the report and must not require an employee’s personal information.

Pay Equity Study:

A designated agency will use the pay data collected to assess compensation disparities based on race, gender or ethnicity. 
The agency will be charged with identifying industries where disparities exist and providing recommendations to address 
the inequities. The agency will publish its recommendations and data from the pay equity report in aggregate without 
disclosing employer or employee identities. 

Timing: 

The timing and process for pay data reporting and the pay equity study are as follows:

	 •  �Within one year of the effective date (December 4, 2025), the mayor must designate an agency to create a 
system to collect the required pay data reports and conduct a pay equity study. 

	 •  �Within one year after the agency is designated, that agency must develop a standardized fillable form, which 
may be electronic, for employers to submit pay data reports.

	 •  �Within one year after the standardized form is published, and annually thereafter, covered employers must 
submit a pay report. 

https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=6788483&GUID=CDAAC0E3-EEC3-4CBA-8467-476D863BB303
https://legistar.council.nyc.gov/LegislationDetail.aspx?ID=6788483&GUID=CDAAC0E3-EEC3-4CBA-8467-476D863BB303
https://urldefense.com/v3/__https:/shfrqxcab.cc.rs6.net/tn.jsp?f=001xU330GNm10dRbEG5rkUnk_AMdW5BKIT08UnDev39OeRwLvnOkIEeN8Doz9Qxeqy-6iMs38581tDFRcqijr6hjKa14Pr5zdpkEWqgkV06VbCgwduYHd76yvxI1pfFrtGXHzEDye_Gs3wcWZLPmcc26Kl6jYG68nNexyG8Nqz3WWiS2boPEvSIXTOi6l8lfNKt1vuo9y_CLkTRgVLyAdD_kzNQKFafA-zUl0MRk1k2G1ccAokchFUN5obQ-Hs_4uFlAaPjzdQpvnVF9F6B-ttj8383Iriek2BtFXpW2v3rXGRGWY1cVUZe0g==&c=XaxNezoNnr1ng73MR52AjCZdTJVG5bGp6-7Qjt5ga67fZ22j1gT_vQ==&ch=Yt8VdObi4WGHSJCzuw3cZH2Gwm_p9lS6rgH85TONZ0dzzJkpSnTLVg==__;!!L8-7AA!X8WIqKlg6W6RUsUMpFTHRGPQXTVdz_pCbZ72imwqHxzjtxOrjVHCE4n7EMkPO2sd-aRZnBmJvA40uocdjQ3Jk0dV-Bkl438jTiGX$


	 •  �Within one year after the pay equity reports are submitted, the designated agency, in collaboration with the 
New York City Commission on Gender Equity and other relevant agencies, will conduct a pay equity study. 

Penalties:

An employer found not to have submitted the signed statement will have a 30-day grace period to submit the required 
statement after being notified of noncompliance. Otherwise, the employer may have their noncompliance reported on the 
agency’s website.

An employer that is found to have violated the law may also face the following penalties:

	 •  First violation: A written warning provided they fix the violation within 30 days, and if not, a civil penalty of $1,000.

	 •  Subsequent violations: The civil penalty will increase to $5,000.

Next Steps:

Employers should review their internal pay practices and prepare to collect and report the required pay data. Employers 
should also monitor for additional guidance to address implementing these requirements.

Philadelphia Adds Menstruation, Menopause and Perimenopause Protections  

Highlights

Impacted Employers: Philadelphia employers.

Effective Date: January 1, 2027 

Summary: Philadelphia has amended its Philadelphia Fair Practices Ordinance to prohibit discrimination based on 
menstruation, menopause and perimenopause.
 

The Details: 

The Philadelphia City Council has enacted legislation (Bill 250849), which amends the Philadelphia Fair Practices 
Ordinance (PFPO) to prohibit discrimination against employees based on menstruation, perimenopause and menopause. 
The changes take effect January 1, 2027.

Additional Nondiscrimination Protections:

Starting January 1, 2027, a Philadelphia employer must, upon request, provide a reasonable accommodation for needs 
related to symptoms of menstruation, perimenopause or menopause that substantially interfere with an employee’s ability 
to perform one or more job functions. An employer must provide a reasonable accommodation, unless doing so would cause 
an undue hardship.

Philadelphia has also added menstruation, perimenopause or menopause as protected characteristics under the PFPO, 
which prohibits the direct or indirect practice of exclusion, distinction, restriction, segregation, limitation, refusal, denial, 
differentiation or preference in the treatment of an individual on the basis of certain protected characteristics under 
Philadelphia, Pennsylvania or federal law.

As a reminder, additional protected characteristics covered under the PFPO include actual or perceived race (including 
hairstyles and characteristics commonly associate with race), ethnicity, color, sex (including pregnancy, childbirth, or a 
related medical condition), reproductive health autonomy, sexual orientation, gender identity, religion, national origin, 
ancestry, age, disability, marital status, source of income, familial status, genetic information or domestic or sexual 
violence victim status.

Next Steps:

Philadelphia employers should review workplace and reasonable accommodation policies, practices and training to help 
comply with the changes.

https://phila.legistar.com/LegislationDetail.aspx?ID=7697606&GUID=1B217755-E1FD-4D20-A0CD-890A45485DFE&Options=ID%7CText%7C&Search=250849
https://phila.legistar.com/LegislationDetail.aspx?ID=7697606&GUID=1B217755-E1FD-4D20-A0CD-890A45485DFE&Options=ID%7CText%7C&Search=250849
https://phila.legistar.com/LegislationDetail.aspx?ID=7697606&GUID=1B217755-E1FD-4D20-A0CD-890A45485DFE&Options=ID%7CText%7C&Search=250849


Minimum Wage 
Minimum Wage Announcements – 12/21/25 – 1/20/26

There are no new minimum wage announcements between 12/21/25 and 1/20/26. 

Download a PDF of a comprehensive listing of state and local minimum wage rates.

ADP maintains a staff of dedicated professionals who carefully monitor federal and state legislative and regulatory 
measures affecting employment-related human resource, payroll, tax and benefits administration, and help ensure that 
ADP systems are updated as relevant laws evolve. For the latest on how federal and state tax law changes may impact 
your business, visit the ADP Eye on Washington Web page located at www.adp.com/regulatorynews.

ADP is committed to assisting businesses with increased compliance requirements resulting from rapidly evolving 
legislation. Our goal is to help minimize your administrative burden across the entire spectrum of employment-related 
payroll, tax, HR and benefits, so that you can focus on running your business. This information is provided as a courtesy 
to assist in your understanding of the impact of certain regulatory requirements and should not be construed as tax or 
legal advice. Such information is by nature subject to revision and may not be the most current information available. 
ADP encourages readers to consult with appropriate legal and/or tax advisors. Please be advised that calls to and from 
ADP may be monitored or recorded. If you have any questions regarding our services, please call 855-466-0790.
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