Ask HR Knowledge
Dear HR Knowledge, What do I need to think about when headcount grows to the
magical number 50?
When growing your business, maintaining compliance with federal and state labor laws
is a key element that can often go overlooked. A particularly significant milestone is when
your headcount reaches 50. With that in mind, these are some important laws to be
aware of:
The Affordable Care Act (ACA) requires employers with 50 or more employees to offer
health care benefits for full-time employees who work a minimum of 30 hours per week
or 130 hours per month. Once a company has 50 or more employees, it becomes an
“applicable large employer” (ALE) under the ACA and is required to fill out IRS forms
including 1095-C and 1094-C.
The Family Medical Leave Act (FMLA) requires employers with 50 or more employees
to offer all covered employees 12 weeks of unpaid, job-protected leave each year.
Employees’ health benefits must also be maintained as if they were still working. In
addition to dealing with their own medical concerns or those of a family member,
employees can use the leave to take care of children under the age of 18, as well as a
parent or spouse with a serious medical condition. Employees of both sexes can take the
leave to care for a newborn child or one that has just been placed for adoption.
An Affirmative Action Plan (AAP) is required when employers have 50 or more
employees and $50,000 in government contracts. This plan requires employers to take
the necessary steps to recruit and promote minorities, women, disabled people, and
covered veterans who are qualified for open positions.
The Equal Employment Opportunity Commission (EEOC) requires federal contractors
with 50 or more employees to submit an EEO-1 Report. This report includes a count of
employees sorted by job category and then by gender, race, and ethnicity. Private
companies do not have to submit the report until they reach the threshold of 100
employees.
Other headcount requirements
State and local laws vary widely, so employers should do their due diligence to ensure
compliance in each city and state in which they have employees, here are just a few
examples of some other headcount requirements to be aware of:
•

•

Form 5500, which collects data on employee benefits, including pension plans and
insurance, must be completed by any employer that sponsors a plan subject to the
Employee Retirement Income Security Act (ERISA). Employers with under 100
employees need only fill out a short version of this form (Form 5500-SF).
New York state employers are required by law to give employees 90 days’ notice
prior to relocations or mass layoffs.

•
•

Under state law, California employers with 50 or more employees must provide
sexual harassment training and education every other year.
In Maryland, employers with 50 or more employees must submit a survey to the
Maryland Commission on Civil Rights with information on settlements made by or
on behalf of an employer relating to sexual harassment allegations
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This content is provided with the understanding that HR Knowledge is not rendering legal
advice. While every effort is made to provide current information, the law changes
regularly and laws may vary depending on the state or municipality. The material is made
available for informational purposes only and is not a substitute for legal advice or your
professional judgment. You should review applicable laws in your jurisdiction and consult
experienced counsel for legal advice. If you have any questions regarding this content,
please contact HR Knowledge at 508.339.1300 or email us.

