
2024 Mid-Year Updates

Minimum Wage Increases Effective July 1, 2024
This list includes the major localities with minimum wage rates that went into effect on July 1. It is not exhaustive 
of all localities nationwide that have a minimum wage rate that may differ from the federal or state rate.

California
Alameda $17.00  
Posters links: (English) (Arabic) (Chinese) (Korean) (Spanish) (Tagalog) (Vietnamese)

Berkley $18.67  
Poster links: (English) (Chinese) (Spanish)

Emeryville $19.36  
Posters links: (English) (Chinese) (Farsi) (Spanish) (Amharic) (Thai)

Fremont $17.30  
Poster links: (English) (Simplified Chinese) (Hindi) (Spanish) (Tagalong) (Vietnamese)

Los Angeles City $17.28; $20.32 for hotel workers in hotels w/60 or more rooms.  
Poster Links: (English) (Spanish) (Chinese-Simplified) (Chinese-Traditional) (Hindi) (Vietnamese) (Tagalong) (Korean) 
(Japanese) (Thai) (Armenian) (Russian) (Farsi)

Los Angeles County (unincorporated areas) $17.27  
Poster links: (English) (Spanish) (Vietnamese) (Chinese) (Korean) (Tagalog) (Armenian)

Malibu $17.27  
Poster link: (Poster)

Milpitas $17.70  
Posters link: (English) (Chinese) (Korean) (Spanish) (Tagalog) (Vietnamese)

Pasadena $17.50  
Poster Link: (Employment Poster) (English Notice) (Spanish Notice)

San Francisco $18.67  
Poster link: (Posters)

Santa Monica $17.27 Poster Links: (English) (Spanish)

Illinois
Chicago $16.20 and $11.02 for tipped workers for large and small employers (no longer tiered by employer size). 
Poster Links: (English) (Spanish) (Polish) (Mandarin) (Tagalog) (Korean)

Cook County $14.05.  
Notice to Employees: (English) (Spanish) (Polish) (Chinese) (Arabic) (Filipino) (Urdu)

Maryland
Montgomery County $15.50 (11-50 employees); $17.15 (51+ employees); no change for employers with 10 or 
fewer employees. (Poster)

Minnesota
Minneapolis $15.57 for employers with 100 or fewer employees; no change for more than 100 employees 
(English) (Spanish) (Somali) (Vietnamese) (Lao) (Hmong) (Chinese) (Oromo) (Amharic) (Karen)

Saint Paul $12.25 (Micro 1-5 employees)  $14.00 (Small 6-100 employees)  $15.57 (Large 101-10,000 employees) 
Poster links: (English) (Hmong) (Spanish) (Karen) (Somali)

https://www.alamedaca.gov/files/assets/public/v/1/2024-notice-english-final-5.14.24.pdf
https://www.alamedaca.gov/files/assets/public/v/1/2024-final-notice-arabic-6.10.24.pdf
https://www.alamedaca.gov/files/assets/public/v/1/2024-final-notice-chinese-6.10.24.pdf
https://www.alamedaca.gov/files/assets/public/v/1/2024-final-notice-korean-6.10.24.pdf
https://www.alamedaca.gov/files/assets/public/v/1/2024-final-notice-spanish-6.10.24.pdf
https://www.alamedaca.gov/files/assets/public/v/1/2024-final-notice-tagalog-6.10.24.pdf
https://www.alamedaca.gov/files/assets/public/v/1/2024-final-notice-vietnamese-6.10.24.pdf
https://berkeleyca.gov/sites/default/files/documents/MWO-and-Labor-Notice-Multi-Year-English%20FY25.pdf
https://berkeleyca.gov/sites/default/files/documents/MWO-and-Labor-Notice-Multi-year-Chinese%20%20FY25.pdf
https://berkeleyca.gov/sites/default/files/documents/MWO-and-Labor-Notice-Multi-year-Spanish-FY25.pdf
https://www.ci.emeryville.ca.us/DocumentCenter/View/15802/2024-MWO-PSL-Workplace-Poster-ENGLISH?bidId=
https://www.ci.emeryville.ca.us/DocumentCenter/View/15798/2024-MWO-PSL-Workplace-Poster-CHINESE?bidId=
https://www.ci.emeryville.ca.us/DocumentCenter/View/15801/2024-MWO-PSL-Workplace-Poster-FARSI?bidId=
https://www.ci.emeryville.ca.us/DocumentCenter/View/15799/2024-MWO-PSL-Workplace-Poster-SPANISH?bidId=
https://www.ci.emeryville.ca.us/DocumentCenter/View/15797/2024-MWO-PSL-Workplace-Poster-AMHARIC?bidId=
https://www.ci.emeryville.ca.us/DocumentCenter/View/15800/2024-MWO-PSL-Workplace-Poster-THAI?bidId=
https://www.fremont.gov/home/showpublisheddocument/15291/638469699998530000
https://www.fremont.gov/home/showpublisheddocument/15299/638470588117430000
https://www.fremont.gov/home/showpublisheddocument/12871/638162093542600000
https://www.fremont.gov/home/showpublisheddocument/12873/638161166119300000
https://www.fremont.gov/home/showpublisheddocument/15305/638470588131970000
https://www.fremont.gov/home/showpublisheddocument/15307/638470588136970000
https://wagesla.lacity.org/sites/g/files/wph1941/files/2024-04/2024-MWO-Poster-EN-11.pdf
https://wagesla.lacity.org/sites/g/files/wph1941/files/2024-04/2024-MWO-Poster-SP-14.pdf
https://wagesla.lacity.org/sites/g/files/wph1941/files/2024-04/2024-MWO-Poster-CHS-14_0.pdf
https://wagesla.lacity.org/sites/g/files/wph1941/files/2024-04/2024-MWO-Poster-CHT-14.pdf
https://wagesla.lacity.org/sites/g/files/wph1941/files/2024-04/2024-MWO-Poster-HI-14.pdf
https://wagesla.lacity.org/sites/g/files/wph1941/files/2024-04/2024-MWO-Poster-VI-14.pdf
https://wagesla.lacity.org/sites/g/files/wph1941/files/2024-04/2024-MWO-Poster-TA-14.pdf
https://wagesla.lacity.org/sites/g/files/wph1941/files/2024-04/2024-MWO-Poster-KO-14.pdf
https://wagesla.lacity.org/sites/g/files/wph1941/files/2024-04/2024-MWO-Poster-JA-14.pdf
https://wagesla.lacity.org/sites/g/files/wph1941/files/2024-04/2024-MWO-Poster-TH-14.pdf
https://wagesla.lacity.org/sites/g/files/wph1941/files/2024-04/2024-MWO-Poster-AR-14_0.pdf
https://wagesla.lacity.org/sites/g/files/wph1941/files/2024-04/2024-MWO-Poster-RU-14.pdf
https://wagesla.lacity.org/sites/g/files/wph1941/files/2024-04/2024-MWO-Poster-FA-11_0.pdf
https://dcba.lacounty.gov/wp-content/uploads/2024/06/LA-County-DCBA-OLE-MWO-notice-Jul-1-2024-to-Jun-30-2025-f.pdf
https://dcba.lacounty.gov/wp-content/uploads/2024/06/LA-County-DCBA-OLE-MWO-notice-Jul-1-2024-to-Jun-30-2025-f-Spanish-v2-5.1.24-KC.pdf
https://dcba.lacounty.gov/wp-content/uploads/2024/06/LA-County-DCBA-OLE-MWO-notice-Jul-1-2024-to-Jun-30-2025-f-Vietnamese-v2.pdf
https://dcba.lacounty.gov/wp-content/uploads/2024/06/LA-County-DCBA-OLE-MWO-notice-Jul-1-2024-to-Jun-30-2025-f-Simplified-Chinese-v2.pdf
https://dcba.lacounty.gov/wp-content/uploads/2024/06/LA-County-DCBA-OLE-MWO-notice-Jul-1-2024-to-Jun-30-2025-f-Korean-v2.pdf
https://dcba.lacounty.gov/wp-content/uploads/2024/06/LA-County-DCBA-OLE-MWO-notice-Jul-1-2024-to-Jun-30-2025-f-Tagalog-v2.pdf
https://dcba.lacounty.gov/wp-content/uploads/2024/06/LA-County-DCBA-OLE-MWO-notice-Jul-1-2024-to-Jun-30-2025-f-Armenian-Eastern-v2.pdf
https://www.malibucity.org/minimumwageposter
https://www.milpitas.gov/DocumentCenter/View/5796/OfficialNotice---July-2024-English
https://www.milpitas.gov/DocumentCenter/View/5800/OfficialNotice---July-2024-Chinese
https://www.milpitas.gov/DocumentCenter/View/5801/OfficIalNotice---July-2024-Korean
https://www.milpitas.gov/DocumentCenter/View/5797/OfficialNotice---July-2024-Spanish
https://www.milpitas.gov/DocumentCenter/View/5798/OfficialNotice---July-2024-Tagalog
https://www.milpitas.gov/DocumentCenter/View/5799/OfficialNotice---July-2024-Vietnamese
https://www.cityofpasadena.net/planning/wp-content/uploads/sites/30/Minimum-Wage-Handout-2024.pdf?v=1684337408505
https://www.cityofpasadena.net/planning/wp-content/uploads/sites/30/OFFICIAL-NOTICE-EFFECTIVE-JULY-1-2024.pdf?v=1684337408505
https://www.cityofpasadena.net/planning/wp-content/uploads/sites/30/OFFICIAL-NOTICE-EFFECTIVE-JULY-1-2024-SPANISH.pdf?v=1684337408505
https://www.sf.gov/sites/default/files/2024-03/July2024%20Minimum%20Wage%20Poster.pdf
https://www.santamonica.gov/media/Minimum_Wage/Notifications/24-25%20Notices/2024-25_Notification_English.pdf
https://www.santamonica.gov/media/Minimum_Wage/Notifications/24-25%20Notices/2024-25_Notification_Spanish.pdf
https://www.chicago.gov/content/dam/city/depts/bacp/OSL/07012024mwplenglishv3.pdf
https://www.chicago.gov/content/dam/city/depts/bacp/OSL/07012024mwplSPANISHv4.pdf
https://www.chicago.gov/content/dam/city/depts/bacp/OSL/07012024mwplpolishv2.pdf
https://www.chicago.gov/content/dam/city/depts/bacp/OSL/07012024mwplmandarinv3.pdf
https://www.chicago.gov/content/dam/city/depts/bacp/OSL/07012024mwpltagalogv3.pdf
https://www.chicago.gov/content/dam/city/depts/bacp/OSL/07012024mwplkoreanv3.pdf
https://www.cookcountyil.gov/sites/g/files/ywwepo161/files/documents/2024-05/Min%20Wage%20Notice%20to%20Employees_en_07012024_.pdf
https://www.cookcountyil.gov/sites/g/files/ywwepo161/files/documents/2024-05/Min%20Wage%20Notice%20to%20Employees_spa_07012024_.pdf
https://www.cookcountyil.gov/sites/g/files/ywwepo161/files/documents/2024-05/Min%20Wage%20Notice%20to%20Employee_pol_07012024_.pdf
https://www.cookcountyil.gov/sites/g/files/ywwepo161/files/documents/2024-05/Min%20Wage%20Notice%20to%20Employees_zho-CN_07012024_.pdf
https://www.cookcountyil.gov/sites/g/files/ywwepo161/files/documents/2024-06/Min%20Wage%20Notice%20to%20Employees_AR_Updated%20062024.pdf
https://www.cookcountyil.gov/sites/g/files/ywwepo161/files/documents/2024-06/Min%20Wage%20Notice%20to%20Employees_FIL_Updated%20062024.pdf
https://www.cookcountyil.gov/sites/g/files/ywwepo161/files/documents/2024-06/Min%20Wage%20Notice%20to%20Employees_UR_Updated%20062024.pdf
https://www.dllr.state.md.us/labor/wages/minimumwagelawmont.pdf
https://minimumwage.minneapolismn.gov/uploads/9/6/3/1/96313024/2024_english_mpls_employee_notice_poster.pdf
https://minimumwage.minneapolismn.gov/uploads/9/6/3/1/96313024/wage_theft_notice_poster_spanish_final_jan_2024.pdf
https://minimumwage.minneapolismn.gov/uploads/9/6/3/1/96313024/wage_theft_notice_poster_somali_jan_2024.pdf
https://minimumwage.minneapolismn.gov/uploads/9/6/3/1/96313024/vietnamese_notice_poster_jan_1_2024.pdf
https://minimumwage.minneapolismn.gov/uploads/9/6/3/1/96313024/lao_notice_poster_jan_1_2024.pdf
https://minimumwage.minneapolismn.gov/uploads/9/6/3/1/96313024/wage_theft_notice_poster_hmong_jan_2024.pdf
https://minimumwage.minneapolismn.gov/uploads/9/6/3/1/96313024/chinese_notice_poster_jan_1_2024.pdf
https://minimumwage.minneapolismn.gov/uploads/9/6/3/1/96313024/oromo_notice_poster_jan_1_2024.pdf
https://minimumwage.minneapolismn.gov/uploads/9/6/3/1/96313024/amharic_notice_poster_jan_1_2024.pdf
https://minimumwage.minneapolismn.gov/uploads/9/6/3/1/96313024/2024_karen_employee_notice_poster.pdf
https://www.stpaul.gov/sites/default/files/2024-03/2024-03-21%20Notice%20to%20Employees%20about%20ESST%20and%20Minimum%20Wage%20-%20English.pdf
https://www.stpaul.gov/sites/default/files/2024-03/2024-03-21%20Notice%20to%20Employees%20about%20ESST%20and%20Minimum%20Wage%20-%20Hmong.pdf
https://www.stpaul.gov/sites/default/files/2024-03/2024-03-21%20Notice%20to%20Employees%20about%20ESST%20and%20Minimum%20Wage%20-%20Spanish.pdf
https://www.stpaul.gov/sites/default/files/2024-03/2024-03-21%20Notice%20to%20Employees%20about%20ESST%20and%20Minimum%20Wage%20-%20Karen.pdf
https://www.stpaul.gov/sites/default/files/2024-03/2024-03-21%20Notice%20to%20Employees%20about%20ESST%20and%20Minimum%20Wage%20-%20Somali.pdf


Washington
Renton $18.29 (Mid-Sized Employers 15-500 employees or fewer than 15 employees with more than $2 million in 
annual gross revenue) $20.29 (Large employers more than 500 employees). 
Tukwila $19.29 (Mid-Sized Employers 15-500 employees or fewer than 15 employees with more than $2 million 
in annual gross revenue). Poster Links: (English) (Somali) (Spanish) (Vietnamese)

Employment Law Updates
FEDERAL

U.S. Department of Labor Wage and Hour Division

Salary Threshold Increase

The United States Department of Labor announced a Final Rule that raised the minimum salary threshold 
required to classify employees as exempt from minimum wage and overtime pay. The minimum salary threshold 
began increasing in intervals on July 1, 2024, as follows:

*** There is pending litigation to enjoin the minimum salary increases. The fate of the January 1 increase is to be determined. For now, 
employers need to ensure their exempt employees are meeting the July 1 minimum salary threshold.

• On July 1, 2024, the salary threshold increased to $844/week ($132,964/year for highly 
compensated employees).

• On January 1, 2025, the salary threshold shall be $1,128/week ($151,164/year for highly 
compensated employees).

• Then on July 1, 2027, and every 3 years thereafter.

A link to DOL’s Final Rule web page:  Defining and Delimiting the Exemptions for Executive, Administrative, 
Professional, Outside Sales, and Computer Employees.

Oregon
Standard $14.70; Portland Metro $15.95; Non-Urban Counties $13.70   
Poster links: (English) (Arabic) (Chinese Simplified) (Chinese Traditional) (Korean) (Russian) (Spanish) (Vietnamese)

Washington D.C.
$17.50; $10.00 tipped workers.  
Poster Links: (English) (Spanish) (Chinese) (Amharic)

Nevada
$12.00. The two-tier system is eliminated. 
Poster links: (English) (Spanish)

Independent Contractor Rule under the Fair Labor Standards Act

On March 11, 2024, the U.S. Department of Labor’s new Final Rule on independent contractor classification 
under the Fair Labor Standards Act became effective and replaced the 2021 rule. The newest rule applies 
an economic reality six factor test to analyze whether a worker is an independent contractor or a bona fide 
employee. The six factors are: 

(1) opportunity for profit or loss depending on managerial skill;
(2) investments by the worker and the potential employer;
(3) degree of permanence of the work relationship;
(4) nature and degree of control;
(5) extent to which the work performed is an integral part of the employer’s business; and
(6) skill and initiative.

https://www.tukwilawa.gov/wp-content/uploads/2024-TLS-Notice-to-Employees-English.pdf
https://www.tukwilawa.gov/wp-content/uploads/2024-TLS-Notice-to-Employees-Somali.pdf
https://www.tukwilawa.gov/wp-content/uploads/2024-TLS-Notice-to-Employees-Spanish.pdf
https://www.tukwilawa.gov/wp-content/uploads/2024-TLS-Notice-to-Employees-Vietnamese.pdf
https://www.dol.gov/agencies/whd/overtime/rulemaking
https://www.dol.gov/agencies/whd/overtime/rulemaking
https://www.oregon.gov/boli/employers/Documents/BOLI_Printable_MinWage.pdf
https://www.oregon.gov/boli/employers/Documents/BOLI_Printable_MinWage_Arabic.pdf
https://www.oregon.gov/boli/employers/Documents/BOLI_Printable_MinWage_Simplified%20Chinese.pdf
https://www.oregon.gov/boli/employers/Documents/BOLI_Printable_MinWage_Traditional%20Chinese.pdf
https://www.oregon.gov/boli/employers/Documents/BOLI_Printable_MinWage_Korean.pdf
https://www.oregon.gov/boli/employers/Documents/BOLI_Printable_MinWage_Russian.pdf
https://www.oregon.gov/boli/employers/Documents/BOLI_Printable_MinWage_Spanish.pdf
https://www.oregon.gov/boli/employers/Documents/BOLI_Printable_MinWage_Vietnamese.pdf
https://does.dc.gov/sites/default/files/dc/sites/does/publication/attachments/2024%20Minimum%20Wage%20Poster.pdf
https://does.dc.gov/sites/default/files/dc/sites/does/publication/attachments/2024%20Spanish_Minimum-Wage-Poste.pdf
https://does.dc.gov/sites/default/files/dc/sites/does/publication/attachments/2024%20ChineseI_Minimum-Wage-Poster.pdf
https://does.dc.gov/sites/default/files/dc/sites/does/publication/attachments/2024%20Amharic_Minimum-Wage-Poster.pdf
https://labor.nv.gov/uploadedFiles/labornvgov/content/Wages/2024%20Minimum%20Wage%20Bulletin%2004.01.2024.pdf
https://labor.nv.gov/uploadedFiles/labornvgov/content/Wages/2024-SP%20Minimum%20Wage%20Bulletin%2004.01.2024.pdf


U.S. Equal Employment Opportunity Commission (EEOC)

EEOC Issued their Final Rule effective June 18, 2024, that provides additional guidance into how the EEOC will 
enforce the Pregnant Workers Fairness Act (PWFA). The PWFA requires a covered entity to make reasonable 
accommodations to a qualified employee’s or applicant’s known limitations related to, affected by, or arising out 
of pregnancy, childbirth, or related medical conditions, absent undue hardship on the operation of the business 
of the covered entity. When accommodating applicants or employees, employers need to ensure they follow any 
applicable federal, state, or local law that provides more protection for the worker. 
A link to the EEOC web page : What You Should Know About the Pregnant Workers Fairness Act.

Federal Trade Commission (FTC)

Issues Ban on Noncompete Clauses

The Federal Trade Commission (FTC) published their Final Non-Compete Clause Rule in the Federal Register on 
May 7, 2024.  The rule prohibits employers from entering into or enforcing existing non-compete agreements 
with workers, with an exception for some existing non-compete agreements for senior executives. The rule is set 
to become effective on September 4, 2024, unless stalled by court intervention. 
Prior to the effective date, employers are required to provide notice to employees subject to a prohibited non-
compete. The FTC has provided a model notice that employers may use. The notice may be communicated to 
impacted employees by hand delivery, mail at the workers last known street address, email, or text message. 
A link to the Federal Trade Commission web page: Noncompete Rule.
*** There is pending litigation to challenge the Final Rule that we are closely monitoring.

STATE
Alabama

No Eligibility to Work Form Required for Minors
Under Act No. 2024 – 352, employers are no longer required to obtain an Eligibility to Work Form for minor 
employees. The Governor signed the bill on May 15, 2024, and it became effective June 1, 2024. The Alabama 
Department of Labor and applicable school administrators will work together to revoke or suspend employment 
of any minor whose school attendance or grades become unsatisfactory.

No one factor or set of factors outweighs the others; rather the totality of the circumstances is reviewed to 
determine the worker’s classification. Nonetheless, the new independent contractor rule does not preempt any 
other independent contractor classification laws, so employers need to ensure they apply the standard that 
provides workers with the greatest protection. For example, employers in California will still be required to apply 
the state’s “ABC” test instead of the new FLSA six-factor test since the “ABC” test provides greater protection to 
workers. 
A link to DOL’s 2024 Final Rule FAQ web page: Final Rule: Independent Contactor FAQs.

*** Although the Final Rule is currently in effect, there is pending litigation in opposition to the new rule. We will continue to monitor the 
situation for further developments.

California
Delay on Healthcare Minimum Wage Increase
Under SB 525, signed by Governor Newsome in 2023, the state’s minimum wage for healthcare workers was 
originally scheduled to increase on June 1, 2024. The scheduled increase was then delayed to July 1, 2024, and 
now it has been further delayed until at least October 15, 2024.
SB 525 will incrementally increase the minimum wage for healthcare workers to up to $25 per hour. The rate at 
which the increases will occur will vary depending upon the size and nature of the employer. SB 525 applies to 
almost every type of medical employer, and the definition of covered healthcare positions includes virtually any 
employee who works in the health care setting. 

https://www.eeoc.gov/wysk/what-you-should-know-about-pregnant-workers-fairness-act
https://www.ftc.gov/system/files/ftc_gov/documents/English.docx
https://www.ftc.gov/legal-library/browse/rules/noncompete-rule
https://www.dol.gov/agencies/whd/flsa/misclassification/rulemaking/faqs
https://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=202320240SB525


Fast Food Worker Minimum Wage Increase

Friendly reminder that as of April 1, 2024, the minimum wage for many fast-food employees was raised to $20 
per hour and to an annual salary of at least $83,200 for exempt employees. The increase applied to employees 
who work for a fast food restaurant that is part of a national fast food chain, which is defined as a group of 
limited-service restaurants that meet the following criteria: 1) It has more than 60 establishments across the 
country; 2) It shares a common brand, or has standardized options for appearance, marketing, packaging, 
and offerings; and 3) It’s primarily engaged in providing food and beverages for immediate consumption that 
customers select and pay for upfront with minimal or no table service.
Covered employers are required to post in a conspicuous place a supplemental notice to the minimum wage 
order. Additionally, the newly created Fast Food Council will have the authority to raise this minimum wage 
annually beginning January 1, 2025.
A link to the State of California Department of Industrial Relations web page: Fast Food Minimum Wage Frequently 
Asked Questions

Workplace Violence Prevention Plan (WVPP)

Non-healthcare employers are required to implement their Workplace Violence Prevention Plan (WVPP) by July 1, 
2024. To be compliant, employers must develop, implement, and train employees on their specific plans, but also 
adhere to the records retention requirements.
A link to a packet DHR previously published to aid in compliance: California Workplace Violence Prevention Packet.

Colorado

Job Application Fairness Act (JAFA)

Beginning July 1, 2024, under the Job Application Fairness Act (JAFA) employers are prohibited from requesting 
or requiring Colorado job applicants to provide information related to the job applicant’s age, date of birth, 
dates of school attendance, or date of graduation. This will not be applicable to applicants for jobs that will be 
performed entirely outside of Colorado. 
For positions that have age requirements imposed by law, employers may verify age compliance without seeking 
information related to the applicant’s age, date of birth, dates of school attendance, or graduation date. For 
example, an employer may present the following question, “This job involves serving liquor and requires that you 
be at least 21 years of age. Do you meet the age requirement?”

District of Columbia

Pay Transparency

As of June 30, 2024, under the Wage Transparency Omnibus Amendment Act of 2023, D.C. employers will be 
required to:

• Provide the minimum and maximum projected salary or hourly pay in job postings and job descriptions;
• Disclose to prospective employees prior to their first interview, the healthcare benefits  

available to employees;
• Refrain from screening prospective employees based upon their wage history and from seeking the wage 

history of a prospective employee; and
• Post a notice in a conspicuous place in the workplace notifying employees of their rights under the law.

Florida

Child Labor Law Amended

Governor Ron DeSantis signed HB49 to amend Florida’s child labor laws. Effective July 1, 2024:

• Employees aged sixteen and seventeen may work more than eight hours on Sundays and holidays. 
• Parents and superintendents will be permitted to waive the thirty-hour per week limitation when school is 

https://www.dir.ca.gov/dlse/Fast-Food-Minimum-Wage-FAQ.htm
https://www.dir.ca.gov/dlse/Fast-Food-Minimum-Wage-FAQ.htm
https://nam04.safelinks.protection.outlook.com/?url=https%3A%2F%2Fgo.pardot.com%2Fe%2F682863%2Fntion-Compliance-Checklist-zip%2F2m6wcf%2F1395674010%2Fh%2Feo7BxI1GKnkww-IVh19iqe1DCpWD93cATZWJkO-2D5c&data=05%7C02%7CChelsea.Petri%40DecisionHR.com%7C5da272f3567d465783ed08dc74e7bcdd%7C18dcbebf58f74e3fb90c845c7fb8ff4b%7C1%7C0%7C638513785920707756%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C0%7C%7C%7C&sdata=Rdp9PD1T80gBDhgnqXbUvgSFoniHWDVht7srgn32S3I%3D&reserved=0
https://leg.colorado.gov/bills/sb23-058
https://lims.dccouncil.gov/downloads/LIMS/52488/Signed_Act/B25-0194-Signed_Act.pdf?Id=183410
https://bfco365-my.sharepoint.com/personal/cpetri_bankersfinancialcorp_com/_layouts/15/onedrive.aspx?id=%2Fpersonal%2Fcpetri%5Fbankersfinancialcorp%5Fcom%2FDocuments%2FDesktop%2FDC%20Wage%20Transparency%20Law%20Sample%20Notice%2Epdf&parent=%2Fpersonal%2Fcpetri%5Fbankersfinancialcorp%5Fcom%2FDocuments%2FDesktop&ga=1
https://www.flsenate.gov/Session/Bill/2024/49/BillText/er/PDF


To read more about these changes follow the State’s: Summary Analysis.

Illinois

Chicago

Chicago Fair Workweek Threshold Increase

Beginning on July 1, 2024, employees working for covered employers are covered by the Fair Workweek 
Ordinance if they make no more than a yearly salary of $61,149.35 or $31.85 per hour. With the pay threshold 
expanded, employers should review their scheduling policies to ensure continued compliance with any newly 
covered employees. Additionally, employers are required to provide the updated Fair Workweek Notice to covered 
employees with their first paycheck on or after July 1, 2024, and annually thereafter.

Chicago Paid Leave and Paid Sick and Safe Leave

Previously delayed by the Chicago City Council, the Paid Leave and Paid Sick and Safe Leave Ordinance took 
effect on July 1, 2024, which replaced the Chicago Paid Sick Leave Ordinance that was previously in effect. 
Under the city’s new Paid Leave and Paid Sick and Safe Leave Ordinance, which applies to all Chicago 
employers, employees will be entitled to two separate types of leave: up to 40 hours of Paid Leave (PL) that can 
be used for any reason and up to 40 hours of Paid Sick and Safe Leave (PSL) that can be used for the reasons 
allowed under the previous Ordinance. 
Employees need to be given a notice about PL and PSL with their first applicable paycheck—in July 2024, or 
after hire, whichever comes first—and annually thereafter in July. The notice also needs to be posted in the 
workplace. The notice, made by the city, is available in six languages here.
Employers also need to give employees written notification of their available PL and PSL, and their accrual rate, 
each time they’re paid. Employers can meet this obligation in several ways, including by putting the information 
on a paystub or having it available online where employees can easily access it.
A link to the Chicago Business Affairs and Consumer Protection web page: Paid Leave and Paid Sick Leave.

Louisiana

Louisiana Updates to Meal Break Requirements for Minor Employees

As of August 1, 2024, HB156 will modify child labor laws so that required meal breaks will only apply to minors 
who are fifteen years of age or younger. Therefore, only minor employees under sixteen years of age will be 
entitled to a thirty-minute meal break for every five hours worked. Louisiana updated the Minor Labor Law Placard 
to reflect the upcoming changes.

in session for sixteen- and seventeen-year-olds.
• Employees aged fifteen to seventeen will be permitted to work more than six consecutive days.
• Employees aged sixteen and seventeen who are scheduled to work eight hours in one day will be entitled 

to a meal break of at least thirty minutes for every four hours of work.

Minnesota

Earned Sick and Safe Time Law Amended

Effective May 25, 2024, the Earned Sick and Safe Time (ESST) law was updated. The changes to the law include 
clarifying which employees qualify for ESST, the rate at which ESST must be paid, and ESST application to other 
paid time off.
A link to the Minnesota Department of Labor and Industry web page with more information: New Earned Sick and 
Safe Time Law Changes.

Increased Penalties for Worker Misclassification

Effective July 1, 2024, employers who misclassify workers as independent contractors could be liable for 

https://www.myfloridahouse.gov/Sections/Documents/loaddoc.aspx?FileName=h0049z1.RRS.DOCX&DocumentType=Analysis&BillNumber=0049&Session=2024
https://www.chicago.gov/city/en/depts/bacp/supp_info/public-notices.html
https://www.chicago.gov/city/en/depts/bacp/supp_info/public-notices.html
https://www.chicago.gov/city/en/depts/bacp/supp_info/paidsickleaveinfo.html
https://legis.la.gov/legis/BillInfo.aspx?i=245720
https://www.laworks.net/Downloads/Posters/PRPosters/Minor_Labor_Law_color.pdf
https://dli.mn.gov/sick-leave-changes?utm_medium=email&utm_source=govdelivery
https://dli.mn.gov/sick-leave-changes?utm_medium=email&utm_source=govdelivery


(1) the right to control the means and manner of performance; 
(2) the mode of payment; 
(3) the furnishing of tools and materials; 
(4) control over the premises where the work was done; and 
(5) the right of discharge.

*** A new classification test will become effective in March 2025 for the construction industry.

Minnesota Department of Labor and Industry’s web page for Worker Misclassification; and the Minnesota 
Department of Revenue’ Withholding Fact Sheet 8 addressing Independent Contractor or Employee.

Pay Stub Record Retention

Beginning August 1, 2024, employers must retain earnings statements (pay stubs) for nonexempt employees 
for at least three years. While federal law already requires that pay records of nonexempt employees be kept for 
three years, the state law is more specific in requiring that earnings statements (pay stubs) be retained.

Pregnancy and Parenting Leave Law Changes

Beginning August 1, 2024, employers will be required to maintain coverage and continue paying the employer 
share of group insurance premiums during leave taken under the Pregnancy and Parenting Leave Law. Employers 
will also not be permitted to reduce an employee’s leave entitlement under the Pregnancy and Parental Leave 
Law when an employee takes time away for prenatal care medical appointments.

New Jersey

New Jersey Secure Choice Retirement Savings Program

Beginning June 30, 2024, the New Jersey Secure Choice Retirement Savings Program (RetireReady NJ) will 
begin phasing in its implementation periods for covered employers. RetireReady NJ was enacted on March 28, 
2019. The program implementation was originally scheduled to launch in March 2021, but was delayed due to 
the COVID-19 pandemic. The state will notify employers with instructions and deadlines to register for or certify 
exemption from the program. The implementation deadlines are:

• September 15, 2024, for covered employers with 40 or more employees; and
• November 15, 2024, for covered employers with 25 to 39 employees.

penalties up to $10,000 for each violation. Employers could be held liable for failing to classify, disclose, or 
for entering into an agreement with workers that misclassifies them as an independent contractor. Employers 
should continue to utilize Minnesota’s five-factor test to determine classification of general industry workers, 
which includes:

New York

Freelance Workers Rights

Under the Freelance Isn’t Free Act, as of May 20, 2024, freelance workers are offered employment-based 
protections. Under the new law, a written contract is required for all work performed worth $800 or more over a 
120-day period. Payments for the work must be made on or before the date outlined in the contract, or within 30 
days of completed work if the contract does not include a payment date.

Lactation Accommodation

As of June 19, 2024, employers must provide 30 minutes of paid break time as reasonably needed by employees 
to express breast milk for their nursing children. This requirement lasts up to three years following the birth of 
a child. Employers are required to use the revised New York State Department of Labor’s Policy on the Rights of 
Employees to Express Breast Milk in the Workplace, when applicable.

https://www.dli.mn.gov/business/employment-practices/worker-misclassification
https://www.revenue.state.mn.us/independent-contractor-or-employee
https://dol.ny.gov/system/files/documents/2024/06/p705-policy-on-the-rights-of-employees-to-express-breast-milk-in-the-workplace_-24-1.pdf
https://dol.ny.gov/system/files/documents/2024/06/p705-policy-on-the-rights-of-employees-to-express-breast-milk-in-the-workplace_-24-1.pdf


New York City

New Workplace Posting and Notice Requirements

Beginning July 1, 2024, all New York City employers are required to post the multilingual “Your Rights at Work” 
poster where employees can easily see it and give a copy to each employee. Employers must also post it to their 
intranet or mobile app if they offer one for employees to use.

Oregon

Oregon Family Leave Act Updates

The Oregon Family Leave Act (OFLA) has been amended and some of the significant changes that took effect on 
July 1, 2024, include:

• Employers are required to use a forward-looking leave year to determine the amount of OFLA leave an 
employee is entitled to take within a given one-year period. Employers that did not previously use a 
forward-looking leave year calculation need to immediately transition to one effective July 1.

• OFLA’s covered reasons for leave have been significantly reduced to limit overlap with Paid Leave 
Oregon (PLO). OFLA no longer covers the following reasons for leave:
- To care for an infant or newly adopted or foster child
- To care for a family member with a serious health condition (except for caring for a sick or injured 

child at home)
- To recover from, or seek treatment for, the employee’s own serious health condition

• Employees leave entitlement under OFLA are limited to the following:
- Up to 12 weeks of leave per year to either care for a child at home because they are sick or injured 

(for both serious and nonserious health conditions) or because their school or care provider is 
closed due to a public health emergency.

- Up to four total weeks of leave per year for bereavement (employees are still allowed to take two 
weeks of leave for each death, but the total amount of leave has been reduced from 12 weeks to 
four weeks).

- Up to 12 weeks of leave for any illness, injury, or condition related to their own pregnancy or 
childbirth that prevents them from performing any available job duties offered by the employer. (As 
before, this time is available in addition to an employee’s use of OFLA for other purposes.)

- Up to 14 days per deployment under the Oregon Military Family Leave Act.
• Employers are required to take certain steps with respect to rescinding approvals for OFLA leave that 

were previously covered under the law but are no longer covered as of July 1,2024. Employers can 
use the model notice provided by the Oregon Employment Department for these communications. 

• OFLA and PLO will no longer run concurrently. This means that any leave taken under one law will be 
in addition to any leave taken under the other.

A link to the Oregon Bureau of Labor and Industries web page: Oregon Family Leave Act.

Paid Leave Oregon (PLO) and Use of Accrued Paid Leave

Beginning July 1, 2024, employees on PLO are entitled to use an accrued paid leave in conjunction with PLO 
benefits, up to the amount that would result in full wage replacement. Employers will also have the option of 
allowing the use of accrued paid leave in an amount that would result in the employee getting more than full 
wage replacement. Additionally, if multiple types of accrued leave are available to an employee, the employer can 
determine the order in which the different types of accrued leave are used.
A link to the State of Oregon Employment Department web page: Updates to Paid Leave Oregon created by Senate 
Bill 1515.

https://www.nyc.gov/assets/dca/downloads/pdf/workers/KnowYourRightsAtWorkPoster.pdf
https://www.nyc.gov/assets/dca/downloads/pdf/workers/KnowYourRightsAtWorkPoster.pdf
https://paidleave.oregon.gov/resources/resources.html
https://www.oregon.gov/boli/workers/pages/oregon-family-leave.aspx
https://paidleave.oregon.gov/creating-paid-leave-oregon/senate-bill-1515
https://paidleave.oregon.gov/creating-paid-leave-oregon/senate-bill-1515

