Alaska’s Minimum Labor Standards (nitiative
An Initiative To:

Increase Alaska’s minimum wage, provide workers with paid sick leave, and protect workers from practices that
violate their constitutional rights.

A BILL BY INITIATIVE FOR AN ACT ENTITLED:

“An Act increasing the Alaska minimum wage to $13.00 per hour effective July 1, 2025, to $14.00 per hour
effective July 1, 2026, to $15.00 per hour July 1, 2027 and to thereafter be adjusted annually for inflation;
providing employees the ability to accrue up to 56 hours of paid sick leave per year if their employers have 15
employees or more; providing employees the ability to accrue up to 40 hours of paid sick leave if their employers
have under 15 employees; and to prohibit employers from compelling employees to attend meetings regarding
religious or political matters that are unrelated to their work.”

BE IT ENACTED BY THE PEOPLE OF THE STATE OF ALASKA
*Section 1. The uncodified law of the State of Alaska is amended by adding a section to read:

FINDINGS AND INTENT. The people of the State of Alaska find:

(1) Itisin the public interest to increase the minimum wage, require a minimum amount of paid sick leave, and
protect workers’ constitutional rights in order to increase participation in the workforce,

(2) Anincrease in Alaska’s minimum wage and a requirement of paid sick leave will help ensure an adequate
quality of life, health, and well-being for every Alaskan,

(3) Anincrease in Alaska’s minimum wage is necessary to cover rising costs of living, particularly housing and
childcare costs, which have depressed participation in the workforce.

(4) The west coast states of Washington, Oregon, and California have significantly higher minimum wages than
Alaska and also have statewide laws that require a minimum amount of paid sick leave for personal and
family care, leading to workforce challenges for Alaska .

(5) It is important to require a minimum amount of paid sick leave to Alaska workers consistent with their
personal health, safety, and general well-being, as well as the health, safety and well-being of their families.

(6) Itis important to respect workers by protecting their constitutional rights in the workplace by preventing
them from being compelled to attend employer-sponsored meetings regarding political or religious matters
that are unrelated to their work.

*Sec. 2. AS 23.10.065(a) is repealed and reenacted to read:
(a) Except as otherwise provided for in law, an employer shall pay to each employee a minimum wage, as established
herein, for hours worked in a pay period, whether the work is measured by time, piece, commission or otherwise.
An employer may not apply tips or gratuities bestowed upon employees as a credit toward payment of the minimum
hourly wage required by this section. Tip credit as defined by the Fair Labor Standards Act of 1938 as amended does
not apply to the minimum wage established by this section:

(1) Beginning July 1, 2025, the minimum wage shall be $13.00 per hour;

(2) Effective July 1, 2026, the minimum wage shall be $14.00 per hour;

(3) Effective July 1, 2027, the minimum wage shall be $15.00 per hour; and



(4) Thereafter the minimum wage shall be adjusted annually for inflation. The adjustment shall be
calculated each September 30, for the proceeding January-December calendar year, by the Alaska
Department of Labhor and Workforce Development, using 100 percent of the rate of inflation based on the
Consumer Price Index for all urban consumers for the Anchorage metropolitan area, compiled by the
Bureau of Labor Statistics, United States Department of Labor; the department shall round the adjusted
minimum hourly wage up to the nearest ten cents; the adjusted minimum hourly wage shall apply to work
performed beginning on January 1 through December 31 of the year for which it is effective.

*Sac, 3, AS 23.10.065(d) is repealed and reenacted to read:

(d) If at any point the minimum wage determined under (a) of this section is less than two dollars over the federal
minimum wage, the Alaska minimum wage shall be set at two dollars over the federal minimum wage. The two
dollar amount itself shall be adjusted for inflation in subsequent years by the method established in (a) of this
section.

*Sac. 4. AS 23.10. is amended to add a new section to read:

AS 23.10.066 Minimum paid sick leave benefit. Employers in Alaska are required to provide their employees paid
sick leave as follows:

(a) Employers with 15 or more employees shall allow employees to accrue a minimum of one hour of paid sick
leave for every 30 hours worked, but employees are not entitled to accrue or use more than 56 hours of
paid sick leave per year, unless their employer sets a higher limit.

(b) Employers with fewer than 15 employees shall allow employees to accrue a minimum of one hour of paid
sick leave for every 30 hours worked, but employees are not entitled to accrue or use more than 40 hours
of paid sick leave per year, unless their employer sets a higher limit.

(c) Employees who are exempt from overtime requirements under 29 U.S.C. § 213(a)(1) shall be assumed to
work 40 hours in each work week for purposes of paid sick leave accrual unless their normal work week is
less than 40 hours, in which case paid sick leave accrues based upon that normal work week.

(d) Paid sick leave shall carry over to the following year, but an employer is not required to allow an employee
to use more than the applicable amounts of paid sick leave described in subsections (a) or (b} per year.

(e) Paid sick leave as provided in this section shall begin to accrue at the commencement of employment or
July 1, 2025, whichever is later. An employee shall be entitled to use paid sick leave as it is accrued.

() Any employer with a paid leave or paid time off policy, who makes available an amount of paid leave
sufficient to meet the requirements of this section that may be used for the same purposes and under the
same conditions as paid sick leave under this section, is not required to provide additional paid sick leave.

(2) An employee who is transferred to a separate entity or location, but remains employed by the same
employer, is entitled to all paid sick leave accrued at the prior entity or location. When there is a separation
from employment, but the employee is rehired within six months of separation by the same employer,
previously accrued and unused paid sick leave shall be immediately reinstated. When a different employer
succeeds or takes the place of an existing employer, all employees of the original employer who remain
employed by the successor employer are entitled to all accrued and unused paid sick leave.

*Sac, 5. AS 23.10. is amended to add a hew section to read:

AS 23.10.067 Utilization of paid sick leave benefit. The paid sick leave benefit required under AS 23.10.066 may be
utilized as follows:
(a) Employees shall be permitted to use paid sick leave for:
(1) An employee’s mental or physical illness, injury or health condition; the employee’s need for medical
diagnosis, care, or treatment; or the employee’s need for preventative medical care;
(2) Care or assistance to the employee’s family member relating to the needs described in subsection (1).
“Family member” means an immediate family member as defined pursuant to AS 39.52.960(11); a
domestic partner; a foster child, legal ward, or person to whom the employee stands in loco parentis;



a foster parent, adoptive parent, legal guardian, or a person who stood in loco parentis when the
employee was a minor child; or any other individual related by blood or whose close association is the
equivalent of a family relationship; or

{3) Absences necessary due to domestic violence, sexual assault, or stalking, provided the leave is to allow
the employee to obtain for the employee or a family member: medical or psychological attention;
services from a victim’s aid organization; relocation or steps to secure an existing home; or legal
services, including participation in any investigation or civil or criminal proceeding.

(b) When the need for paid sick leave is foreseeable, the employee shall make a good faith effort to provide
notice to the employer in advance of the use of paid sick leave and make a reasonable effort to schedule
use of paid sick leave in a manner that does not unduly disrupt the employer’s operations.

(c) For paid sick leave of more than three consecutive workdays, an employer may require reasonable
documentation that the paid sick leave has been used for a purpose covered by subsection (a).
Documentation signed by a health care professional indicating that paid sick leave is or was necessary shall
be considered reasonable documentation for subsection (a)(1) or (2) purposes, but an employer may not
require that the documentation explain the nature or details of the iliness or underlying health needs.

(1) In cases of domestic violence, sexual assault, or stalking, under subsection (a)(3), one of the following
types of documentation selected by the employee shall be considered reasonable documentation: a
police report; a written statement from a witness advocate affirming services from a victim’s aid
organization; a court document indicating relevant legal action; or a written, non-notarized
statement from the employee affirming that paid sick leave was taken for a qualifying purpose of
subsection (a)(3).

(2) Unless otherwise required by law, an employer may not require disclosure of the details of an
employee’s or an employee’s family member’s health or safety information as a condition of
providing paid sick leave under AS 23.10.066 and must treat any health or safety information
regarding an employee or employee’s family member as confidential medical records.

(d)} Paid sick leave under AS 23.10.066 may be used in the smaller of hourly increments or the smallest
increment that the employer’s payroll system uses to account for absences or use of other time.

(e) An employer shall not interfere with, restrain, or deny the exercise of, or the attempt to exercise, the right
to paid sick leave under AS 23.10.066. An employer shall not:

(1) engage in retaliation or discrimination, or take any other adverse action, against an employee who
utilizes, or attempts to utilize, their paid sick leave;

(2) require, as a condition of an employee's taking paid sick leave under this AS 23.10.066 and .067, that
the employee search for or find a replacement worker to cover the hours during which the employee
is using paid sick leave; or

(3) use an absence control policy that counts paid sick leave taken under AS 23.10.066 and .067 as an
absence that may lead to or result in retaliation or any other adverse action.

*Sec. 6. AS 23.10. is amended to add a new section to read:
AS 23.10.068 Limitations, notice, and violations related to paid sick leave benefit.

(a) Nothingin AS 23.10.066 to .067 shall be construed as:
(1) Requiring financial reimbursement to an employee following the employee’s termination, resignation,
retirement, or other separation for unused paid sick leave, unless otherwise required by law;
{(2) Preempting, limiting, or otherwise impacting the applicability of any other law, regulation, or policy
providing more generous paid sick leave; or
(3) Prohibiting an empioyer from adopting or retaining a more generous paid sick leave policy or
diminishing an employer’s obligation to comply with any contract, agreement, employment benefit
plan, or collective bargaining agreement providing more generous paid sick leave than required herein.
(b) Anemployer found to violate AS 23.10.066 or .067 is liable for an employee’s lost wages or damages as may
be appropriate and allowable under state law to remedy the violation.



(c) Employers shall give employees written notice of the following at the commencement of employment or
within 30 days of this section’s effective date, whichever is later: That beginning July 1, 2025, employees
are entitled to paid sick leave and the amount of paid sick leave, the terms of its use guaranteed under AS
23.10.066 and .067, and that retaliation against employees who request or use paid sick leave is prohibited.

(d) The rights and remedies under AS 23.10.066 and .067 may not be waived by any agreement, policy, form,
or condition of employment; provided, however, that they shall not apply to empioyees covered by a bona
fide collective bargaining agreement if the requirements are expressly waived in the collective bargaining
agreement in clear and unambiguous terms.

{(e) Application to multiemployer collective bargaining agreements. An employer signatory to a multiemployer
collective bargaining agreement may fulfill its obligations under AS 23.10.066 and .067 by making
contributions to a multiemployer paid sick leave fund based on the hours each employee accrues pursuant
to AS 23.10.066 while working under the multiemployer collective bargaining agreement, if the fund
enables employees to collect paid sick leave from the fund based on hours they have worked under the
multiemployer collective bargaining agreement and for the purposes specified in AS 23.10.067.

*Sec. 7. AS 23.10. is amended to add a new section to read:

AS 23.10.069 Exemptions from paid sick leave benefit.

(a) Employment described in AS 23.10.070, AS 23.10.071, AS 33.30.201, and AS 33.30.191 is exempt from the
requirements of AS 23.10.066 to .068.

(b) Employment described in AS 23.10.055(a)(1) to (a)(8) and AS 23.10.055(a){10) to (a)(18) is exempt from the
requirements of AS 23.10.066 to .068. However, notwithstanding any other provisions of this chapter,
employment described under AS 23.10.055(a)(9) shall be covered by the paid sick leave requirements of AS
23.10.066 to .068.

(c) An “employee” as defined by 45 U.S.C. 351(d) who is subject to the federal Railroad Unemployment
Insurance Act, 45 U.S.C. 351 et seq. shall also be exempt from the requirements of AS 23.10.066 to .068.

*Sec. 8. AS 23.10. is amended to add a new section to read:

AS 23.10.490 Employee rights to avoid speech.
(a) An employer, either personally or through an agent or representative, may not take or threaten to take
adverse employment action against an employee because that employee refuses to:

(1) attend an employer-sponsored meeting, the primary purpose of which is to communicate the
employer’s opinion about religious matters or political matters; or

{(2) listen to communications, the primary purpose of which is to communicate the employer’s
opinion about religious matters or political matters.

(b) An employer found to violate (a) of this section is liable for the employee’s lost wages resulting from the
employee’s decision not to participate or any adverse employment action taken as a result.
{c} This section does not prohibit:
(1) an employer or its agent or representative from communicating to its employees information:
(A) the employer is required by law to communicate;
(B) necessary for an employee to perform the employee’s job; or
(C) directly related to, or relevant to, the workplace.

(2) an institution of higher education or its agent or representative from communicating to its
employees coursework, symposia, or an academic program;

(3) a requirement that an employer’s executive personnel listen to communications about the
employer’s business;

(4) a bona fide religious organization from requiring its employees to attend an employer-
sponsored meeting or participate in any communication with the employer or the employer’s
agent, representative, or designee for the primary purpose of communicating the employer’s
religious beliefs, practices, or tenets.

(d) In this section:



(1) “political matters” means matters relating to elections for political office, political parties, candidates,
proposed legislation or regulations, and the decision whether or not to join or support a political party,
or political, civic, communal, fraternal, or labor organization;

(2) “religious matters” means matters relating to religious affiliation and practice and the decision
whether or not to join or support a religious organization or association.

(e) The provisions of this section do not apply to informational meetings otherwise required by local, state, or

federal law.
*Sec. 9. Effective Date. The provisions of this bill shall become effective on July 1, 2025.

*Sec. 10. Severability Clause. The provisions of this Act are independent and severable. If any provision of this
Act, or the applicability of any provision to any person or circumstance, shall be held to be invalid by a court
of competent jurisdiction, the remainder of this act shall hot be affected and shall be given effect to the fullest

extent possible.





