10.18.19

E-ALERT: Oregon Passes Paid Family and Medical Leave Law

Background
Oregon has passed a new law that provides a comprehensive paid family and medical leave program starting
January 2023. Once the new law is in effect, employees will be entitled to 12 weeks of paid leave for qualified
parental, medical, and safe leave. Employers with more than 25 employees, along with their employees, will
make joint contributions to the fund.

Summary
With the plan not providing paid benefits to employees until 2023, much has to happen behind the scenes
between now and then to make this law a reality. Effective January 2022, contributions will start to fund the
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plan — 40% from employers and 60% from employees. Employers may evaluate their current paid leave
plans, and if equivalent or better, they can apply for an exemption from the state to avoid paying the required
contributions.

In addition to a financial burden, employers also have the burden of issuing additional notices to employees
making them aware of the leave and that discrimination under the new leave law is prohibited. Failure to
provide notice to employees, or to remit the required funds starting January 2022, can result in penalties of
up to 1% of all employee wages.
Employers seeking exemption from the state’s plan must provide as robust, if not a more robust plan than
the state. Their plan must provide leave to all employees who are continuously employed for at least 30
days. It must also provide the mandated notices to employees about the leave, the benefits of leave, how
to apply, details about benefits, information about job protection, and a statement about the prohibition of
discrimination or retaliation.

Employer Next Steps
1. Employers must notify their employees of the new law and new rights provided to them.
2. Employers must collect the employee and employer wage deductions to fund the plan.
a. Employers with fewer than 25 employees do not need to make the employer contribution.
b. Employers can opt to pay a portion of or the entire employee contribution but cannot make
the employee pay more than the state-mandated 60%.
3. Employers must be prepared to receive notice from employees 30 days prior to their need for leave
so the employer can communicate this to the state. Failure to provide the 30-day notice may result
in a reduced benefit to the employee.
4. Employers must be sure to reinstate employees to the same or similar job upon returning from leave
and cannot retaliate against an employee for taking leave.
5. With either route — existing plan or state plan — employers need to determine their course of action
and what is best for them and their employees. As the law is new, we expect further clarification and
details to come in the next year which may help change the perception of the new leave and course
of action employers seek to take.
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The People Simplifying HR
For almost twenty years, HR Knowledge has made it our mission to demystify the complex and daunting
process of HR management. We do more than just provide the level of service and technology you’d expect
from an industry leader. We combine unparalleled passion for service with our decades of HR, payroll, and
benefits experience to provide our clients with personalized and actionable advice that is second—to—none.
From managed payroll to employee benefits to HR support, we can help your organization thrive, grow, and
reduce operating costs—no matter what industry you serve. Whether you’re interested in our Full-Service
solution or just need your employee handbook written, HR Knowledge can help you minimize risk while
staying on top of compliance regulations. The bottom line? We’re not just another cloud-based technology
company that also does HR, #WeAreHR.
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