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Executive Summary

Introduction

As required by RCW 49.12.180, the Department of Labor & Industries (L&I) 1s providing information
about investigations and proceedings related to worker wages, leave, child labor, and other workplace
rights. The data used to provide this information comes from L&I’s Complaint Activity Tracking
System and Aithent Licensing System.

2025 Update
During this reporting period, L&I identified over $7 million in wages owed to workers in Washington
state.

Education & Outreach

L&l provides extensive education on workplace rights and requirements using expert staff to answer
and address questions received from the public. These efforts include education for people with limited
English proficiency, helping to bridge cultural and language barriers. Public webinars are offered with
free interpreting services upon request. In-person presentations are also offered in other languages,
with the assistance of in-person interpreters.

Investigations

In fiscal year (FY) 2025, L&I conducted over 8,600 investigations of workplace rights issues across
multiple program areas including the Minimum Wage Act (RCW 49.46), the Wage Payment Act
(RCW 49.48), the Industrial Welfare Act (RCW 49.12), Equal Pay and Opportunities Act (RCW
49.58), and various agriculture and protected-leave statutes. The department also issued just over
1,000 penalties for violations.



Introduction

L&l protects the safety, health, and security of Washington workers. This includes responsibilities for
administering state laws that protect workers’ wages and working conditions, and laws related to wages,
such as the state minimum wage and wage agreements between workers and employers.

The department:

e ensures that workers receive paid sick leave and other forms of protected leave, and that workers
are not retaliated or discriminated against for exercising their leave and minimum wage rights;

e enforces laws and rules on child labor, including hours of work, breaks, prohibited duties, and
investigates on—the-job injuries that involve workers under 18;

e enforces special work rules related to agricultural employment through its Farm Labor
Contracting investigations; and

e s also responsible for enforcing laws ensuring gender pay equity, and collects data related to
isolated workers.

Educating the public about these workplace rights and requirements is also a core activity. During FY
2025, L&I devoted considerable time and resources to encourage proactive compliance with
workplace laws. L&I strives to ensure employees understand their workplace rights and employers
understand their responsibilities under the law.

Workers and employers are educated via webinars, in-person presentations to individual
organizations, radio interviews, automated email messages, website updates, publications and
resource guides, and educational consultations. Knowledgeable staff are also available to answer
questions from the public.

While education and outreach are the first steps in securing voluntary compliance, the department
also conducts thousands of investigations each year based on complaints and referrals and other ways
to identify instances in which workers’ rights are not being protected. As shown below, in FY 2025,
the majority of complaints were wage claims in which a worker filed a complaint alleging they were
not paid appropriately. The next-highest category was “other non-wage claims,” including meal and
rest breaks. The third-highest category was youth employment complaints.



Closed Investigations in FY 2025
Complaint Type Number of Complaints
Wage Claims 6,388
Other Non-Wage Claims 1,600
Retaliation 651
Youth Employment 139
Equal Pay & Opportunities Act 114
Warehouse 114
Farm Labor Contracting 89
Protected Leave 58
Paid Sick Leave/Admin Violations 34
Proactive Investigations 2
TOTAL 9,189

L&I may assess monetary penalties to ensure compliance with workplace rights. During FY 2025, the

department issued just over 1,000 penalties associated with these types of violations, totaling more
than $2.9 million.

Complaint Type Number of Penalties Penalty Assessments
Wage Payment Act 918 $1,028,313
Youth Employment 74 $504,100

Farm Labor Contracts 6 $1,406,000
Equal Pay 3 $1,500
Warehouse 4 $15,000
Retaliation 1 $2,000
Protected Leave 1 $500
TOTAL 1,007 $2,957,413




2025 Information Update

Wage Payment Act

The Wage Payment Act requires employers to properly pay wages to workers. Employer noncompliance
with these laws most commonly involves failing to pay overtime or failing to pay at least minimum wage
for hours worked. Wage complaints comprised the majority of the complaints received in FY 2025.

L&l investigates every wage complaint received to determine whether the law has been violated. If a
violation has occurred, L&I makes every reasonable effort to collect delinquent wages owed and return
them to workers. The table below shows different types of wage complaints received between 2021 and
2025. It does not include less frequent complaints involving administrative Paid Sick Leave (PSL)
violations, final paychecks, tips and service charges, unpaid hours worked, nonsufficient fund checks, or
unauthorized deductions.

Wage Complaints by Allegation: Received FY 2021 - FY 2025
Fiscal Year Minimum Wage Overtime Agreed Wages Wag;SC£alms
2021 268 673 978 567
2022 337 1,086 1,440 597
2023 499 1,191 1,936 217
2024 591 1,380 2,116 1,212*
2025 494 1,126 1,951 1,087

*The increase in 2024 Wage Claims PSL allegations is due in part because of improvements to L&I’s data collection process that now
captures PSL-related allegation types. Data for previous years only included allegations of unpaid sick leave.

When a worker files a wage complaint, L&I has 60 days to issue a determination as to whether the law
was violated. The time period to issue a determination may be extended for good cause. The table
below shows the percentage of complaints that were resolved within various time periods after receipt.
L&I completed 30% of complaints within 60 days and 79% of complaints within 120 days.

Wage Complaints Completed by Number of Days in FY 2025
Number of Days to Resolve Percentage of Complaints
Less than 60 30%
Less than 90 55%
Less than 120 79%
Less than 180 95%
More than 180 5%

Wage complaints are closed for a variety of reasons:

The investigating agent may collect wages due from the employer for the employee.

The agent may determine that there has not been a violation.

An employee may choose to withdraw the complaint.

The complaint may not be accepted because it is incomplete and the agent is unable to move
forward with an investigation.

e The investigating agent may be unable to contact the complainant after the complaint was filed.



In many investigations, L&I can collect money for the worker without resorting to a citation and notice
of assessment. However, not all wage complaints can be resolved through voluntary compliance,
requiring L&I to issue a formal determination.

The table below shows the disposition of wage complaints in FY 2025. Nine percent of wage
complaints filed in FY 2025 resulted in a notice of assessment that identified wages owed, and 4% in
which the department issued a determination of compliance, indicating there was no violation. Forty-
one percent of wage complaints filed were not accepted.

Complaints are not accepted for the following reasons: lack of jurisdiction; prevailing wage unpaid
benefits that are investigated separately; severance/401(k); vacation; statute of limitations;
independent contractor; casual labor; garnishments; complaint not signed; per diem and out-of-pocket
expenses; bankruptcy; verbal promises of pay increase; discretionary bonuses; and harassment. The
“resolved by other means” category includes cases voluntarily paid or resolved by the employer prior
to the issuance of the notice of assessment.

Wage Complaints Closed by Reason in FY 2025
Closing Reason Number of Complaints Closed | Percentage | Assessed
Not Accepted 3,274 41% N/A
Resolved by Other Means 1,962 24% $3,313,774
Withdrawn by Employee 987 12% N/A
Non-Wage Resolved by Agent 759 10% N/A
Notice of Assessment 678 9% $4,447 444
Determination of Compliance 328 4% N/A
Total 7,988 100% $7,761,218

Includes 6,388 closed wage claims and 1,600 closed other non-wage claims.

Proactive Investigations & Enforcement

In FY 2025, L&I’s Proactive Investigations and Enforcement Unit (PIEU) closed two companywide
investigations after reviewing documents for over 2,450 workers and collecting more than $177,000.
Three cases from FY 2024 required six-month reviews of payroll records during FY 2025 to ensure
the terms of the compliance agreements were met, and the employer was maintaining proper
payment of wages to its workers.

In January 2025, PIEU closed a case involving 2,327 workers statewide. This was the largest volume
of employees in a single case since L&l established the PIEU in 2020. The investigation found that,
due to a bookkeeping error by the employer, the affected employees lost their accrued, unused paid
sick leave hours that should have rolled over at the end of the year.

In addition to companywide investigations, PIEU completes coordinated enforcement cases with the
Office of the Attorney General. In December 2024, PIEU assisted in collecting $11,614 for 36
workers. In FY 2025. This team also performs fiscal tasks including issuing 2,487 wage releases and
requesting 643 checks from state treasury to be released to workers.

In FY 2025, PIEU investigated 397 workers’ rights complaints filed by individual workers. The unit
recovered $48,240 for 29 workers and recommended nine citations and notice of assessments.

PIEU is also involved with education and outreach opportunities to connect with workers and



employers in Washington. In FY 2025, PIEU participated in two Worker and Farm Labor
Association events to help educate agricultural employees and employers about minimum wage and
wage payment act requirements. The unit also participated in an event for High School and Beyond,
informing prep students about their rights as a worker.

Transportation Network Companies

L&I also enforces labor laws related to Transportation Network Companies (TNCs), ensuring fair
compensation and protecting workers’ rights. This unit plays a critical role in addressing complaints,
educating both employers and drivers, and ensuring compliance with state regulations.

Most of this work is driven by complaints from drivers about possible labor violations. Some of these
complaints are referrals from the Drivers Resource Center. Once a complaint is received, the department
educates the driver about their rights and works with the TNC to ensure that all wages are paid and that
TNCs are in compliance with the law. If violations are found, L&I takes action and works with the TNCs
to correct them.

L&I enforces labor laws by investigating complaints submitted by drivers regarding violations by TNCs.
Through these investigations, the department not only identifies violations but also educates both TNCs
and drivers on compliance with labor regulations. This dual focus on enforcement and education ensures
that employers and drivers are informed about their legal rights and obligations, reducing future violations
and fostering a culture of cooperation within the industry.

In FY 2025, L&I helped recover over $230,000 in unpaid compensation for drivers. In FY 2025, the
department received 73 complaints and completed 60 investigations, or 83% of complaints received. The
remaining 13 are ongoing. Both the number of complaints filed and investigations closed are down from

2024.

Approximately 55% of all TNC complaints received in FY 2025 were not accepted, making up about 67%
of total closed claims. This figure includes complaints and referrals that were found to be outside L&I’s
enforcement authority, as well as instances in which complainants were unresponsive after the
investigator’s initial contact.

The majority of investigations are resolved without the need to issue citations, as most matters are
addressed through compliance or corrective action during the investigative process.

Transportation Network Company Data for FY 2025
Complaints Filed in FY 2025 73
Investigations Closed in FY 2025 60




Transportation Network Company Complaints Closed by Reason for FY 2025
Closing Reason Number of C losed Percentage Closed Assessed
Complaints
Not Accepted 40 67% N/A
Compensation Resolved by 13 229 $230,000
Agent
Withdrawn by Driver 4 6% N/A
Non-Compensation o
Resolved by Agent 3 > NA
Total 60 100% $230,000

L&I did not issue any penalties in conjunction with citation and notices of assessment (NOA) or
determinations of compliance (DOC) during FY 2025.

Protected Leave

The state’s leave laws ensure that workers can appropriately use paid sick leave and other forms of paid
leave, as well as leave without pay for certain activities. These laws also protect workers from retaliation
or discrimination for using these protected forms of leave.

The L&I Protected Leave and Equal Pay & Opportunity Act (EPOA) teams have combined as one. The
new team consists of three agents who investigate EPOA, protected leave, isolated worker, and adult
entertainer complaints. This has created a strong unit with significant investigative skills and knowledge
to streamline investigations and help Washington workers.

Washington has many different protected leave laws. Those that are enforced by L&I include:

The Washington Family Care Act

This act allows employees to take any paid leave accrued at their workplace that has been offered
by their employer to provide treatment or supervision for a child with a health condition, and care
for a qualifying family member with a serious or emergency health condition.

In FY 2025, L&I received 45 Family Care Act complaints and issued one notice of infraction,
which is currently on appeal.

The Domestic Violence Leave Act

This act provides victims of domestic violence, sexual assault, or stalking the opportunity to take
time off from work. This leave is available to all employees and qualifying family members.
Victims and their family members can use domestic violence leave for legal or law enforcement
assistance and court proceedings, medical and psychological help, help from social service
programs, safety planning, and relocating.

In FY 2025, L&I received 20 Domestic Violence Leave Act complaints. There were no citations
issued, but there were several determinations of compliance.

The Military Family Leave Act

This act allows an employee whose spouse has received an impending call to active duty during a
period of military conflict to take up to 15 days of job-protected leave from work. Their spouse must
be a member of the armed forces or National Guard to be eligible. This leave also applies to reservists

who have been called to active duty.
9



In FY 2025, L&I received one Military Family Leave Act complaint. No citation was issued in this
case.

Leave for volunteer firefighters, reserve peace officers, and civil air patrol members
Washington state relies on a diverse network of volunteers and reserve responders who serve
in high-risk, high impact roles. Certain emergency service personnel have rights to leave work
in connection with their emergency services.

In FY 2025, L&I did not receive any complaints regarding this type of leave.
For all protected leave programs, the department received 66 complaints during FY 2025. Of
those, 58 were closed. Of those 58, the department did not accept 37 and issued 10 NOAs.

Protected-Leave Complaints Closed by Reason for FY 2025
Closing Reason Number Of.C losed Percentage Closed Assessed
Complaints
Not Accepted 37 63% N/A
Notice of Assessment/ o
Infractions/Citation 10 17% $0
Other* 5 9% N/A
Withdrawn 5 9% N/A
Determination of o
Compliance or No Action ! 2% NA
Total 58 100% $0

*Complaints that are not accepted are reviewed extensively by an agent. The agent reviews supporting documents and applicable laws, and
corresponds directly with customers via phone and email, etc.

Paid Sick Leave

The Minimum Wage Act includes the requirement that employers in Washington must provide nearly all
employees paid sick leave (PSL), including part-time, temporary, and seasonal workers. PSL is required
for these employees, regardless of citizenship or immigration status.

Some workers may be exempt from paid sick leave laws based on their job duties and responsibilities,
e.g., some executive, administrative, and professional workers who perform specific duties and are paid a
salary equal to or greater than a required salary threshold.

All employees working in Washington are entitled to file a complaint with L&I if they believe their PSL
rights and protections have been violated by their employer. These are enforced through the worker rights
complaint investigative process.

L&I’s main objective when investigating complaints for PSL violations is to ensure employees are made
whole if money or leave is owed. The Wage Payment Act requires the department to issue either a citation
and NOA if it finds an employer in violation of the law, or a determination of compliance if no violation
is found, no later than 60 days after the date on which the department received the complaint, unless
otherwise resolved. If the investigation finds an employee’s PSL rights and protections have been
violated, employers are given the opportunity to settle with the aggrieved employee before the department
issues a citation and NOA. Both employers and employees are entitled to appeal rights if L&I issues an
NOA or DOC.

As part of the department’s investigation into these types of complaints, L&I also reviews the employer’s
10



PSL policies and practices for compliance. If a PSL policy or practice is identified as noncompliant, the
department works with the employer to correct it. If the employer does not correct a noncompliant PSL
policy or practice, a civil penalty is issued. L&I refers to these types of complaints as “administrative
violations”.

One notable change to PSL laws became effective Jan. 1, 2025, after Engrossed Substitute Senate Bill
(ESSB) 5793 passed in 2024. The bill allows employees to use PSL for purposes when a declaration of an
emergency is mandated by a local or state government or agency, or by the federal government. The bill
also amended the PSL laws to allow employees to use PSL to care for any individual who regularly
resides in the employee’s home, or where the relationship creates an expectation that the employee cares
for the person and that individual depends on the employee for care.

Retaliation

The Minimum Wage Act Retaliation Unit investigates complaints filed by Washington workers who
allege their employer retaliated or discriminated against them due to exercising a Minimum Wage Act
workplace protected right. These protections include the right to:

e be paid at least minimum wage for all hours worked;

e be paid overtime for all hours worked over 40 in a work week;

e accrue and use PSL for an authorized purpose;

e discuss any of these rights with their employer without an adverse action occurring; and

e file a complaint with L&l regarding any one of these rights.

If the worker’s allegations are not Minimum Wage Act-protected, L&I educates the worker that the
department’s jurisdiction is limited and closes the complaint as not accepted, unless the worker
requests to withdraw the complaint. If applicable, L&I makes every effort to refer the worker to the
appropriate agency/program that may offer protections.

If the worker’s allegations are Minimum Wage Act-protected, L&I will contact the worker to discuss
their allegations, the investigation process, and what remedies they are seeking. If an employee files a
timely complaint with L&I alleging retaliation, the department will investigate the complaint and issue
either a citation and notice of assessment, or a determination of compliance within 90 days, unless the
complaint is otherwise resolved.

Due to a backlog of cases, the department has been unable to meet the 90-day deadline. Complaints
currently close at an average of 126 days. L&I has been appropriated funds to add staff to help address
this backlog.

The unit received 541 retaliation complaints in FY 2025. The number of new complaints has increased
significantly each year, up from just over 350 complaints in FY 2024. This year, 651 complaints were
closed with the help of agents from other units. Due to the backlog, some of those 651 complaints
were from FY 2023 and FY 2024.

The table below shows investigations and amounts recovered for workers related to leave and
retaliation laws in FY 2025. The “total closed” figures represent all complaints received in those
categories.

Complaints are “not accepted” when the worker is not covered by the law or there is insufficient
evidence of a violation. Every complaint is looked into and can often require additional work before
determining that it is outside L&I’s jurisdiction. Complaints that are not accepted but referred
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internally may be referred to the Civil Rights program, safety and health retaliation or other areas.

Retaliation Complaints Closed by Reason for FY 2025
Closing Reason Number of C losed Percentage Closed Assessed
Complaints
Workers” Complaint 0
Not Accepted™ 388 60% NA
Retaliation Not Accepted — o
Internal Referral* 62 % N/A
Retaliation Not Accepted — 0
External Referral™* 102 16% N/A
Withdrawn** 56 8% N/A
Non-Wage Resolved 2 1% N/A
Non-Wage Settlement 6 1% N/A
Determination of o
Compliance or No Action 17 2% NA
Otherwise Resolved — Paid 9 1% $67,239
Paid Sick Leave
Administrative Violation — 8 1% N/A
No Violation
Other 0 N/A N/A
Notice of Assessment/ o
Infractions/Citation ! 1% $3,600
Total 651 100% $70,839

*Complaints that are not accepted are reviewed extensively by an agent. The agent reviews supporting documents and applicable laws, and

corresponds directly with customers via phone and email, etc.

**Retaliation complaints that are withdrawn can still require months of extensive investigative work by the agent. This typically happens

when the worker decides to withdraw to pursue a civil suit.

During FY 2025, the department also issued three NOAs for administrative violations of PSL laws.

Paid Sick Leave Admin Violations Closed by Reason for FY 2025
Closing Reason Number Of.C losed Percentage Closed Assessed
Complaints
Other* 28 82% $31,450
Not Accepted 3 9% N/A
Notice of Assessment/ o
Infractions/Citation 3 % NA
Withdrawn 0 0% N/A
Determination of o
Compliance or No Action 0 0% NA
Total 34 100% $31,450

*Complaints that are not accepted are reviewed extensively by an agent. The agent reviews supporting documents and applicable laws, and

corresponds directly with customers via phone and email, etc.

Agriculture
Farm Labor Contracting

Farm Labor Contracting (FLC) provides another way for farmers to hire workers. Farmers often directly
hire workers to harvest crops and do other agricultural duties. However, when a farmer pays an outside
person, agency, or company — or even pays an employee an additional fee — to help find or hire 12



laborers, that person or company must be a licensed Farm Labor Contractor. FLCs are defined in the law
as anyone who recruits, solicits, employs, supplies, transports, and hires workers for farms and other
agricultural work. The farm labor contracting law protects these workers hired by or through FLCs and
includes requiring a contract and safe worker transportation, ensuring meal and rest breaks, and proper
compensation.

The department conducted more than 85 farm labor contractor audits to ensure compliance with rules
and regulations. This includes education and outreach to farmers who hire an unlicensed farm labor
contractor. The team issued seven Notices of Violation (NOV) totaling over $1.4 million. These
NOVs affected over 5,000 domestic and H2A employees. Furthermore, L&I issued two application
denials and two license suspensions, and processed 240 Farm Labor Contractor licenses. Washington
has more than 270 licensed FLCs, including additional licenses issued after the fiscal year cut-off
date.

Farm Internship Program

The Farm Internship Program includes all 39 Washington state counties, and it no longer expires.

However, there are different requirements for farms located in 19 of the counties that became eligible to

participate in 2023. Those requirements are:

e Ifthe farm employs more than one intern, the farm must employ at least one intern who has direct
experience working as a migrant farmworker or whose parent or grandparent has direct experience
working as a migrant farmworker.

e If a farm employs only one intern and the farm does not receive any other applications from
individuals who meet the migrant farmworker criteria, then this requirement does not apply.

e This applies to the following Washington counties: Adams, Asotin, Benton, Clallam, Columbia,
Douglas, Ferry, Franklin, Garfield, Grays Harbor, Klickitat, Mason, Okanogan, Pacific, Pend
Oreille, Skamania, Stevens, Wahkiakum, and Whitman.

e The internship shall encourage interns to participate in career and technical education or other
educational content with courses in agriculture or related programs of study.

In the most current period (May 2024 through October 2025), 13 farms applied for and received a
special certificate enabling them to participate, and 47 interns were trained.

Child Labor

Young workers can be an asset to employers, bringing enthusiasm and energy to the workplace. In
exchange, minors have opportunities to learn and earn money. L&I is committed to ensuring the
safety of minors at the worksite and educating employers of young workers about employment law.
The department enforces and educates about child labor laws and rules for both agriculture and non-
agriculture work of minors. A minor is a person under 18.

The Child Labor Unit within L&I conducts investigations based on complaints received, referrals from
within L&I, or referrals from outside agencies. Complaints come from the public, employees, minors,
parents, and schools. Additionally, L&I also receives cases based on information found in monthly
internal minor injury reports. Investigations are concluded with an educational consultation on child labor
laws, best practices, and educational brochures to ensure compliance. If violations are found during the
investigation, the employer may receive a citation for the violation(s).

The department investigates and educates about:
e Minimum age for employment,
e Minimum wages for minors,
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e Required documents to hire minors:
o Minor Work Permit Endorsement on employer’s business license,
o Parent/School Authorization form,
o Proof of age.

e Restricted hours of work,

e Meal and rest period requirements,

e Prohibited and hazardous employment, and

e Variances.

The department also reviews, approves, denies, withdraws, or suspends employers’ Minor Work Permit
endorsements on their business license. There is a Teen Safety email box, which is a shared email box
where anyone can request technical assistance, report concerns, or submit variance requests. Through the
Teen Safety email box and telephone calls, the department provides daily education on child labor laws.
L&l staff also participate in outreach public events, training, one-on-one presentations, and collaborations
with other state and federal entities on informational outreach opportunities.

Recently, the department partnered with the U.S. Department of Labor and Washington State Office of
Superintendent of Public Instruction (OSPI) to provide educational information to schools and employers
on child labor laws and apprenticeship/student learner requirements and variances. L&I also receives,
reviews, and grants variances to employers for minors to have a temporary exemption to child labor rules
for qualifying good-cause reasons.

There are five different variances available to employers. Of these, four allow minors to work more or
different hours than allowed normally, and one, the Student-Learner variance, allows minors to perform
certain otherwise prohibited duties. They are:

1. Special Variance: This variance is for minors and does not require L&I approval. The variance is
available on the Parent/School Authorization form and authorizes minors that are 16-17 years old
who are enrolled in public or private schools to work additional hours, up to six hours per day and up
to 28 total hours per week during school weeks. This differs from the allowed four hours per day and
20 total hours per week during school weeks without a variance. The parent and school must fill out
and sign the special variance box at the bottom of the Parent/School Authorization form. This
variance is only available for 16—17-year-olds working in non-agricultural jobs.

2. Minor work variance: This variance is for minor workers ages 16-17 and allows additional hours
beyond a special variance. This variance also allows minors to work earlier or later than usually
allowed or work during regular school hours, upon approval from L&I. Minor work variances are
available for minors working in agricultural and non-agricultural jobs for a good cause reason.

3. Theatrical variance: This variance allows minors employed as actors or performers in film, video,
audio, or theatrical productions to temporarily work more than the allowed hours. This variance also
allows minors to work earlier or later than usually allowed or work during regular school hours, upon
approval from L&I. Applications detail the minor's working conditions and planned work schedule,
adult supervision of the minor, and any planned educational programs.

4. Seasonal group variance: This variance allows minors to temporarily work additional hours during
peak business times. This variance is typically used in agriculture during the harvest season.
However, seasonal group variances are available for minors working in agricultural and non-
agricultural jobs.

14
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5. Student-Learner variance: This variance allows minors ages 16-17 to work within eight otherwise
prohibited duties. The minor must be enrolled in a bona fide cooperative vocational education
program, diversified career experience program, or work experience program approved by OSPI. The
minor must also be monitored by the minor employee’s school district or a substantially similar
program conducted by the minor employee’s school district, or the minor must be participating in an
apprenticeship program registered with the Washington State Apprenticeship and Training Council
(WSATC). The safety of minors at the worksite is L&I’s primary consideration when reviewing
these variance requests. Employers and schools, or registered apprenticeship training programs, have
obligations under this variance. The variance will only be allowed if the hazardous work performed
by a minor is incidental to the training program, intermittent, and under the direct and close
supervision of a journeyman or experienced adult. In addition to the Student-Learner Exemption
Minor Work Variance Application, employers must also abide by all other child labor laws.

Below are a few key numbers from the program, including minor injuries, work permits and variances
over the previous five years:

Investigations, Work Permits & Variances from FY 2021 - FY 2025
FY 2021 FY 2022 FY 2023 FY 2024 FY 2025
Minor Injuries Reports Reviewed 746* 833%* 824* 737* 623
Minor Work Permits Issued 30,199 38,208 38,349 39,450 39,476
Minor Work Variances Issued 261 495 522 573 573
Public Outreach & Education 2,368 2,502 1,306 522 503

Source: L&I Employment Standards Program.
*Note: injury data has been updated for all years included in the report.

Equal Pay and Opportunities Act

The Equal Pay and Opportunities Act (EPOA), effective June 7, 2018, prohibits employers from
compensating employees differently, or limiting or denying career advancement based on gender. The
law also explicitly allows employees to disclose, discuss, and compare their wages or the wages of
others. In 2019, this law was amended to add protections for employees and job applicants. This
change prohibits employers from requesting job applicant wage or salary history, except under certain
circumstances.

The law was amended in 2022 to add further protections for job applicants. As of Jan. 1, 2023,
employers with 15 or more employees must disclose wage scale or salary range, a description of
benefits, and other compensation in their job postings. On Dec. 1, 2022, L&I published the Equal Pay
and Opportunities Act Administrative policy ES.E.1 to provide guidance on this change and other
sections of the EPOA.

The law was amended again effective July 1, 2025, which expands coverage and prohibits pay
discrimination based on a person’s age, sex, marital status, sexual orientation, race, creed, color,
national origin, citizenship or immigration status, honorably discharged veteran or military status, or
the presence of any sensory, mental, or physical disability or the use of a trained dog guide or service
animal by a person with a disability. The law promotes fairness among workers by addressing
business practices that contribute to income disparities.

Recent legislation passed in 2025 adds further protections by prohibiting employers from requiring a
driver’s license as a condition of employment, or including a statement in a job posting that an
applicant must have a valid driver’s license, unless driving is an essential job function or is related t?5a
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legitimate business purpose for the position. EPOA continues to improve and expand protections for
Washington workers.

In FY 2025, L&I received over 200 Equal Pay and Opportunities Act (EPOA) complaints. Of those,
114 were closed. The remaining continue to be adjudicated. Several Citations and Notices of
Assessment were issued. Over $140,300 was assessed as damages and recovered during mediation and
returned to workers. Notices of Finding were issued in these cases stating a violation was found and
resolved. Collection efforts will continue for outstanding assessments.

L&I conducted over 20 webinars for the public, employers, and organizations. The department also
presented to individual organizations upon request.

The agency continues to offer customized EPOA employer consultations to help them understand the
impact EPOA may have on their organization and employment practices and evaluate potential risks.

Equal Pay & Opportunities Act Complaints/Investigations Closed by Reason for FY 2025
Closing Reason Number of C losed Percentage Closed Assessed
Complaints
Not Accepted 53 46% N/A
Withdrawn 33 29% N/A
Notice of Assessment/Citation 19 17% $8,000
Conference and Conciliation 6 5% $196,410
Notice of Finding (no citation) 3 3% $0
Total 114 100% $204,410

Isolated Workers

An isolated worker is defined by RCW 49.60.515 as an individual who spends a majority of their working
hours alone or whose primary work responsibility involves working without another co-worker present,
and who also works as a janitor, security guard, hotel or motel housekeeper, or room service attendant.
For an individual to be considered an “isolated worker,” they must be employed doing one of the listed
professions, and they must spend a majority — or more than 50% — of their working hours alone.

Employers in these industries must take required precautions to prevent sexual harassment and assault.

Under the law, hotels, motels, retail employers, security guard entities, and property services contractors

must:

e adopt a sexual harassment policy;

e provide mandatory training to managers, supervisors, and employees to prevent sexual harassment,
assault, and discrimination, and educate the workforce about protections for employees who report
law violations;

e provide a list of resources for employees to report harassment and assault; and

e provide a panic button to certain workers.

The Legislature passed amendments during the 2025 legislative session that take effect in 2026. Changes
include complaint submission and enforcement authority for L&I to investigate violations and assess
penalties for willful violations. The civil penalty for the first willful violation is $1,000. For repeat willful
violations, there is a civil penalty of at least $2,000 but not more than $10,000. L&I may waive or reduce
a civil penalty if it determines that the employer has taken corrective action to resolve the violation.
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Healthcare Labor Standards Protections

During the 2023 session, the Legislature passed Engrossed Second Substitute Senate Bill (E2SSB) 5236,
which modified and enacted new protections for hospital and healthcare employees. L&I administers the
new law and oversees its implementation. In particular, the bill modified the state’s existing mandatory
overtime restrictions in healthcare facilities, added new meal and rest break protections and requirements
in hospital settings, and changed the structure of hospital staffing plan compliance oversight to include
both L&I and the Department of Health as collaborative partners. The first of these functional changes,
related to meal and rest breaks and mandatory overtime, went into effect July 1, 2024. Staffing plan
changes are phased in over time, with the new enforcement structure effective July 1, 2025.

In FY 2025, the department received 215 complaints for hospital mandatory overtime and meal and rest
break violations. During that time, the department closed 167 investigations. The remainder are on-going.

As shown below, roughly half of all complaints were not accepted while over $35,000 in fines were

assessed.

Healthcare Labor Standards Meal & Rest Break Investigations Closed by Reason FY 2025

Closing Reason Nlill?vl::t.i;;t(i:(:zzed Percentage Closed | Total Assessed
Not Accepted 55 51% -
Withdrawn by Employee 14 13% -
Referred To Internal L&I Program 5 5% -
Other 12 12% $2,080.46
Non Wage Closure/No Action 2 2%
Notice of Assessment 18 17% $21,289.35
Total 106 100% $23,369.81

Healthcare Labor Standards Mandatory Overtime Investigations Closed by Reason FY 2025

Number of
Closing Reason Closed Percentage Closed | Total Assessed
Investigations
Not Accepted 30 50% -
Withdrawn by Employee 5 7% -
Referred to Internal L&I Program 2 4% -
Other 4 6% $4,000.00
Determination of Compliance 8 13% -
Notice of Assessment 12 20% $12,000.00
Total 61 100% $16,000.00

Adult Entertainer Protections

During the 2024 legislative session, the Legislature passed Engrossed Substitute Senate Bill (ESSB) 6105.

This bill added safety and health requirements to existing requirements in law. The bill also established
new labor requirements to protect entertainers working in these industries.

The labor standards protections created specific requirements for adult entertainment establishments.

These new requirements include:

e applying leasing or other fees equally to all entertainers in an establishment as stated in a written

contract;

e if charging a leasing fee, including in the contract a method for estimating amounts collected in oy



https://app.leg.wa.gov/BillSummary/?BillNumber=5236&Year=2023&Initiative=false
https://lawfilesext.leg.wa.gov/biennium/2023-24/Pdf/Bills/Session%20Laws/Senate/6105-S.SL.pdf?q=20250806131137

eight-hour period;

e not charging fees or interest for late or non-payments, failure to appear at a scheduled time, or that
result in the entertainer carrying forward an unpaid balance from previously incurred leasing fees;

e not charging a leasing fee in an amount greater than the entertainer receives during the period of
access or usage; or within an eight-hour period, any leasing fee that exceeds rates set for non-private
and private performance areas;

e displaying signage in designated areas on tip/gratuity and retaliation protections; and

e providing written notice of the reason(s) for any termination or refusal to rehire.

L&I conducted rulemaking to clarify these requirements, and both those rules as well as the underlying
statute became effective Jan. 1, 2025. Since that time, the department has received 11 complaints. Of
those, six were closed, two cases are currently in appeal, and three are open investigations.

Outreach and Customer Service

For all labor protections, L&I prioritizes education and outreach to ensure employers understand their
responsibilities and workers know their rights. Information is shared in all parts of Washington to
increase voluntary compliance. External-facing materials are drafted using plain language and are
translated into many languages.

In FY 2025, the department offered monthly webinars on a variety of labor-related topics including:
Employer Guide to Worker Rights; Know Your Worker Rights; Overtime Exemptions; Equal Pay and
Opportunities Act; Employers’ Guide to Paid Sick Leave Rights; and Isolated Worker Protections.
Offering these webinars has enabled L&I to educate thousands of employers and employees remotely
across the state.

Program staff continued to collaborate with the Adult Family Home Council on issues of importance to its
membership and are providing a monthly educational webinar in conjunction with the U.S. Department of
Labor.

In addition to monthly webinars, program staff answer customer questions and meet with individual
organizations and groups to offer education about worker rights and employer responsibilities. The L&l
website is also kept up to date with helpful guidance and resources such as fact sheets, employer guides,
publications, complaint forms, case examples, and frequently asked questions. In FY 2025, customer
service staff received and directed more than 39,700 calls from customers.

The table below summarizes the outreach events for the wage and hour units.
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Outreach Activities for FY 2025

Program Unit Number of Events Event Attendance
Wage Payment Act* 37 819
Equal Pay and Opportunities Act 20 255
Executive, Administrative, & Professional Overtime 15 433
Rules
Isolated Workers 15 111
Paid Sick Leave 12 433
Employment Standards In-Person General Topics 11 461
Child Labor 10 503
Agricultural Overtime 2 600

*These outreach events also include other general program topics.

Limited English Proficiency (LEP) and Accessibility Progress

L&I enforces workplace laws that affect all employers and employees in the state across a wide
variety of diverse backgrounds and industries. L&I is committed to expanding services and
information for all customers.

The following data shows all complaints opened and resolved for all complaint types and the preferred
language of the complainants during FY 2025. This does not include any cases opened in the previous
fiscal year. While the majority of complainants prefer English, there are significant numbers of inquiries
in other languages, particularly Spanish.

Employment Standards Complaints by Preferred Language for FY 2025

Preferred Language Number of Complaints Resolved

English 10,542

Spanish 1,116
Russian 38
Chinese 37
Korean 25
Other 25
Vietnamese 14
Cambodian 4
Laotian 3

The program offers free translation and interpreter services to customers in their preferred language, in
accordance with internal, state, and federal requirements.

To ensure the rights of all workers are protected, direct outreach efforts were made to educate people
with limited English proficiency (LEP). Public webinars — including Know Your Worker Rights (for
employees) and Employer Guide to Workers’ Rights (for employers) — were offered in both English
and Spanish, and other languages as requested by customers. These public webinars and all other
public virtual events were well attended and informed thousands of people. These are in addition to the
data previously provided in the outreach activities table under Outreach and Customer Service.
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In partnership with L&I’s Community Relations team, the Employment Standards Program participated in
40 Spanish-language radio and TV interviews to inform the public about employment standards topics.

The Farm Labor Unit provided farms, agricultural employers, and farm labor contractors with one-on-one
consultation services regarding licensing, break and rest period, and out-of-state employer requirements.

Agents conducted field visits to audit registered farm labor contractors. These visits provide an
opportunity to educate contractors about their requirements, interview workers to confirm the accuracy
of the audit, and educate workers on their rights in their language of preference.

The unit also provided education and outreach presentations at the request of community partners
representing LEP customers, agricultural business associations, and other entities in the agricultural
sector.

Additionally, the program worked on a number of projects to help LEP workers gain meaningful access to
L&l services. Some of these projects focus primarily on Spanish and include a plan for expanding
language access services to other languages. These projects intended to increase customer access and to
receive information in Spanish and other languages.

Employment Standards’ project objectives included:

e Initiate worker rights complaints over the phone (continued service).

e Translate all Employment Standards program content on the L&I’s public website from
English to Spanish.

e Translate forms, publications, and policy documents, including newly created products and updates to
these products due to legislative changes.

e Translate administrative policies.

e Translate standard letters and documents used in investigations into Spanish, Russian, Chinese
Simplified, and other languages as requested, depending on the customer’s primary or preferred
language.

e Maintain a translation repository of documents to prevent investigation delays due to translation
timelines and duplicate translation costs.

e Provide language assistance services during investigations, consultations, and outreach events.

e Implement and update the standard work and case management processes for investigations that
involve LEP customers (employees and/or employers).

e Maintain the operations manual to provide guidance and expectations to staff related to language
access, effective communication, and accessibility services.

e (Conduct and facilitate LEP outreach, including in-person events, webinars, individual
presentations, radio interviews, and social media presentations in partnership with community
organizations and internal L&I programs.

e Identify and address customer access barriers and collaborate on initiatives to provide multiple

complaint-filing options for workers to exercise their rights.

Collaborate with other L&I programs that provide bilingual support to LEP customers.

Inform customers of their right to request interpreting and translation services at no cost to them.

Inform customers of their right to file a civil rights complaint.

Bilingual staff provide bilingual support with translation of incoming complaints and

correspondence from Spanish to English and vice versa.

e Lead focus group efforts with affected groups in the adult entertainment industry and host
customer interviews to better understand retaliation and discrimination complaints and outcomes.
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On June 1, 2023, the phone intake complaint hotline for Wage Payment Act complaints was launched.
The program now offers an additional complaint-filing option for workers who are unable to use
existing complaint-filing methods. This customer-centered initiative helps workers file workers rights
complaint forms over the phone with the help of an intake specialist.

The intake specialist also assists with language services such as voice messaging, interpreting, and
translation. These services have been integrated to facilitate the process for workers of diverse
language backgrounds. Additionally, the new service actively helps break barriers and provide access
to diverse customers, with the aim of having them file their complaints and exercise their rights.

During FY 2025, L&I received nearly 1,800 contacts from the public though the hotline. Currently,

the program offers this service only for worker rights complaints. These equitable access efforts are

critical to providing high-quality service to all customers and finding ways to adapt L&I’s processes
to its customers’ language and accessibility needs.

New Worker Protections Through Legislation Passed in 2025

In addition to the labor laws described above, the state Legislature continued to enhance worker
protections by passing many new laws in the 2025 session. Each of these will require program
changes, including actions such as the development of new rules, forms, processes, and procedures.
These changes also require additional outreach and education. They are:

e Concerning Restrictions on Working Conditions & Hours of Sixteen- and Seventeen-Year
Olds
Substitute House Bill 1121 (SHB 1121), effective July 1, 2025. This bill places limits on L&I’s
hours of work rules for 16- and 17-year-old minors. The bill requires L&I to allow minors enrolled
in certain educational programs to work the same hours during the school year as during school
vacations.

e Concerning Wages for Journeypersons in High-Hazard Facilities
Engrossed House Bill 1173 (EHB 1173), effective Jan. 1, 2026. EHB 1173 amends chapter 49.80
RCW — High Hazards Facilities Workforce by providing direction for determining wage
requirements owed to skilled and trained workers in high-hazard facilities, adding a definition for
“applicable occupation,” and amending definitions for “prevailing wage,” “registered apprentice,”
and “skilled journeyperson”. The bill also adds wage and occupation notifications for apprentices.

e Concerning Access to Personnel Records
Substitute House Bill 1308 (SHB 1308), effective July 27, 2025. This bill amends RCW 49.12.240
(Employee inspection of personnel file) to define what records an employer must keep in the
employee’s personnel file, if the employer creates the records. The bill also adds a new section to
title 49.12 RCW (Industrial Welfare) to add a private right of action for the personnel file statutes.
Finally, it outlines the steps an employee or former employee must take before filing a lawsuit and
establishes statutory damages.

e Improving Access to Career Opportunities for Students
Engrossed Substitute House Bill (ESHB) 1414, effective July 27, 2025. ESHB 1414 adds
members and responsibilities to the Statewide Career and Technical Education Task Force
established in 2024. This bill adds participants to the existing taskforce including a representative
from L&I. The taskforce will develop recommendations for improving work-integrated learning
opportunities, career and technical education programs, and core-plus programs. The taskforce will
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also provide recommendations for changes to laws, rules, and policies necessary to improving 16-
and 17-year-old students’ access to industry professionals and hands-on learning opportunities,
while ensuring the safety of minors.

Concerning Workplace Standards and Requirements Applicable to Employers of Isolated
Workers

Second Substitute House Bill (2SHB)1524, effective Jan. 1, 2026. This bill requires certain
property service contractors and employers of isolated workers to provide annual training,
including training about sexual harassment, sexual discrimination, and whistleblower protections.
It requires employers to maintain records of the purchase and utilization of panic buttons, which
must be provided to L&I upon request. Finally, it clarifies that the existing reporting requirements
must be on an annual basis. This bill also sets penalty amounts for employers found in violation
and directs L&I to investigate the existing and new requirements of the statute.

Concerning the Safety and Health of Working Minors

Engrossed Substitute House Bill (ESHB) 1644, effective July 1, 2026. This bill amends chapter
49.12 RCW, Industrial Welfare Act, and chapter 49.30 RCW, Agricultural Labor, to update civil
penalty amounts for child labor violations and adds citation enforcement for agricultural child
labor rules. The bill also requires L&I to revoke minor work permits if an employer has certain
child labor or safety and health violations, and adds permit revocation to responsible bidder
criteria for public works projects. Finally, it requires a safety, health, and child labor review before
issuing a variance allowing minors to work in prohibited duties.

Reviewing State Restrictions Affecting Students Participating in Secondary Career and
Technical Education Programs and other State-Approved Career Pathways

House Bill (HB) 1722, effective July 27, 2025. This bill directs several state agencies to change
their rules or policies preventing 16- and 17-year-olds from working in a profession after
completing training, certification, or licensure. The bill narrows an existing child labor prohibited
duty involving blood-borne pathogens to close a gap for minors who have graduated from an
educational program.

Allowing the Use of Paid Sick Leave to Prepare for or Participate in Certain Immigration
Proceedings

Engrossed Substitute House Bill (ESHB) 1875, effective July 27, 2025. This bill amends RCW
49.46.210, Minimum Wage Requirements and Labor Standards, to allow employees to use paid
sick leave as an authorized purpose for preparation or participation in immigration procedures for
employees or an employee’s family member.

Expanding Access to Leave and Safety Accommodations to Include Workers who are
Victims of Hate Crimes or Bias Incidents

Substitute Senate Bill (SSB) 5101, effective Jan. 1, 2026. SSB 5101 expands domestic leave
protections under RCW 49.76, Domestic Violence Leave, to include workers who are victims of
hate crimes. This bill adds a definition of “hate crime” as the commission, attempted commission,
or alleged commission of an offense described in RCW 9A.36.080, Hate Crime Offense-
Definition. “Hate crime” includes, but is not limited to, offenses that are committed through online
or internet-based communication. It also adds “hate crime” to the reasons under RCW 49.76,
Domestic Violence Leave, that an employee may take leave from work.
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Protecting Employees from Coercion in the Workplace based on Immigration Status
Substitute Senate Bill (SSB) 5104, effective July 1, 2025. This bill provides relief options for
employees in the workplace facing coercion based on immigration status. It adds two definitions
— one for coercion, and the other for threat. The bill also sets penalty amounts for employers
found in violation and directs L&I to investigate such complaints of coercion. Penalty amounts
will adjust for inflation every three years based on the average consumer price index (CPI) in the
Seattle, Washington, area.

Expanding Pregnancy-Related Accommodations

Engrossed 2nd Substitute Senate Bill (E2SSB) 5217, effective Jan. 1, 2027. E2SSB 5217, The
Healthy Starts Act, expands pregnancy-related accommodations to include all employers,
regardless of size, and by shifting enforcement and underlying statute from the Office of the
Attorney General to L&I by repealing RCW 43.10.005 and creating a new chapter under Title 49
Labor Relations. This bill defines what constitutes a reasonable accommodation. It establishes
unfair practices including an employer’s refusal to make reasonable accommodations for an
employee for pregnancy. The bill also gives the department the authority to issue a temporary
order of immediate restraint; however, the order cannot be in effect for longer than 90 calendar
days. After 90 days, L&I must seek a restraining order. The bill gives the department the authority
to assess civil penalties.

Improving Washington’s Solid Waste Management QOutcomes

Engrossed 2nd Substitute Senate Bill (E2SSB) 5284, effective Oct. 1, 2028. This bill creates new
requirements and regulations for the packaging and paper products supply chain. Owners of
certain recycling plants must pay Minimum Industry Standard Compensation to employees. Total
wages and benefits must be no less than the highest collectively bargained rate for the occupation
and county. L&I will enforce this wage payment requirement under the Wage Payment Act
(chapter 49.48 RCW).

Allowing for Corrections to Wage and Salary Disclosures

Substitute Senate Bill (SSB) 5408, effective July 27, 2025. This bill amends RCW 49.58.110,
Equal Pay and Opportunities Act (EPOA), allowing an employer to disclose a fixed wage amount
for a job opening. This section specifies that a “posting” does not include digitally replicated job
postings published without an employer’s consent. It sets an expiration date of July 27, 2027, for
employer opportunities to correct a posting. This bill also provides an employer five days from
being notified by any person to correct a posting violation. It also establishes separate
administrative enforcement and civil action provisions. This bill requires L&I to investigate
complaints filed by applicants or employees and engage in conference and conciliation prior to
issuing a citation.

Concerning Employer Requirements for Driving

Substitute Senate Bill (SSB) 5501, effective July 27, 2025. The bill creates a new complaint type
under the Equal Pay and Opportunities Act (EPOA). The bill prohibits employers from requiring a
driver’s license as a condition of employment unless driving is an essential component of the job.
Employers also cannot advertise in a job posting that a driver’s license is required unless driving is
an essential component of the job. The bill provides L&I with enforcement language and updates
L&I’s rulemaking authority to cover all of EPOA.
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Conclusion

The Department of Labor & Industries administers a wide variety of state laws that protect workers’
wages and working conditions, helping to fulfill L&I’s mission to Keep Washington safe and working. In
the last several years, laws have expanded workers’ rights and employer responsibilities, including
overtime for agricultural workers and ensuring equal pay. In addition, L&I expanded the categories of
workers who are eligible for overtime and enforcement authority related to overtime.

These programs have responded to multiple new laws and initiatives, including the need to create
new rules and update existing ones. These new responsibilities have resulted in changes in staffing
levels and responsibilities, procedural changes, and new and expanded enforcement mandates.
L&I made these improvements while adding new workload requirements, expanding education
and outreach, and ensuring the vitality of workplace rights investigations.
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