
Paid Sick Leave Laws: State Comparison Chart 
 

1 
 

Jurisdiction Cite Eff. Date Coverage Eligibility Entitlement Permitted Use Accrual and 
Rollover 

Substantiation Notice and Policy 
Requirements 

Notes 

District of 
Columbia 

D.C. 
Code § 
32-
131.01 -
.17 

11/13/2008 
(amendments 
eff. 
2/22/2014) 

All 
employers 
(subject to 
differing 
accrual 
requirements 
based on 
size). 

Employees immediately 
accrue leave but may 
begin to access paid 
leave after 90 days of 
service with the 
employer. 

100 or more 
employees: 1 hour 
per 37 hours worked. 
25-99 employees: 1 
hour per 43 hours 
worked. 
24 or fewer 
employees: 1 hour 
per 87 hours worked. 
Notwithstanding the 
foregoing, any 
restaurant or bar 
employee who 
receives tips or 
gratuities to 
supplement a sub-
minimum wage base 
is entitled to 1 hour 
per 43 hours worked. 

Absences resulting from (i) physical or 
mental illness, injury or medical 
condition of the employee; (ii) obtaining 
professional medical diagnosis or care, 
or preventative care, for the employee; 
(iii) caring for child, grandchild, parent, 
spouse, domestic partner, sibling, 
sibling’s spouse, spouse’s parents, and 
children’s spouse; or (iv) obtaining 
medical, legal, psychological or social 
services on behalf of an employee or 
family member who is a victim of 
stalking, domestic violence, or sexual 
abuse. 

100 or more 
employees: 
maximum 7 days 
per calendar year. 
25-99 employees: 
maximum 5 days 
per calendar year. 
24 or fewer 
employees: 
maximum 3 days 
per calendar year. 
Tipped restaurant or 
bar employee: 5 
days per calendar 
year. 
 
All unused leave 
carries over to the 
next calendar year, 
subject to maximum 
accrual. 

Employers may 
require that 
absences of 3 or 
more consecutive 
days be 
substantiated by 
reasonable 
certification (in the 
case of illness, a 
signed document 
from a health care 
provider). 

Mandatory notice 
per authorized 
poster. 

Law imposes a 
“rebuttable 
presumption” of 
retaliation if 
adverse action 
takes place 
within 30 days of 
an employee’s 
opposition to a 
practice 
prohibited by the 
law. 



Paid Sick Leave Laws: State Comparison Chart 
 

2 
 

Jurisdiction Cite Eff. Date Coverage Eligibility Entitlement Permitted Use Accrual and 
Rollover 

Substantiation Notice and Policy 
Requirements 

Notes 

Connecticut Conn. 
Gen. 
Stat. § 
31-57r 
to -57w 

1/1/2012 
(amendments 
eff. 1/1/2015) 

Employers 
with 50 or 
more 
Connecticut 
employees. 

Applies only to service 
workers who are either 
paid on an hourly basis, 
or are FLSA-non-
exempt. Eligibility for 
leave commences after 
680 hours of actual 
work (not inclusive of 
time off). Further, 
employees must work 
an average of 10 
hours/week in the 
previous quarter to be 
eligible. 

One hour of leave per 
40 hours worked, 
beginning on date of 
employment.  

(1) a service worker's illness, injury, 
health condition; medical diagnosis, care 
or treatment of a service worker's mental 
illness or physical illness, injury or 
health condition; preventative medical 
care for a service worker; (2) a service 
worker's child's or spouse's illness, 
injury or health condition; medical 
diagnosis, care or treatment of a service 
worker's child's or spouse's mental or 
physical illness, injury or health 
condition; preventative medical care for 
a child or spouse of a service worker; (3) 
Where a service worker is a victim of 
family violence or sexual assault for 
medical care or psychological or other 
counseling for physical or psychological 
injury or disability, to obtain services 
from a victim services organization, to 
relocate due to such family violence or 
sexual assault, or to participate in any 
civil or criminal proceedings related to 
or resulting from such family violence 
or sexual assault. 

Maximum accrual 
of 40 hours per year 
(based on any 365 
day period used by 
the employer to 
calculate employee 
benefits). 
Employees may 
carry over up to 40 
hours from year to 
year, but are only 
entitled to use 40 
hours per year.  

Reasonable 
documentation 
(from the health 
care provider, in 
case of employee or 
family illness) may 
be required for leave 
of 3 consecutive 
days or more (each 
such absence does 
not need to be a full 
day absence). 

Mandatory notice 
per state-
authorized poster. 

Recent 
amendments 
permit 
employers to use 
a fiscal year or 
other calendar to 
measure accrual 
and entitlement, 
rather than 
calendar year. 
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California Cal. 
Labor 
Code §§ 
245-249 

7/1/2015 All 
employers. 

Employees who work 
in California for 30 or 
more days within a year 
from commencement of 
employment are 
considered eligible. The 
employee is entitled to 
use paid sick leave 
beginning on the 90th 
day of employment. 

One hour of leave per 
30 hours worked, 
beginning on date of 
employment or 
7/1/2015. Exempt 
employees accrue 
time based on a 40-
hour workweek 
unless their standard 
workweek is fewer 
than 40 hours. 

(i) Diagnosis, care, or treatment of an 
existing health condition of, or 
preventive care for, an employee or an 
employee's family member (defined as 
child, parent, spouse, domestic partner, 
grandparent, grandchild, or sibling); or 
(ii) absences covered by existing law 
protecting leave for domestic 
violence/stalking (Cal. Labor Code § 
230). 

Employer may limit 
use of paid sick 
leave to 24 hours or 
3 days per year of 
employment. 
Employer may limit 
total accrual to 48 
hours or 6 days. 
 
Employees are not 
entitled to accrued 
sick time upon 
termination of 
employment, but 
accrued time must 
be reinstated if 
employee is rehired 
within one year. 

“An employee may 
determine how 
much paid sick 
leave he or she 
needs to use, 
provided that an 
employer may set a 
reasonable 
minimum 
increment, not to 
exceed two hours.” 
The law is silent on 
medical 
certification. 

Mandatory notice 
per state-
authorized poster.  
 
Pay stubs must 
show accrued sick 
time (or PTO). 

Law imposes a 
“rebuttable 
presumption” of 
retaliation if 
adverse action 
takes place 
within 30 days of 
an employee’s 
opposition to a 
practice 
prohibited by the 
law. 

Massachusetts M.G.L. 
c. 149, § 
148C 

7/1/2015 Employers of 
11 or more 
employees 
must provide 
paid sick 
time; all 
others must 
provide 
unpaid sick 
time. 

Employees immediately 
accrue leave but are not 
entitled to use sick 
leave until the 90th day 
of employment. 

One hour of leave per 
30 hours worked, 
beginning on date of 
employment or 
7/1/2015. Exempt 
employees accrue 
time based on a 40-
hour workweek 
unless their standard 
workweek is fewer 
than 40 hours. 

(1) Care for the employee’s child, 
spouse, parent, or parent of a spouse, 
who is suffering from a physical or 
mental illness, injury, or medical 
condition that requires home care, 
professional medical diagnosis or care, 
or  preventative medical care; or (2) care 
for the employee’s own physical or 
mental illness, injury, or medical 
condition that requires home care, 
professional medical diagnosis or care, 
or preventative medical care; or (3) 
attend the employee’s routine medical 
appointment or a routine medical 
appointment for the employee’s child, 
spouse, parent, or parent of spouse; or 
(4) address the psychological, physical 
or legal effects of domestic violence. 

Maximum accrual 
of 40 hours in 
calendar year. 
Employees may 
carry over up to 40 
hours to the next 
calendar year, but 
are only entitled to 
use 40 hours per 
year. 

Note required for 
absences of 24 or 
more consecutive 
work hours. 
Certification does 
not need to contain 
the nature of the 
illness. Attorney 
General’s 
regulations broader 
than “doctor”; 
instead, use “health 
care provider” and 
include nurse 
practitioners, 
clinical social 
workers, and 
physician’s 
assistants 

Mandatory notice 
per state-
authorized poster 
and provide a copy 
to employees 

By mutual 
agreement, 
employees can 
work “make-up” 
shifts in the same 
or following pay 
period to 
compensate for 
sick leave, in 
lieu of drawing 
down paid sick 
leave.  
 
Safe harbor 
recognizing 
transition year 
from 7/2015 thru 
12/2015 

 


