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District of Columbia

DC Code § 541.01 (DC Paid Family Leave Act)
Enacted April 7, 2017
Notification requirement effective February 1, 2020

Starting February 1, 2020, covered District of Columbia employers must notify employees about their right to
paid leave under the DC Paid Family Leave Act (PFLA).

Employees can start applying for PFLA leave in July 2020. Before then, employers must notify employees of
their right to potential benefits. On February 1, 2020, employers must post an official notice in all locations
where covered employees work. If an employer has covered employees working remotely, it must send them
copies of the notice so they can post itin their own workspaces.

Employers also are obligated to provide electronic or physical notice to employees at three other points:

(1) to all employees at least once between February 1, 2020 and February 1, 2021, and at least once a year
every following year

(2) to all new employees hired after February 1, 2020 (notice must be provided at the time of hire)

(3) to individual employees when notice is received of the employee’s need for leave for an event that could
qualify for PFLA benefits
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https://code.dccouncil.us/dc/council/code/sections/32-541.01.html
https://does.dc.gov/sites/default/files/dc/sites/does/page_content/attachments/OPFL Employee Notice_FINAL.pdf
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New Jersey

AB 1449/SB3168 (New Jersey Temporary Disability Benefits Law)
Enacted January 21, 2020
Effective May 20, 2020

This amendment to the New Jersey Temporary Disability Benefits Law provides job security for an employee
during a period of disability because of an organ or bone marrow donation by that employee. The amendment
revises the definition of “compensable disability” under the statute to include a disability that is the result of
the donation of any organ or bone marrow by a covered employee. The amendment also eliminates the one-
week waiting period for the payment of temporary disability benefits relating to organ or bone marrow
donation.

The amendment further provides reinstatement rights to an employee who is unable to work during a period of
disability due to organ or bone marrow donation. After the period of disability ends, the employee is entitled to
be restored to the same position the employee held prior to the disability leave or to an equivalent position of
like seniority, status, employment benefits, pay and other terms and conditions of employment.
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https://services.statescape.com/textarchive/billtextarchive/ssbilltext2019/NJ20182019/NJ_20182019_AB_001449_Current_6510.htm
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New Jersey

SB3594/AB5819 (Employment protections for members of the National Guard)
Enacted January 9, 2020
Effective January 9, 2020

New Jersey has amended its laws regarding employment protections for National Guard members. State law
provides that once an employee is released from a period of military service, the individual is entitled to return
to their former position or a position of like seniority, status and pay. These protections apply to employees
who temporarily leave to participate in assemblies or annual training, or to attend service schools conducted by
the U.S. Armed Forces. Similar protections apply to persons who become a member of the organized militia or
armed forces reserve and who have been discharged or suspended by an employer because of that
membership. The amended law clarifies that these rights extend to members of the Army and Air National
Guard of New Jersey or any other state.

The New Jersey law permits employers to lay off employees for specified reasons and sets forth the procedure
by which an employer may do so. The law prohibits employers from laying off any person on a military leave of
absence for active service in time of war or an emergency. The amended law clarifies that these protections
apply to members of the Army and Air National Guard of New Jersey or any other state.
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https://services.statescape.com/textarchive/billtextarchive/ssbilltext2019/NJ20182019/NJ_20182019_SB_003594_Current_5586.htm
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New Jersey

NJAC 12:69 (New Jersey final rules regarding earned sick leave)
Adopted October 15, 2019
Effective January 6, 2020

On October 29, 2018, the New Jersey Paid Sick Leave Act (“the Act”) went into effect, which requires every
employer to provide earned sick leave to each employee working for the employer in New Jersey. The Act
requires that employers must provide paid sick leave to each employee in the amount of one hour of earned
sick leave for every 30 hours worked.

The New Jersey Department of Labor and Workforce Department (“Department”) has adopted final rules that
implement and expound upon the statutory provisions set forth in the Act. The final rules provide definitions
and procedures for how employers are to provide earned sick leave to employees under the Act. The final rules
also align with the FAQs previously released by the Department for the Act.

The final regulations and guidance cover many other specific topics, including the rate of pay for earned sick
leave, applicability of the ESLL upon expiration of a collective bargaining agreement and the employer’s right to
prohibit foreseeable sick leave on specific dates.
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https://services.statescape.com/ssu/Regs/ss_8586605984324296862.pdf
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Puerto Rico

PS 853 (Bill of Rights of Working Women)
Enacted January 3, 2020

Effective January 3, 2020

Puerto Rico has enacted a new law entitled the Bill of Rights of Working Women to provide protections for and

help eliminate discrimination against women in the workplace.

In addition to the protections established under the Constitution of Puerto Rico and all other applicable laws
and regulations, the Bill of Rights outlines the specific rights for working women, including:

e Four weeks of maternity leave before delivery and four weeks after delivery, or up to one week of prenatal
rest and seven weeks of postnatal rest. These leaves also apply when adopting a preschool-age minor

e Salary, hourly wages, daily wages or other forms of compensation must be paid when on maternity leave
e Job protection and entitlement to reinstatement is reserved while on maternity leave

e Protection against firing, suspension, discrimination or reduction in salary during pregnancy
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https://sutra.oslpr.org/osl/esutra/MedidaReg.aspx?rid=125006
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Vermont

HB 107 (Family and medical leave insurance program)
Introduced January 29, 2019

Vetoed by the governor January 31, 2020

Failed legislative veto override February 5, 2020

This proposed bill creates a paid family and medical leave insurance program that will be funded by
contributions from employees. The bill gives employers the option to pay for some or all of the contributions
due from an employee’s wages. The bill provides employees with up to 12 weeks of bonding leave, up to eight
weeks of family care leave and up to six weeks of medical leave.

As an alternative to participating in this family and medical leave insurance program, an employer may — upon
approval by the Commissioner of Financial Regulation — comply with the requirements of this subchapter
through the use of an alternative insurance plan or benefit plan that provides to all of its employees benefits
for bonding and family care leave that are equivalent to or more generous than these benefits.

This legislation was vetoed on January 31, 2020. The legislature was unable to override the governor’s veto.
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https://legislature.vermont.gov/Documents/2020/Docs/BILLS/H-0107/H-0107%20As%20Passed%20by%20Both%20House%20and%20Senate%20Official.pdf



