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The new year is a time of celebration. But for HR 
professionals, it also signals “busy season” for employment 
law compliance work.

With more than fifty new laws going into effect across the 
country on January 1st, 2025, multi-state employers might 
be feeling overwhelmed by all the new updates and deadlines 
they need to remember.

Don’t worry—we’ve got you covered.

The ball drops at Times Square. A choir breaks out into a boisterous 
rendition of “Auld Lang Syne.” Confetti falls. And two new states 
introduce pay transparency laws. 

New year, new laws
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Topic Overview Action

Exempt/Non-
Exempt

A federal court recently struck down the U.S. Department of 
Labor’s rule that would have increased the salary threshold for 
white-collar exemptions to $58,656 and for highly compensated 
employees to $151,164 on January 1, 2025. 

This means the new thresholds won’t go into effect on January 1, 
and the thresholds that existed before the new rule ($35,568 for 
white-collar employees and $107,432 for highly compensated 
employees) are in effect. We’ll be watching for any appeal of this 
decision.

Make sure you’ve properly 
classified employees.

Federal                                              Effective January 1, 2025 

Employment law is complex. We make it easy.

Automate the creation of essential legal documents to hire, manage, and separate from employees with ease. 

Learn more about SixFifty’s software for HR & Legal teams >

California                                        Effective January 1, 2025 

Topic Overview Action

Captive Audience Employers will be prohibited from threatening or penalizing an 
employee who doesn’t attend a meeting or listen to communication 
from the employer about their views on political or religious 
matters.

Update your California 
political activity policy. 

https://www.sixfifty.com/
https://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=202320240SB399
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Child Labor Beginning January 1, 2025, employers that have voluntarily 
submitted to a social compliance audit to determine if child labor is 
involved in their operations must post a link on their website to a 
report about their compliance with child labor laws. 

Make sure to post the 
required link.

Crime Victim 
Leave

A new California law will expand the state’s paid sick leave law by 
(a) allowing leave if an employee’s family member is a crime victim, 
(b) extending the types of crimes covered, and (c) adding additional 
reasons for which employees can take leave if the employee or 
their family member is a crime victim. Unpaid protections for 
crime victims have largely remained the same, although they have 
been moved to a section of the law now enforced by California’s 
Department of Civil Rights. 

Employers who must provide crime victim leave (those with 25 or 
more employees) can now place limits on the amount of unpaid 
leave for crime victims and their families. The law also requires 
employers to notify employees of these rights at the time of hire, 
annually, and upon request. 

The state’s Civil Rights Department has not yet released this notice, 
which they will do by July 1, 2025. 

Update your California sick 
leave, crime victim leave, 
and domestic violence leave 
policies.

Exempt/Non-
Exempt

California’s salary threshold for exempt employees under state law 
will increase to $68,640 per year, $5,720 per month, or $1,320 per 
week.

Make sure you’ve properly 
classified employees.

California                                        Effective January 1, 2025 

https://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=202320240AB3234
https://leginfo.legislature.ca.gov/faces/billCompareClient.xhtml?bill_id=202320240AB2499&showamends=false
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Job Postings Employers will no longer be allowed to say in a job posting or 
application that a driver’s license is required for employment unless 
(a) the employer reasonably expects driving to be a job function 
and (b) the employer reasonably believes an alternative form of 
transportation wouldn’t be comparable in travel time or cost to the 
employer.

Make sure your job postings 
comply with this new 
requirement.

Paid Family and 
Medical Leave

Starting next year, employers can no longer require employees to 
use up to two weeks of vacation time before they start receiving 
paid family and medical leave insurance benefits through the state-
run program. 

Also, employees’ wage replacement benefits will increase from 
between 60% and 70% to between 70% and 90%, with employee 
contribution rates to increase from 1.1% to 1.2%. 

 Update your California 
family and medical leave 
policy.

Sick Leave California passed additional safe time uses for its statewide sick 
leave for agricultural employees who work outdoors. Agricultural 
employees will be allowed to use their sick time in the case of 
smoke, heat, or flooding conditions caused by a local or state 
emergency. 

Update your California sick 
leave policy.

Whistleblower 
Protection

Employers who post a newly-developed whistleblower poster will 
be deemed in compliance with the whistleblower statute’s notice 
requirements. 

The law doesn’t require employers to use the new poster as long 
as they still post a notice of employee rights, but the new poster is 
guaranteed to be compliant. As of the date of this publication, the 
Labor Commissioner has not published the new poster. 

Make sure you have posted 
a compliant whistleblower 
protection poster. 

California                                         Effective January 1, 2025 

https://leginfo.legislature.ca.gov/faces/billNavClient.xhtml?bill_id=202320240SB1100
https://leginfo.legislature.ca.gov/faces/billCompareClient.xhtml?bill_id=202320240AB2123&showamends=false
https://leginfo.legislature.ca.gov/faces/billCompareClient.xhtml?bill_id=202320240SB1105&showamends=false
https://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=202320240AB2299
https://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=202320240AB2299
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Pay Stubs With each wage payment, employers will be required to include: (a) 
the number of paid sick leave hours that the employee has accrued 
or that the employer provided the employee, and (b) the number 
of paid sick leave hours the employee has used during the calendar 
year. Employers will need to keep these records for three years. 

Make sure your paystubs 
and record-keeping practice 
comply with these new 
requirements. 

Sick Leave Connecticut’s paid sick leave law is expanding. Currently, employers 
are subject to the law if they have 50 or more employees in the 
state. On January 1, 2025, that number will drop to 25 employees. 
It will reduce again to 11 employees in 2026, and once more to one 
employee in 2027. 

The new law also expands the type of employees who are eligible 
for leave. Currently, only service workers who are paid hourly or 
who are non-exempt under the FLSA are entitled to paid sick leave. 
Beginning January 1, 2025, employers will need to provide paid sick 
leave to all employees.

Update your Connecticut 
sick leave policy. 

Sick Leave Poster Employers must put up a new paid sick leave poster reflecting the 
requirements of the state’s updated sick leave law when it becomes 
effective. 

Make sure you display 
Connecticut’s new sick leave 
poster.

Colorado                                          Effective January 1, 2025 

Topic Overview Action

COMPS Order Colorado recently released the 2025 Colorado Overtime and 
Minimum Pay Standards (COMPS) Order, effective January 1. 

Employers should update 
their posters and handbook 
entries.

Non-Compete 
Agreements

On January 21, 2025, the salary thresholds in Colorado will 
increase to $127,091 for non-compete agreements and $76,254.60 
for non-solicit agreements.

Make sure that your non-
competes comply with the 
new requirements.

 Connecticut                                   Effective January 1, 2025

https://www.cga.ct.gov/2024/ACT/PA/PDF/2024PA-00008-R00HB-05005-PA.PDF
https://portal.ct.gov/dol/-/media/dol/2022-new-design-system/divisions/wage-and-workplace-standards/psl-poster-effective-1-1-2025.pdf?rev=b3b08031b43d4554b00c9077ff1c4fae&hash=3DA62A36EED3A0A814B44FA946BFD250
https://cdle.colorado.gov/sites/cdle/files/2025_comps_order_poster_accessible.pdf
https://cdle.colorado.gov/sites/cdle/files/2025_comps_order_poster_accessible.pdf
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Paid Family and 
Medical Leave

Delaware’s Healthy Delaware Families Act creates a statewide 
paid family and medical leave insurance program. Employers will 
need to begin withholding contributions beginning January 1, 2025. 
Leave and benefits will be available to employees beginning January 
1, 2026. 

The state has also published the notice (which includes a workplace 
poster) that employees can use to comply with the law’s notice and 
posting requirements.

Make sure you are 
withholding contributions 
and have posted the 
required notice about 
Delaware’s paid family and 
medical leave.

Topic Overview Action

Captive Audience Starting January 1, employers may no longer require employees 
to attend employer-sponsored meetings whose primary purpose 
is to communicate the employer’s opinion on religious or political 
matters. Employers also may not punish employees for refusing to 
attend those meetings.

Update your Illinois political 
activity policy.

Delaware                                         Effective January 1, 2025

 Illinois                                                Effective January 1, 2025

 

Topic Overview Action

Non-Compete 
Agreements

We don’t know the exact number yet, but D.C. will increase the 
salary thresholds for non-compete agreements on January 1, 2025, 
based on the Consumer Price Index for All Urban Consumers in the 
Washington Metropolitan Statistical Area. 

Make sure that your non-
competes comply with the 
new requirements when 
released.

District of Columbia                Effective January 1, 2025

https://legis.delaware.gov/json/BillDetail/GenerateHtmlDocumentSessionLaw?sessionLawId=79186&docTypeId=13&sessionLawName=chp301
http://the notice
https://www.ilga.gov/legislation/BillStatus.asp?DocNum=3649&GAID=17&DocTypeID=SB&LegId=153595&SessionID=112&GA=103
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Child Labor Illinois’ Child Labor Law of 2024 changes the hours minors can 
work, sets out new occupations in which minors are prohibited 
from working, imposes new notice and posting requirements, and 
sets new discrimination and retaliation prohibitions. 

Make sure you are 
complying with Illinois’s new 
child labor laws.

Employee 
Verification

A new Illinois law discourages Illinois employers from using 
E-Verify unless federal law requires the employer to use it. 
Employers also can’t use work authorization verification or 
reverification requirements greater than those that federal law 
requires.

Make sure not to use work 
authorization verification or 
reverification requirements 
that are greater than those 
required by federal law.

Military Leave Illinois law has expanded its definition of “armed forces” to include 
the United States Space Force.

Update your Illinois military 
leave policy. 

Non-Compete A new law clarifies the non-compete protections for construction 
workers. Previously, the law invalidated non-compete agreements 
with workers “covered by a collective bargaining agreement under 
the Illinois Public Labor Relations Act or the Illinois Educational 
Labor Relations Act and individuals employed in construction.” 
Beginning January 1, 2025, the new amendment clarifies that these 
protections don’t just apply to construction workers covered by 
a collective bargaining agreement, but all construction workers 
except those “who primarily perform management, engineering or 
architectural, design, or sales functions for the employer or who are 
shareholders, partners, or owners in any capacity of the employer.” 

Also, new non-competes with licensed mental health professionals 
will be unenforceable if those agreements would be “likely to result 
in an increase in cost or difficulty” to veterans or first responders 
who seek mental health services. 

Make sure your non-
completes with Illinois 
employees comply with 
these new restrictions. 

Illinois                                               Effective January 1, 2025 

https://www.ilga.gov/legislation/publicacts/103/103-0721.htm
https://www.ilga.gov/legislation/publicacts/fulltext.asp?name=103-0879&GA=103&SessionId=112&DocTypeId=SB&DocNum=508&GAID=17&SpecSess=&Session
https://www.ilga.gov/legislation/103/HB/10300HB5640enr.htm
https://www.ilga.gov/legislation/fulltext.asp?DocName=&SessionId=112&GA=103&DocTypeId=SB&DocNum=2770&GAID=17&LegID=&SpecSess=&Session=
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Pay Stubs Each pay period, employers have to give employees a pay stub 
showing their hours worked, pay rate, overtime pay and overtime 
hours worked, gross wages earned, deductions, and total year-
to-date wages and deductions. Employers can provide pay stubs 
electronically and must keep pay stub records for at least 3 years.

Make sure your pay stubs 
and record-keeping practices 
meet these new Illinois 
requirements. 

Pay Transparency Employers with at least 15 employees need to begin including in 
their job postings the pay scale and benefits information for the 
position, starting January 1. The law applies to jobs performed at 
least partly in the state as well as jobs where the employee will 
report to a supervisor, office, or other work site in Illinois.

Update your Illinois pay 
transparency policy and 
make sure your job postings 
comply with this new Illinois 
requirement.

Protected 
Characteristics

Illinois added two new categories of protected characteristics to its 
anti-discrimination law. First, employers can’t discriminate against 
employees for actual or perceived decisions about reproductive 
health, meaning a person’s decisions regarding the use of 
contraception; fertility or sterilization care; assisted reproductive 
technologies; miscarriage management care; healthcare related 
to the continuation or termination of pregnancy; or prenatal, 
intranatal, or postnatal care.

Second, employers can’t discriminate against employees for their 
“family responsibilities,” which means an employee’s actual or 
perceived care of a family member in the past, present, or future

Update your Illinois Equal 
Employment Opportunity 
policy. 

Illinois                                               Effective January 1, 2025 

https://www.ilga.gov/legislation/publicacts/fulltext.asp?Name=103-0953
https://www.ilga.gov/legislation/publicacts/103/PDF/103-0785.pdf
https://www.ilga.gov/legislation/publicacts/103/PDF/103-0785.pdf
https://www.ilga.gov/legislation/103/HB/10300HB2161.htm
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Whistleblower 
Protections

Illinois updated its whistleblower protections this year. Effective 
January 1, 2025, employers may not retaliate against employees for 
disclosing or threatening to disclose information about a policy or 
practice that they believe, in good faith, violates the law or poses a 
real danger to employees or others.

Update your Illinois 
whistleblower protection 
policy.

Topic Overview Action

Child Labor Indiana revised its child labor laws to remove some labor 
protections for minors between 14 and 17 and remove restrictions 
that limit work hours for minors 16 and older.  

Make sure you are aware of 
these changes to Indiana’s 
child labor laws. 

Illinois                                                 Effective January 1, 2025

 Indiana                                               Effective January 1, 2025

https://www.ilga.gov/legislation/publicacts/fulltext.asp?Name=103-0867
https://iga.in.gov/pdf-documents/123/2024/house/bills/HB1093/HB1093.06.ENRS.pdf


11January 1, 2025 Checklist

SixFifty Employment Update

Topic Overview Action

Drug Testing Medical marijuana will be legal in Kentucky starting next year, 
although the law doesn’t require employers to accommodate the 
use or presence of medical marijuana in the workplace. Employers 
will be free to have a drug testing policy, maintain a drug-free 
workplace, or have a zero-tolerance drug policy. 

Make sure you are aware of 
Kentucky’s drug testing rules. 

Topic Overview Action

Non-Compete Beginning January 1, 2025, non-competes with primary care 
physicians can only be used during the first 3 years of their 
employment relationship and can’t be used at all after their 
employment ends. 

Post-employment non-competes are also prohibited for other 
types of physicians, but they can be used during the first 5 years of 
employment rather than just 3. 

Additionally, non-competes can only be signed at the beginning of 
employment and can’t be entered after the employee has started 
work.

Make sure your non-
completes with Louisiana 
employees comply with these 
new rules. 

Kentucky                                          Effective January 1, 2025

 Louisiana                                          Effective January 1, 2025

https://apps.legislature.ky.gov/law/statutes/statute.aspx?id=54282
https://legis.la.gov/legis/ViewDocument.aspx?d=1380721
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Exempt/Non-
Exempt

Maine’s salary threshold for exempt employees under state law 
will increase to $43,950 per year or $845.20 per week. 

Make sure you are correctly 
categorizing your Maine 
employees.

Paid Family and 
Medical Leave

Contributions to Maine’s paid family and medical leave insurance 
program begin on January 1, 2025, although employees won’t be 
able to access paid benefits until May 1, 2026. 

Make sure that you begin 
making contributions to 
Maine’s paid family and 
medical leave insurance 
program for your Maine 
employees beginning on 
January 1, 2025. 

Non-Compete 
Agreements

Maine does not allow non-compete agreements with employees 
who earn less than 400% of the federal poverty level. That number 
is set to increase in January, though it hasn’t been released yet. 

Make sure that your non-
competes comply with the 
new requirements when 
released.

Topic Overview Action

Non-Compete 
Agreements

The salary threshold for non-compete agreements in Maryland 
will increase, on January 1, to $24 per hour, or $49,920 per year.

Make sure that your non-
competes comply with the 
new requirements.

Maine                                                  Effective January 1, 2025

Maryland                                          Effective January 1, 2025
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Paid Family and 
Medical Leave

Employees’ maximum weekly benefit through the state’s paid 
family and medical leave insurance program will increase to 
$1,760.64. 

Make sure you are aware 
of this change to the 
Massachusetts paid family 
and medical leave insurance 
program.

Poster and 
Notice 
Requirements

The state has published its 2025 required paid family and medical 
leave poster, as well as the 2025 updated individual notice for 
employers with 25 or more Massachusetts employees and for 
employers with less than 25 Massachusetts employees.

Post updated Massachusetts 
paid family and medical leave 
posters. 

Massachusetts                             Effective January 1, 2025

Minnesota                                       Effective January 1, 2025

Topic Overview Action

Drug Testing The state’s Drug and Alcohol Testing in the Workplace Act now 
allows “oral fluid testing” for drug, alcohol, and cannabis testing. 
All drug testing requirements currently imposed by law apply 
equally to any oral fluid testing the employer uses. 

Be aware of this change to 
Minnesota’s drug testing laws.

Employee Notice 
(St. Paul)

Employers with 1 or more employees in St. Paul must provide new 
St. Paul employees with a notice of their rights under the city’s 
wage theft law upon hire and annually thereafter, starting January 
1, 2025. This notice must contain all the information required by 
Minn. Stat. § 181.032(d), the employee’s start date, notice of the 
city’s minimum wage, a statement that sharing tips is voluntary, 
and any overtime policy applicable to the employee’s position. 

Employees must sign the notice and return it to the employer, who 
is then required to copy it, note the date it was received by the 
employee, and maintain the notice for 3 years after termination 
of that employee’s employment. Finally, employers will need 
to include a notice of employee rights under this wage theft 
ordinance in their employee handbook, if they have one. 

Update your employee 
handbook to include the St. 
Paul wage theft notice. 

https://www.mass.gov/doc/2025-pfml-mandatory-workplace-poster-english/download
https://www.mass.gov/doc/2025-pfml-mandatory-workplace-poster-english/download
https://www.mass.gov/doc/2025-employer-notice-for-a-workforce-with-25-or-more-covered-individuals/download
https://www.mass.gov/doc/2025-employer-notice-for-a-workforce-with-fewer-than-25-covered-individuals/download
https://www.revisor.mn.gov/laws/2024/0/110/laws.7.4.0#laws.7.4.0
https://www.stpaul.gov/sites/default/files/2024-11/Saint%20Paul%20Wage%20Theft%20Ordinance.pdf
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Pay Transparency Employers with 30 or more employees in Minnesota must include 
the starting salary range and a general description of all of the 
benefits and other compensation an employee can expect in all job 
postings.

Update your Minnesota pay 
transparency policy. 

Pay Stubs 
(St. Paul)

Beginning next year, employers must provide their St. Paul 
employees with pay stubs each pay period. The pay stubs may 
be provided electronically but must be provided physically if 
requested by the employee at least 24 hours in advance. 

The pay stubs must include all the same information required by 
Minnesota state law, plus any amount of an employee’s wages 
deducted by the employer.

Make sure the pay 
stubs for your St. Paul 
employees comply with the 
requirements. 

Wage Theft 
Notice (St. Paul)

Effective January 1, St. Paul employers will need to begin posting 
the city’s wage theft flyer in a place where employees will see it.

Post the new St. Paul wage 
theft notice in a place where 
your employees will see it. 

Minnesota                                      Effective January 1, 2025 

https://www.stpaul.gov/sites/default/files/2024-11/Saint%20Paul%20Wage%20Theft%20Ordinance.pdf
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Criminal History Starting in January, a person with an expunged arrest can answer 
“no” if the employer asks whether the person has ever been 
arrested or charged with a crime, as long as there’s no public 
record of a crime after the expungement. 

Be aware of this new 
Missouri law regarding 
criminal history. 

Missouri                                             Effective January 1, 2025

 

Topic Overview Action

Weapons in the 
Workplace

Beginning January 1, certain employers can’t ask employees 
whether they have firearms or ammunition in their vehicles, nor 
may they search vehicles for them. Employers that receive public 
funds of any kind can’t prohibit employees from keeping lawfully 
owned firearms or ammunition out of view in locked vehicles in an 
employer parking lot. 

Determine whether 
these new weapons in the 
workplace requirements 
apply to your organization.

New Hampshire                         Effective January 1, 2025

Topic Overview Action

Sick Leave Employers must begin providing employees with an additional 
20 hours of paid sick leave for prenatal care. This is leave taken 
for healthcare services for an employee during their pregnancy, 
including physical exams, medical procedures, monitoring and 
testing, and meeting with healthcare providers to talk about the 
pregnancy.

Update your New York sick 
leave policy.

New York                                        Effective January 1, 2025

https://gencourt.state.nh.us/bill_status/billinfo.aspx?id=1810&inflect=2
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Employee Notice Warehouse distribution center employers with 100 or more 
employees at a single warehouse distribution center or 1,000 or 
more employees at 1 or more warehouse distribution centers in 
Oregon must provide written notice to employees of any quota 
they have. 

The notice must include the quantified number of things to be 
done within a set time and a description of the consequences if an 
employee doesn’t meet the quota. This notice must be provided 
upon hire, within 2 business days of any change, and when an 
employer takes action against an employee for failing to meet 
quota. 

Determine whether you need 
to provide quota notice to 
your Oregon employees.

Paid Family and 
Medical Leave

Leave for going through the legal process to foster or adopt a 
child will now be covered under Oregon’s paid family and medical 
leave insurance program (“Paid Leave Oregon”) and is no longer 
an allowable reason for leave under Oregon’s unpaid family and 
medical leave law (“Oregon Family Leave Act”). 

Update your Oregon family 
and medical leave policy.

Non-Compete 
Agreements

We don’t know the exact number yet, but Oregon will increase 
the salary thresholds for non-compete agreements on January 
1, 2025, based on the Consumer Price Index for All Urban 
Consumers in the West Region. 

Make sure that your non-
competes comply with the 
new requirements when 
released.

Oregon                                              Effective January 1, 2025

https://olis.oregonlegislature.gov/liz/2024R1/Downloads/MeasureDocument/HB4127/Enrolled
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Non-Compete
Agreements

Non-compete agreements will be unenforceable against 
medical doctors, doctors of osteopathy, certified registered 
nurse anesthetists, certified registered nurse practitioners, and 
physician assistants unless the agreement lasts no longer than 1 
year and the worker was not terminated (meaning they’re only 
enforceable if the employee left voluntarily). The definition of a 
non-compete will also be updated. The current definition states 
that a non-compete agreement is one that is “designed to impede” 
the worker’s ability to practice. The new definition clarifies that a 
non-compete is any agreement that “has the effect of impeding” 
that ability, regardless of whether that was the agreement’s 
original intent.

Make sure that your 
Pennsylvania non-competes 
comply with the new 
requirements. 

Topic Overview Action

Employee Notice In the new year, employers with over 50 full-time employees will 
need to display a veterans’ benefits poster. The poster is not yet 
available.

Prepare to display the 
required veterans’ benefits 
poster when it becomes 
available.

Temporary 
Caregiver 
Insurance

Employees will be allowed to take 7 weeks (up from 6) of leave 
under the state’s temporary caregiver insurance program. 

Update your Rhode Island 
family and medical leave 
policy.

Non-Compete 
Agreements

Rhode Island does not allow non-compete agreements with 
employees who earn less than 250% of the federal poverty level. 
That number is set to increase in January, though it hasn’t been 
released yet. 

Make sure that your non-
competes comply with the 
new requirements when 
released.

Pennsylvania                                Effective January 1, 2025

Rhode Island                                Effective January 1, 2025

https://www.legis.state.pa.us/cfdocs/billinfo/bill_history.cfm?syear=2023&sind=0&body=H&type=B&bn=1633
https://webserver.rilegislature.gov/BillText24/HouseText24/H7058.htm
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Exempt/Non-
Exempt

Washington’s salary threshold for exempt employees under state 
law will increase to $69,305.60 per year for employers with 1-50 
employees and to $77,968.80 per year for all other employers.

Make sure you have properly 
classified your employees 
under these new thresholds. 

Overtime Washington law already prohibits healthcare facilities from 
requiring certain employees to work overtime. Beginning January 
1, 2025, the state is changing the definition of what employees 
are covered by that law. Employees covered by the new law are 
healthcare facility workers who are involved in direct patient care 
or clinical services and receive an hourly wage or are covered by 
a collective bargaining agreement. It will no longer be required 
that the employee also be a nurse or technologist, cardiovascular 
invasive specialist, respiratory care practitioner, or nursing 
assistant. 

Make sure your overtime 
practices comply with these 
new requirements.

Sick Leave Starting next year, employees can take leave after a declared 
emergency under the state’s paid sick leave law. The law’s 
definition of “family member” will also be updated to: (a) include 
a child’s spouse, (b) clarify that “spouse” includes a husband, wife, 
or state-registered domestic partner, and (c) include someone 
who regularly lives in the employee’s home or whose relationship 
creates an expectation that the employee will care for that person.

Update your Washington sick 
leave policy.

Non-Compete 
Agreements

Starting on January 1, 2025, the salary thresholds for non-
competes in Washington will increase to $123,394.17 for 
employees and $308,485.43 for contractors.

Make sure that your non-
competes comply with the 
new requirements.

Washington                                   Effective January 1, 2025

Topic Overview Action

Non-Compete 
Agreements

Virginia doesn’t allow non-competes with employees who earn 
less than the average weekly wage. That number is set to increase 
in January, though it hasn’t been released yet.

Make sure that your Virginia 
non-competes comply with 
the new requirements when 
they are released.

Virginia                                               Effective January 1, 2025

https://lawfilesext.leg.wa.gov/biennium/2023-24/Pdf/Bills/Session%20Laws/House/2061-S.SL.pdf?q=20241118152800
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State New Minimum Wage (Per Hour)

Arizona
    Flagstaff
    Tuscon

$14.70
$17.85
$15.00

California
   Belmont
   Burlingame
   Cupertino
   Daly City
   East Palo Alto
   El Cerrito
   Foster City
   Half Moon Bay
   Hayward
   Los Altos
   Mountain View
   Menlo Park
   Novato
   Oakland
   
   Palo Alto
   Petaluma
   Redwood City
   Richmond
   San Carlos
   San Diego
   San Jose
   San Mateo
   San Mateo County
   Santa Clara
   Santa Rosa
   Sonoma
   South San Francisco
   Sunnyvale 
   West Hollywood

$16.50
$18.30
$17.43
$18.20
$17.07
$17.45
$18.34
$17.39
$17.47
$16.50 small employers; $17.36-large employers
$18.20
$19.20
$17.10
$16.50 - 1-25 employees, $17 - 26-99 employees. $17.27 - 100+ employees
$16.89 - General, $18.36 - Hotel workers with benefits, $24.48 - Hotel workers 
without benefits 
$18.20
$17.97
$18.20
$17.77
$17.32
$17.25
$17.95
$17.95
$17.46
$18.20
$17.87
$16.96 - 1-25 employees $18.02 - 26+ employees
$17.70
$19.00
$19.65

Minumum Wage                       Effective January 1, 2025
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State New Minimum Wage (Per Hour)

Colorado
   Boulder
   Boulder County 
   Denver 
   Edgewater

$14.81
$15.57
$16.57
$18.81
$16.52

Connecticut $16.35

Delaware $15.00

Illinois
   Cook County

$15.00
$15.00

Maine
   Portland
   Rockland

$14.65
$15.50
$15.50

Michigan $10.56 on Jan. 1, and $12.48 on Feb. 21

Minnesota
   Minneapolis
   St. Paul

Small and large employers must now pay the same Minimum Wage of $11.13
$15.97
$15.97 101+ employees

Missouri $13.75

Montana $10.55

Nebraska $13.50

New Jersey $15.49

New Mexico
   Las Cruces

Unchanged
$12.65

New York
 NYC, Long Island, 
Westchester

$15.50 
$16.50

Ohio $10.70 for large employers ($385k+ annual gross). 
No increase for small employers

 

Minumum Wage                          Effective January 1, 2025
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State New Minimum Wage (Per Hour)

Rhode Island $15.00

South Dakota $11.50

Vermont $14.01

Virginia $12.41

Washington
   Burien
   Bellingham
   Renton (medium)

   Renton (large)
   SeaTac
   Seattle
   Tukwila

$16.66 
$21.16 500+ employees in King County
$17.66
$18.90 medium-sized employers (15-500 employees worldwide or more than $200M 
annual gross revenue) 
$20.90  large employers (501+ employees worldwide)
$20.17
$20.76 all employers; no more small/large/benefits distinctions
$20.10 - 15-500 employees worldwide or more than $200M annual gross revenue
$21.20 - 501+ employees worldwide

 

Minumum Wage                          Effective January 1, 2025
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SixFifty makes multi-state compliance 
simple for HR and Legal teams. 

Easily research state-specific laws, 
generate documents to comply, and 
keep them up-to-date with changing 
laws with AI-powered legal updates.

Take the hassle out of HR compliance

307 W 200 S; Suite 3006, 
Salt Lake City, UT 84101

For more information, visit sixfifity.com.

About SixFifty

                                      

Want to learn more? 
Schedule a demo.

http://sixfifity.com
https://www.sixfifty.com/request-a-demo/

