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EXPLORING PAID LEAVE: POLICY, PRACTICE, 
AND IMPACT ON THE WORKFORCE 

WEDNESDAY, OCTOBER 25, 2023 

U.S. SENATE, 
COMMITTEE ON FINANCE, 

Washington, DC. 
The hearing was convened, pursuant to notice, at 10:07 a.m., in 

Room SD–215, Dirksen Senate Office Building, Hon. Ron Wyden 
(chairman of the committee) presiding. 

Present: Senators Stabenow, Menendez, Casey, Whitehouse, Has-
san, Cortez Masto, Warren, Crapo, Thune, Cassidy, Johnson, Tillis, 
and Blackburn. 

Also present: Democratic staff: Drew Crouch, Senior Tax and 
ERISA Counsel; Sam Conchuratt, Professional Staff Member; Re-
becca Nathanson, Senior Domestic Policy Advisor; and Joshua 
Sheinkman, Staff Director. Republican staff: Jamie Cummins, Sen-
ior Tax Counsel; John Kashuba, Counsel; Lara Rosner, Social Secu-
rity Policy Advisor; Becky Cole, Chief Economist; and Gregg Rich-
ard, Staff Director. 

OPENING STATEMENT OF HON. RON WYDEN, A U.S. SENATOR 
FROM OREGON, CHAIRMAN, COMMITTEE ON FINANCE 

The CHAIRMAN. The Finance Committee meets this morning to 
talk about a pressing issue: paid leave. And I am sure as we begin, 
people want to know, so why are you holding this hearing? The 
reason we are is because low- and middle-income workers are fall-
ing through the cracks in our economy, and these are hardworking 
Americans—construction workers, nurses, cashiers—and they are 
all trying to juggle work obligations and still be there for families 
who need them. 

The American people understand this and know what is needed 
to make sure that everybody in our economic system has a chance 
to get ahead. According to poll after poll, 70 percent of Americans 
want national paid leave. They know that too often without it, 
workers are forced to make the impossible choice of a paycheck or 
caring for a loved one in need. 

Paid leave is so crucial to many American workers that a recent 
poll from the Bipartisan Policy Center showed that paid family and 
medical leave benefits are as important as pay when considering 
starting or returning to work. Americans want to work—let me em-
phasize this. And our colleague from Ohio, Senator Brown, if you 
are friends with him, he says that a couple of times a day, and he 
is absolutely right. 
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Americans want to pay their bills, they want to provide for their 
families, but we all know sometimes life intervenes, and sometimes 
you’ve got to be there for your family. In fact, that same Bipartisan 
Policy Center poll shows that 72 percent of Americans who are not 
currently working say that it is because these family personal chal-
lenges intervene—health, caregiving. 

Congress talks an awful lot about how to deal with the worker 
shortage crisis. Today, we are going to talk about an opportunity 
to do something about it. If a nation as powerful and prosperous 
as ours sits on this issue, we are going to have to have an answer 
to the fact that somehow the United States is the only developed 
nation in the world without a national paid leave program. 

Today, only one out of four workers in America have access to 
paid leave. There has been progress, but 14 States and the District 
of Columbia are really about it. So, there is a lot more to do, and 
I believe America has an opportunity to better support workers and 
better support our economy. 

If I were to sum up our challenge—and I am looking at Mr. 
Verhoeven from Albany, OR, because they kind of embody this 
thinking. We ought to be doing what my mom always said: take out 
your sharpest pencil and get to work on solving an issue like this, 
where you bring together people on both sides of the aisle, busi-
nesses of various sizes, and communities. And by the way, Oregon 
can give you some pretty good tips, which is why we are so thrilled 
to have Ben Verhoeven here today. 

Ben owns a small farm in Albany, OR, and if you are looking for 
a place on the planet where residents are good at taking out a 
sharp pencil and solving problems, making things work, all you 
have to do is look at Albany, OR. 

So today, you are going to hear Mr. Verhoeven say that providing 
paid leave has helped him hang on to extraordinary workers and 
helped his business grow and thrive. He is going to tell us how 
back home the government began to work in this area, and he was 
able to do even more to help his employees, and it was straight-
forward and affordable. 

His story to me is an illustration of what we can do if we, as a 
committee—and my colleagues here have all been part of this—sit 
down and represent how to solve a problem in a bipartisan way. 
Too many workers are falling between the cracks, and paid leave 
is a missing piece of our agenda. 

The last point I am going to make as I am looking at the dais 
is, our colleagues of both political parties are constantly saying our 
biggest job—our biggest job—is to compete against China. Well, I 
want to close by saying smart paid leave policies can add vast sums 
of economic growth to the American economy. And we can do it if 
we come together, say our focus is to out-compete China, and put 
in place policies that leverage our economy at all levels, which is 
to give workers the chance, when they have to be with family, to 
take that time and be there for their communities and their jobs 
at other points in their life. 

So, we are really pleased that we are going to have a great panel. 
I appreciate my colleagues. We’ve got both sides represented here, 
and that is what you need to come up with some solutions. And I 
recognize my friend, Senator Crapo. 
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[The prepared statement of Chairman Wyden appears in the ap-
pendix.] 

OPENING STATEMENT OF HON. MIKE CRAPO, 
A U.S. SENATOR FROM IDAHO 

Senator CRAPO. Thank you, Mr. Chairman. This is an important 
hearing, as nearly every working American will need to take leave 
from work at some point in their career. The Finance Committee 
has previously explored this topic, including holding a subcom-
mittee hearing in 2018 and convening a paid leave working group 
organized by then-Chairman Grassley and Chairman Wyden. 

I was a member of that bipartisan working group, which sought 
to find the most sustainable path forward on paid leave policies. As 
I noted at that time, I am committed to addressing the needs of 
working Americans, both inside and outside the home, while also 
ensuring that businesses have the flexibility they need to succeed, 
particularly in today’s challenging economy. 

As we will hear today, paid leave can greatly benefit workers and 
their families, from improving employee morale to helping families 
meet caregiving responsibilities. However, there are many ap-
proaches to expanding paid leave, and the details matter. 

Employers across the country are struggling to fill vital roles in 
their organizations, with nearly 9.6 million jobs remaining unfilled 
nationally. In a recent survey from the National Federation of 
Independent Business, 43 percent of small business owners re-
ported job openings they could not fill in the current period. In 
light of these workforce challenges, Congress must be careful not 
to interfere with employers’ existing paid leave offerings, which 
play an important part in their efforts to recruit and retain work-
ers. 

According to the Bureau of Labor Statistics, in 2023, 78 percent 
of private-sector workers have access to paid sick leave and 79 per-
cent have access to paid vacation. Additionally, 73 percent of small 
employers offer paid time off to the majority of their full-time em-
ployees, and 67 percent offer 2 weeks or more of leave. 

Imposing a one-size-fits-all paid leave program could actually 
limit employers’ ability to offer paid leave policies that meet the 
unique needs of their workforce—or significantly diminish existing 
employer-provided paid leave altogether. 

Creating a new Federal paid leave program also raises questions 
about implementation challenges and costs to taxpayers. States’ ex-
periences standing up paid leave programs illustrate some of the 
challenges that a new Federal program could face. Several States 
that have enacted paid leave programs have had difficulty setting 
up even the most basic components of the program, leading to im-
plementation delays. 

For example, applicants in multiple States have experienced 
delays with getting their claims approved, with processing times in 
one State expected to increase from about 5 weeks to 4 months by 
2025, absent additional staffing. 

One State has had to repeatedly increase the revenue going to 
the program to avoid a funding deficit. And in another State, ana-
lysts have raised concerns that revenues may be too low to pay fu-
ture benefits. 
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Even though there are many challenges on this topic, the bipar-
tisan work that continues from members on and off this committee 
shows the importance of the issue. 

I appreciate our witnesses being here today, and I look forward 
to your testimony to help us thread this needle. 

Thank you, Mr. Chairman. 
[The prepared statement of Senator Crapo appears in the appen-

dix.] 
The CHAIRMAN. I thank my colleague, and you know, my col-

league raises a number of questions that I think there is an oppor-
tunity to find some common ground on. And that is what we ought 
to do today. I mean, the issue of flexibility, that is indisputable. We 
want to recognize that different parts of the country are different, 
and we want to work to make sure we wring out every dollar that 
we have for this important cause and be efficient. 

So, I will look forward to hearing the ideas of colleagues here in 
a moment. Let’s introduce our witnesses. 

Jocelyn Frye has been a special friend of the Finance Committee 
and given us good counsel for so long. She is president of the Na-
tional Partnership for Women and Families, the first Black woman 
to head the National Partnership. She is a recognized expert in this 
field, and if ever there was a Wonder Woman prepared to kind of 
bring people together around good ideas, it is our friend Jocelyn 
Frye, JD. She is also a native of Washington, DC, raised by two 
parents who also worked in government, and we appreciate her 
leadership. 

Next, Ben Verhoeven, my constituent, father of three, and an im-
portant voice in Oregon as a small business owner. He is a second- 
generation farmer and president of Peoria Gardens, a family-owned 
wholesale greenhouse in Albany. They specialize in flowers and 
vegetable starts. He has 26 year-round employees, 24 seasonal em-
ployees, and he has made it a priority—a priority—for this small 
business in Albany, OR, colleagues, to have access to paid leave. He 
is going to tell us how he is making it pencil out, and that is, I 
think, a big part of why his contribution is so important. 

Then we will have Elizabeth Milito. She is with the National 
Federation of Independent Businesses. Ms. Milito, great to have 
you. We have worked with you all often on many issues. 

Then we will have Rachel Greszler. She is a senior research fel-
low in economics at the Heritage Foundation. She focuses there on 
labor and retirement issues including employment opportunities, 
and she was a senior economist at the Joint Economic Committee. 
She resides in Bethesda with her husband and six children. 

We are glad you are here, all of you. Let us begin then with Ms. 
Frye. Welcome. And for all of you, we will make your prepared 
statements a part of the record, so, if you want to just summarize 
and kind of highlight some things that are particularly important 
to you. It is not only kind of more useful, it is also more fun, be-
cause we can kind of give back and forth. 

Ms. Frye, welcome. 
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STATEMENT OF JOCELYN FRYE, PRESIDENT, NATIONAL 
PARTNERSHIP FOR WOMEN AND FAMILIES, WASHINGTON, DC 

Ms. FRYE. Thank you so much, Chairman Wyden, Ranking Mem-
ber Crapo, and members of the committee. It is really a privilege 
to be here with you this morning to chat about one of my favorite 
topics: paid leave. The National Partnership for Women and Fami-
lies is a policymaking and legal advocacy group that strives to 
break down gender-based barriers which prevent women, but in-
deed all people, from reaching their full potential. 

The National Partnership has a long history of working to ad-
vance paid leave, and we have a deep understanding of what works 
and what does not work in designing paid leave policies. We believe 
paid family and medical leave is a core labor standard that is nec-
essary. It is long overdue and essential to creating stronger work-
places in an economy of the future. 

Even before the pandemic, our Nation’s lack of comprehensive 
care policies undermined the full participation of women in our 
economy. It forced too many to choose between caring for their fam-
ily and their financial security. The economic disruptions caused by 
the pandemic only exacerbated these problems. 

The lack of paid leave has negative consequences for people of all 
backgrounds, but its effects are most pronounced for workers who 
face multiple barriers and biases. Women workers, especially 
women of color, who are more likely to provide care, are less likely 
to work in jobs with paid leave. 

They also must navigate assumptions that the care they perform 
is not worthy of support or investment, and that they will just 
make things work on their own. Major disparities in paid leave ac-
cess also exist for workers in the lowest income brackets, for work-
ers of color, and for workers with disabilities, many of whom need 
medical leave to attend to ongoing health conditions. And they also 
need caregiving leave because they also care for family. 

Due to a lack of paid leave, American households miss out on 
$22.5 billion in wages each year. Our economy loses $650 billion a 
year because we have fewer women in the workforce compared to 
other industrialized nations. This occurs at a time when families 
increasingly rely on mothers, especially mothers of color, as bread-
winners. 

There is ample evidence of paid leave’s benefits. Thirteen States, 
along with the District of Columbia, have already enacted paid 
leave. Research in communities where paid leave has been imple-
mented shows significant gains in the health and financial stability 
of workers. Businesses do report that their workforces are more 
productive and experience less turnover, saving employers the cost 
of hiring new employees and training new staff. 

These State-level successes offer vital lessons about some of the 
qualities needed in a paid-leave law. An effective law must offer 
meaningful sufficient benefits, which are universal and guaranteed 
to as many workers as possible in as many employment settings as 
possible, so no one is left behind. It must provide enough weeks of 
leave and enough income to actually meet the needs of workers, 
and enable them to afford to take time off. An effective law must 
be comprehensive enough to meet the full breadth of caregiving 
needs, not only for newborn children, but also loved ones such as 
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aging parents and ailing spouses. And it should guarantee that 
paid medical leave is available for workers themselves when they 
face a serious health condition. 

Expanding care investments is not a luxury. It is an urgent need 
in every corner of the country. Take for example Tracy Wood, a 
speech pathologist raising six children in West Virginia. She is a 
member of one of our partners, MomsRising. Tracy has a son with 
disabilities and also cares for a homebound grandparent. She used 
to work full-time but was forced to quit that job because it lacked 
paid leave. Her current contracting role does not offer it either. So 
every time she takes her son or grandparent to the doctor, she en-
dures the added stress of knowing she is bringing home less money 
to feed her family. 

There are millions of Americans in the same position as Tracy 
Wood, and they worry about whether or not they will have the abil-
ity to care for themselves and their family members and secure the 
financial health of their families. It is a worry that springs to mind 
when they are awake, and it keeps them up at night. And it is no 
wonder that 80 percent of voters from across the political spectrum 
want Congress to pass paid leave—and we do too at the National 
Partnership. 

So the time to act is now, and I appreciate the opportunity to 
speak with you today, and I look forward to your questions. 

[The prepared statement of Ms. Frye appears in the appendix.] 
The CHAIRMAN. Thanks; thanks very much, Ms. Frye. Every time 

I hear you speak, I always wait for the part where you say, ‘‘Look, 
this is not a luxury.’’ Here are the real-life examples, and it says 
it so well, and we appreciate it. 

Mr. Verhoeven? 

STATEMENT OF BEN VERHOEVEN, PRESIDENT, 
PEORIA GARDENS, INC., ALBANY, OR 

Mr. VERHOEVEN. Good morning, Chairman Wyden, Ranking 
Member Crapo, and members of the Senate Committee on Finance. 
Hello there. I am Ben Verhoeven. I am a second-generation farmer 
and nursery owner. I run a family-owned greenhouse in rural Al-
bany, OR. 

I am proud to say my 26 year-round and 24 seasonal employees 
receive great benefits, which in the big picture do not cost me 
much, but mean a lot to everyone, and they are good for business. 

My workers can get paid family leave, which covers parental 
leave, medical leave, and leave to care for a loved one. In addition 
to paid family leave, my workers can get health care, paid vacation, 
paid sick time, and a pension. Many industry groups claim that 
policies like ours will hurt business. That is just not true. 

Paid family leave costs me less per year than truck repairs and 
has a much greater effect on the lives of the people I work with. 
Our farm began offering 12 weeks of full paid parental leave in 
2016. We have since worked to help pass paid family leave for all 
Oregonians. Together, we can expand these benefits to all Ameri-
cans. 

Before my workers had paid family leave, they told me stories of 
draining their retirement savings to care for a dying brother. This 
is now a thing of the past. I know a mother who no longer must 
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rely on donated sick time to plan for a second child. I have seen 
a young man raised by a single mother grow into a loving and 
strong father of two. These are real stories from my workers, made 
possible by paid family leave. 

In Oregon, under our State’s new Paid Leave Oregon program, 
my farm can now provide paid family leave for my workers. Oppo-
nents of paid leave will tell you that only workers benefit, and 
therefore all the financial costs should fall on workers’ shoulders. 
This is not true. 

As an independent business owner, I benefit when my employees 
do not have to choose between their loved ones and a paycheck. As 
a farmer, I benefit when my workers have a stable home life, which 
begets a stable work life. Since offering paid parental leave in 
2016, we have seen a return on our investment, as valuable em-
ployees, including many fathers, return to work and future pro-
motions. This helps my business to prosper and grow. 

As a business owner, I also benefit from stronger, healthier, more 
resilient markets. Lessening the financial hardship of an illness, a 
birth, or a family crisis leaves more savings in people’s pockets, 
savings they can put toward homes and gardens. 

As any farmer will tell you, we are subject to the forces of Moth-
er Nature. A crop failure affects our business the same way a sud-
den illness affects the family. This is why I feel strongly that cov-
erage should be expanded to include all businesses and workers. 
Life events like birth, illness, and ailing parents happen to all of 
us regardless of the size of the company we work for. 

I would also add that as a farmer and a small business owner, 
national paid family leave is a good bargain. I cannot afford com-
prehensive paid family leave on my own, which is why a program 
like the one we have in Oregon is the best way forward. 

Our State’s program costs businesses like mine less than offering 
stand-alone plans, and I know that my workers are also contrib-
uting. As a small business owner, I am the H.R. department. Our 
State program has been much easier to set up than the private in-
surance options also allowed under Oregon’s new law that we ex-
plored. 

Working with our State has been as simple as a software update 
to our payroll, and a preprinted poster in the break room. Oregon’s 
program manages the process, confirms if a worker qualifies, and 
of course pays for the leave itself out of the fund. This is a real 
service, both for me and for my workers. 

A comprehensive and permanent paid family leave program is 
good for workers, benefits employers, and secures our economy for 
generations. It is the right thing to do for business; it is the right 
thing to do for workers. Thank you. 

[The prepared statement of Mr. Verhoeven appears in the appen-
dix.] 

The CHAIRMAN. Ben, thanks very much, and you were really on 
message. I was struck where you said, ‘‘Look, this really makes 
sense economically, and it frees up money for people to invest in 
gardens and homes.’’ I say Ben’s got a good message. Good work; 
thanks. 

Let us go next with Ms. Milito. 
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STATEMENT OF ELIZABETH MILITO, EXECUTIVE DIRECTOR, 
SMALL BUSINESS LEGAL CENTER, NATIONAL FEDERATION 
OF INDEPENDENT BUSINESS, WASHINGTON, DC 
Ms. MILITO. Thank you, Chair Wyden, Ranking Member Crapo, 

for inviting me to speak today. My name is Beth Milito, and I am 
delighted to speak on behalf of the National Federation of Inde-
pendent Business. NFIB is a member-driven organization that rep-
resents about 300,000 small and independent businesses across the 
country. 

Small businesses employ nearly half the country’s private-sector 
workforce, and when small businesses succeed, communities and 
local economies succeed. Consider the very types of small busi-
nesses you frequent: pizza parlor, auto shop, dry cleaner, nail 
salon. Some have employees who are strictly hourly, some are sala-
ried, some are part-time, some are full-time. 

These are the typical NFIB members, who on average have 5 to 
10 employees. Only about 12 percent have a human resource pro-
fessional. About 50 percent of NFIB members do payroll in-house. 
I describe NFIB’s membership to illustrate one of the key points of 
my written testimony. 

There is no such thing as a one-size-fits-all policy that works for 
every business or every industry. I understand the good intentions 
behind various proposals that mandate leave. But NFIB and its 
members have long opposed leave requirements for two reasons: in-
flexibility and cost. 

First, innovation and flexibility are critical to small business sur-
vival. The COVID–19 pandemic showcased small firms that thrived 
by innovating, pivoting, and adapting to their new circumstances. 
Small firms depend on flexibility, not only to boost sales and man-
age business operations, but to establish employee benefits, which 
includes paid time off. 

The majority of small businesses provide flexible, mutually bene-
ficial arrangements that allow employees time off when necessary 
in a fiscally responsible way for that business. Small business own-
ers recognize the value of providing paid leave to employees, since 
after all, small businesses need to bid for and retain talent like all 
other firms, big and small. And to the extent they can, small busi-
nesses provide paid leave voluntarily to remain competitive and to 
attract top talent. 

To the extent that small firms do not offer paid leave, this re-
flects the reality that some small firms simply cannot financially 
afford to offer this benefit. If you can only afford to give your work-
ers 10 days of paid time off and the government mandates 5 days 
of paid sick leave, then your employees have only 5 days left for 
vacation. 

This leads me to my second concern with leave mandates. Leave, 
paid or unpaid, is not a free benefit. The unanswered question with 
a leave mandate is, who is going to pay? There is a cost for these 
proposals, and not all business owners can absorb the cost. 

In a small business with a finite amount of resources, this means 
less money available for wage increases, it means less money for 
health insurance, and it means less money for hiring additional 
employees. It also means more time and money devoted to com-
plying with workforce policies. 
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I mentioned earlier that the small business owners typically have 
few administrative staff and little human resource experience. 
Nearly all leave mandates, paid or unpaid, impose recordkeeping 
requirements, including leave tracking, notification, documentation, 
and reporting. When one State considered and adopted a paid sick 
leave proposal a few years ago, the legislative record was replete 
with opposition from small business owners. 

Consider this submission: ‘‘We compete in the world market, and 
everything the State or the Federal Government does burdens us 
with more and more unfunded mandates that make us less com-
petitive in world markets. So now I have fewer employees, and 
since there is not enough income after all my employment costs are 
met, I end up not getting paid anything for my family for all the 
work that I do. I could go on and on, but the bottom line is that 
we farmers don’t make enough to subsidize all the wonderful bene-
fits that you would like to see employees entitled to. I have workers 
asking for work and there is plenty for them to do, but at the high 
cost that the State requires me to pay, I have to limit the number 
that I can hire. It may seem great to mandate more benefits to em-
ployees, but the hidden costs are fewer jobs.’’ 

Small businesses are the lifeblood of the U.S. economy. They cre-
ate two-thirds of new jobs in this country, and they account for 44 
percent of U.S. economic activity. The government must pay more 
attention to supporting the health of small businesses and not 
viewing them as a source of tax revenue and the implementer of 
misdirected policies. 

Mandated leave laws represent a significant challenge for small 
business, since mandates are generally not flexible nor affordable. 
Making it more expensive to operate a small business will hamper 
the ability of small business survival. 

On behalf of the small business owners of NFIB, thank you very 
much for the invitation to appear today. 

[The prepared statement of Ms. Milito appears in the appendix.] 
The CHAIRMAN. Thank you very much, Ms. Milito. And I am al-

most tempted at this point to say we are going to send you four 
off on your own to work this out. We will supply the pizza. There 
is one point that you raised, Ms. Milito, that just caught my ear, 
when you said paid leave should not be just a source of government 
revenue. 

I think what I want to do is be part of a bipartisan effort, with 
all of my colleagues, to make sure that paid leave is a source of 
economic growth in America and a source of help for families. That 
is what I hope we can do, and I am glad you are here, and we will 
continue this conversation. 

Ms. Greszler, welcome. 

STATEMENT OF RACHEL U. GRESZLER, SENIOR RESEARCH 
FELLOW, GROVER M. HERMANN CENTER FOR THE FEDERAL 
BUDGET, THE HERITAGE FOUNDATION, WASHINGTON, DC 

Ms. GRESZLER. Thank you. Good morning. Thank you for the op-
portunity to be here today. As the mother of six young children and 
having had multiple family members battle cancer in recent years, 
I understand the need for leave, but not all paid family leave poli-
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cies are equally helpful. The best ones are flexible policies that 
maximize access to leave, while minimizing disruptions. 

Today, I would like to discuss the current state of paid family 
leave, explore the differences between government and employer- 
provided leave, and then discuss policies that could help expand 
paid family leave and workplace flexibility. 

So first, the good news is that paid family leave has shot up over 
the past 6 years. Surveys show that three out of four workers have 
access to some type of paid family leave at work. Contrary to com-
mon belief, only one in four leaves is for the birth or adoption of 
a new child. Half of leaves are for a worker’s own medical condi-
tion, and the other quarter are to care for a family member. 

While newborn and family care are particularly important, par-
ents actually prefer workplace flexibility by a margin of 10 to 1 
over more paid parental leave. And so, the importance of flexibility 
leads to my second point, which is that employer-provided leave is 
inherently more accommodating than one-size-fits-all government 
programs. 

My niece was diagnosed with stage 4 cancer when she was 18 
months old. Like many medical conditions, my niece’s cancer did 
not give advance warning, and it did not follow a predictable sched-
ule. She endured 9 months of intensive treatments, multiple ER 
visits, and spent more than 60 nights in the hospital over an hour 
away from her home. 

A government program with 12 weeks of partially paid leave, a 
bureaucratic administrative process, which required my sister to 
specify the precise days of leave that she would take in advance, 
did not work well for her and her husband. 

It was only through working directly with their employers that 
they were able to keep their jobs and care for their now healthy 
and adorable 3-year-old little girl. Some might argue that even a 
bureaucratic and flawed government program is better than none, 
but a Federal Government program would take away many exist-
ing programs and hinder new ones from starting. And government 
programs have a terrible track record at helping low-income fami-
lies. 

In California, five times as many mothers in the highest income 
bracket filed paid family leave claims as those in the lowest income 
bracket. Canada’s program is said to ‘‘aid the social reproduction 
of higher-income families.’’ In the UK, ‘‘too little support is directed 
to the families who need it most, and too much to those who do 
not.’’ 

Moreover, while government paid family leave programs aim to 
help women, they can have the unintended effects of reducing 
women’s prospects of promotion, diminishing relative wage gains, 
and reducing employment. 

The latest version of the FAMILY Act, which grants job-protected 
paid family leave to workers who have been employed for as few 
as 3 months, would impose huge burdens on small employers who 
are already struggling with labor shortages. And when a business 
suffers, so will its employees and the people they serve. 

Denmark had implemented a generous paid family leave pro-
gram. Studies found that it led to a 12-percent reduction in nursing 
employment, and that had huge consequences for patients, which 
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included an 89-percent increase in newborn readmissions, and a 
13-percent increase in nursing home mortality. 

It is important to note that the Congressional Budget Office said 
that the FAMILY Act would be yet another unfunded entitlement 
program. Most Americans would rather have bigger paychecks to 
spend on what they need than smaller paychecks and a bureau-
cratic government maze to navigate. 

And that leads to my third point, which is that policymakers can 
help expand access to paid family leave without expanding the gov-
ernment’s control over people’s lives. The Working Families Flexi-
bility Act would give lower-income workers the opportunity to 
choose between accumulating paid leave or overtime for their work. 

Universal savings accounts would enable Americans to save in 
one simple account that they could use for any life need without 
incurring a penalty, and this would be particularly helpful to 
lower-income part-time workers and independent workers. And 
making it easier for workers to get private disability insurance 
could help workers meet their own needs for leave. 

Minimizing taxes on workers and employers would leave them 
with more to spend on paid family leave. The Tax Cuts and Jobs 
Act put an additional $1,400 per year into the average household, 
and it led to a fourfold increase in employer-provided paid family 
leave in the 6 years since it passed. 

And finally, policymakers can pass laws to prevent harmful labor 
regulations from taking away flexible work options and making it 
harder for employers to offer paid family leave. Unlike a one-size- 
fits-all Federal entitlement program, these policies would help to 
meet workers’ and employers’ unique needs at a cost they can af-
ford. 

Thank you. 
[The prepared statement of Ms. Greszler appears in the appen-

dix.] 
The CHAIRMAN. Thank you very much, and we will just get on 

to the discussion. 
Mr. Verhoeven, it is almost jaw-dropping to hear you mention 

that offering paid leave costs less than truck repairs. Is that right? 
Mr. VERHOEVEN. Yes, Mr. Chairman, that is correct. 
The CHAIRMAN. So, give me the comparison, because it really is 

just kind of a ‘‘slap yourself in the forehead’’ kind of an example. 
Mr. VERHOEVEN. Chairman Wyden, thank you for the question, 

and yes, it does cost me less than truck repairs. It has a much 
greater effect on the lives of the people I work with. It is a very, 
very small part of our payroll and the costs that we have to do 
business. And for that, especially with our new government pro-
gram, now not only do I have access, and my workers have access 
to paid parental leave, they also now have access to paid medical 
leave, paid leave to care for a loved one, paid safe leave if someone 
is experiencing domestic abuse, and that is all for literally less 
than the cost to run my five trucks. 

The CHAIRMAN. So I am looking at the dais here, and I am quite 
certain that all of my colleagues—and certainly I will speak for my-
self—support write-offs for machinery, for matters like equipment 
and tractors. And you know, helping small businesses like yours in 
Albany, OR make these investments is just common sense, and 
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particularly in our State where, after you cover Intel and Nike and 
a few others, you are done with the big businesses. We are over-
whelmingly a small business State. 

It seems to me what you are basically saying—and I have heard 
some of my colleagues on both sides of this dais agree with it—is 
those investments in machinery are important, and equally impor-
tant is to make some investments in people, in sort of human cap-
ital as well as machinery and business investments. Is that really 
kind of where you’re going? 

Mr. VERHOEVEN. Chairman Wyden, thank you for the question. 
Absolutely, I agree. I would actually add that in my experience, an 
investment in our human capital at my farm and small business 
pays bigger dividends than an investment in equipment, you know? 
For the cost of our government-paid leave program, I could go out 
and buy a 12-foot-long conveyor, right? But instead, I can support 
my workers in a moment of need. I will know that I will see a tre-
mendous return on that investment in the form of retention, pro-
motion, and business growth. 

The CHAIRMAN. And in Albany, I gather that you are seeing some 
of your other farmers experiencing the same sort of thing when 
they take it up? 

Mr. VERHOEVEN. Absolutely, yes. I am not alone as a farmer and 
as a small business owner, seeing the positive effects of our State 
and government program that offers, again, very affordable bene-
fits to our workers and helps us retain, promote, and grow our 
businesses. 

The CHAIRMAN. Well, I think the fact—and I want to just move 
on—that you have said investing in people, from an economic 
standpoint—so we are not hearing discussion about we are doing 
it to get government revenue and all this kind of stuff. 

What Ben of Albany is saying is investing in people is going to 
pay greater dividends than any purchase of equipment, and if peo-
ple take that out of here, I think that will be a chance to start 
bringing our foursome together. 

One last question if I might, because I know colleagues have 
questions as well. Ms. Frye, you have been making some good 
points with respect to how critical this is to economic competition 
and growth, particularly with China. It seems to me your organiza-
tion has really been trying to drill down into that area, has some 
projections, for example, about the additional economic growth that 
would come about through paid leave. 

Why don’t, for the remainder of my time, we give you a chance 
to address this issue, because every member up here, every single 
one of us—and sometimes multiple times a day—says we have got 
to out-compete China, and you are trying to bring the receipt, so 
to speak, and talk about how it generates that kind of growth. 

Ms. FRYE. Absolutely, Senator. I think the way we do that is we 
make sure that women can participate in the workforce, and the 
way we do that is to ensure that they have access to paid leave. 

What we know is that if you had prime-age women in the work-
force equal to that of some of our counterparts internationally, you 
could boost our economy by $650 billion, which is just under 3 per-
cent in additional GDP. So we are definitely in support of that 
strategy for strengthening our economy. 
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The CHAIRMAN. More impressive numbers for the cause. I thank 
you all. I look forward to the questions. 

Senator Crapo? 
Senator CRAPO. Thank you very much. 
I will start with you, Ms. Milito. In your testimony, you indicated 

that there is a cost to a number of these proposals. There are actu-
ally a lot of proposals out there. Some have more costs than others, 
and some are more based on tax policy. But could you follow up or 
just explore a little bit more what you mean when you say there 
is a cost to all these proposals—or many of them—but that not all 
businesses can pay that cost? 

Ms. MILITO. Yes, thank you, Senator, for that question. So the 
costs—you are right. There are a lot of proposals out there, a lot 
of proposals at the States and a lot of proposals at the Federal level 
there, and I think we are here today because there is not a Federal 
requirement for paid leave. 

But before I get to your question, I just want to again point out 
that nearly 80 percent of small businesses do offer paid leave to 
their workers, and they do it because that is the way they retain 
talent, that is the way they recruit employees there. 

But a paid leave mandate—there is a cost, because it would 
hinder the business owners’ ability to maybe offer other benefits 
that are more desirable by the employees it is trying to recruit. So 
for instance, a lot of small business owners I talk with—you know, 
tight labor market right now. And I hear from my members, ‘‘The 
number one way that I recruit and retain employees is they want 
higher wages. That is what they want. They want higher wages.’’ 

The second benefit employees are looking for is health insurance 
there. So if you add on something else, another required benefit 
from the government, then there is going to be strain, and they are 
going to have to retract on one of those, either wages or potentially 
the health insurance there. 

And again, I just want to go back, that most small business own-
ers are offering paid leave right now. 

Senator CRAPO. Or they could—one of the other options they 
would have is to hire fewer employees? 

Ms. MILITO. That’s correct too; yes, exactly. 
Senator CRAPO. Thank you. 
Let me go to you, Ms. Greszler. Paid leave can benefit workers, 

as you have indicated as a mother of six that you personally under-
stand. At the same time, you rightly pointed out how critical it is 
that these paid leave policies be flexible. Please elaborate a little 
bit on what flexible means in this context and how some of the na-
tional paid leave proposals would be inherently inflexible? 

Ms. GRESZLER. Yes. So, flexibility is so important, because paren-
tal leave for the birth of a new child, that is one thing that is rel-
atively predictable. But most leaves are not predictable, and you 
need access to those benefits quickly. It is something like emailing 
a boss directly and saying, ‘‘I am going to be out for this.’’ 

There is a difference between that and having to go through a 
bureaucratic application process, get medical approval, and then 
have somebody who does not know who you are, does not know the 
work you do, does not know the workplace, be in charge of deciding 
when you are eligible for benefits, how much you are going to get, 
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and to just have a strict 12 weeks or you must specify this day, and 
if you do work on a day that you specify, now you have to repay 
it. 

It is just the reality of a government program not working well 
to meet individuals’ needs, versus the flexibility of an individual 
being able to work directly with their employer, to work out what 
works best for each of them, and also being able to keep the busi-
ness running. 

Senator CRAPO. Well, thank you. And the chairman and I have 
both indicated we believe in flexibility, and if there is a way to find 
that bipartisan solution here, it will involve flexibility. 

At the end of your testimony, you went over a number of options 
that would be workable, and I would assume that you feel that 
those options would have the flexibility to help build a meaningful 
policy. Could you just go back—even if you just go back over what 
you told us in your testimony—but could you go over some of the 
options that you believe we ought to be considering? 

Ms. GRESZLER. Yes. So each of these are an array of options. No-
body would be forced to take them, but they are something that 
workers could choose from based on what works best for them. I 
think the most important are the ones that get at the lower-income 
workforce. 

So the Working Families Flexibility Act, that is something that 
applies to workers who are paid hourly wages. Currently, if you are 
paid hourly, you are entitled to overtime pay. So, if you work 45 
hours in 1 week, then you actually get paid for those 5 hours at 
a rate of time and a half, 71⁄2 hours’ worth of pay. 

So, for that worker who worked an extra 5 hours, they could 
choose between the overtime or accumulating 7.5 hours of paid 
time off. It is a pure choice; nobody has to take it, and the em-
ployer cannot force them to. Also, universal savings accounts, just 
having that access to one account that you are not fearful about 
putting money in because if your car breaks down tomorrow, you 
might not be able to access it. 

But if you have one account that can be used for all of life’s pur-
poses, people would be more likely to save; that has been shown 
in other countries that have implemented these. And then you have 
that safety net there, whether it is for paid family leave or child 
care or whatever expense comes up. 

Also, private disability insurance. About half of workers have 
that now. You could allow employers to auto-enroll their workers 
into private disability insurance. Just specify that that is some-
thing they can do like they do for 401(k)s, and that could increase 
their access to that workplace benefit. 

Senator CRAPO. Thank you; I appreciate that. 
The CHAIRMAN. Thank you, Senator Crapo. 
Senator Stabenow? 
Senator STABENOW. Well, thank you so much, Mr. Chairman and 

Ranking Member Crapo. This is such an important discussion, and 
we have talked about it for years but never seem to actually do 
what needs to be done for families and for women, who are the pri-
mary ones, juggling what is happening for themselves and their 
families, both children and parents and everything in between, and 
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at the same time we need them in the workforce. And so there are 
many challenges. 

I wanted to start with Mr. Verhoeven, but I did want to say that 
in listening to your options, my concern is that, for instance with 
low-income workers, you said, well, you can work overtime and 
then choose to get paid for overtime, or you can work overtime and 
choose not to get paid for overtime, and get family leave. 

It seems to me they ought to, if they work overtime, get their 
overtime and also have family leave. So those do not sound like 
great choices for low-income people as I am listening, but I cer-
tainly support flexibility. There is no question. 

But, Mr. Verhoeven, as chair of the Agriculture Committee, I 
have to say I smile in thinking about you as a family farmer, run-
ning a family-owned greenhouse in Albany, OR, and the way you 
are approaching this for your workers. 

All the time we hear about the need for workers, everywhere cer-
tainly. And in agriculture, we hear the desperate need for work-
ers—and in every area. Certainly we see this in Michigan as well. 
Could you speak a little bit more about how the program works in 
Oregon, because we certainly see paid family leave as pro-workers, 
pro-families? 

You are saying it is also pro-business, which I believe that it is, 
and that it can be structured in a way that is not costly. Because 
certainly, for small businesses in particular, that is a huge issue, 
being able to afford to be able to do something like this. 

But universal paid family and medical leave in Oregon; what 
does that look like for you? How is that structured? 

Mr. VERHOEVEN. Thank you, Senator, for the question. Our gov-
ernment program in Oregon makes it tremendously affordable for 
me to offer these kinds of benefits, really comprehensive benefits 
to my employees. Again, it is less than truck repairs. They get paid 
family leave, which includes paid parental leave, time to care for 
a loved one, paid medical leave, and paid safe leave. 

As an employer, for that small investment, I get a big return in 
terms of retention, promotion, business growth. And I would also 
add that it has been really, really simple to set up. I cannot afford 
this kind of comprehensive paid family leave on my own. Our gov-
ernment program makes it really easy to do that, and it makes it 
easy to set up. 

It really is as simple as a software update to our payroll, a poster 
in the break room. That leaves me with a lot more time to do what 
my day job is, which is not here in front of you guys; it is growing 
flowers for garden centers. And I know I can rest assured that the 
government is managing the program, confirms if a worker quali-
fies, and of course pays for the leave itself out of the program. 

That is a real service and a value to me, my farm, my small busi-
ness, and certainly my workers. 

Senator STABENOW. Is this done in matching funds or through 
the tax code? What does that look like? 

Mr. VERHOEVEN. Thank you. Thank you, Senator, for the ques-
tion. Our Oregon program is done through a payroll tax. So, as an 
employer, I pay four-tenths of one one-hundredth of my payroll. So 
that is—— 

Senator STABENOW. Say that again? Four-tenths—— 
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Mr. VERHOEVEN. Four-tenths of one one-hundredth of my payroll, 
a fraction of a fraction. That four thousandths of my payroll, for 
that small amount, my workers also contribute six-tenths of one 
one-hundredth of their pay. So, while it is not free, right, I would 
argue it is a really, really good bargain, because for that, they are 
getting access to paid parental leave, medical leave, caregiving 
leave, and I get better retention. 

Senator STABENOW. And are you finding, I assume, that you keep 
workers longer? 

Mr. VERHOEVEN. Yes, absolutely. 
Senator STABENOW. In terms of retention and the quality of the 

workers and so on, this, I would assume, pays dividends on the 
farm and with your business? 

Mr. VERHOEVEN. Yes, Senator, thank you for the question. We 
absolutely see better retention, opportunities for promotion, and of 
course that leads to business growth for me and my farm. 

Senator STABENOW. Right. 
Thank you, Mr. Chairman. 
The CHAIRMAN. I think we might just want to put Ben in charge 

of bringing everybody together and working this out. He’s got it 
down, and he is an Oregonian. 

Senator Menendez? 
Senator MENENDEZ. Thank you, Mr. Chairman. I am proud to 

represent the great State of New Jersey, which was the second 
State in the country to pass a paid family leave program in 2008, 
and then our State expanded the program in 2019. Our paid leave 
program has helped countless families and the 71 percent of all 
New Jersey households with children, more than 1.3 million homes. 
All parents have paying jobs, and more than 100,000 children are 
born each year in New Jersey. 

The State legislation created a paid leave program that guaran-
tees all workers 12 weeks of family leave, with the lowest-wage 
workers receiving 85 percent of their pay. This legislation, I be-
lieve, should be an example for the country. 

Ms. Frye, what are the biggest successes and lessons from New 
Jersey’s paid family leave program that we should consider as we 
push for national paid leave legislation? 

Ms. FRYE. Thank you. Thank you so much, Senator, for that 
question. And you are right that there is lots of good research on 
the effectiveness of New Jersey’s program. It was the second in the 
country, and what we know is that it has really helped with some 
of the things we have already talked about: labor force participa-
tion and retention, particularly for women workers. 

There is data that shows greater retention of workers who are 
family caregivers. There is really good research from employers 
that shows that for the most part, employers say it has either im-
proved morale or productivity, or at worst it is neutral. 

So there is lots of good research that shows that the law has 
been able to both provide a benefit that people needed, but also to 
make sure that employers could manage it and manage it well. 

Senator MENENDEZ. Yes. So human capital, which is essential— 
we have 10 or 11 million jobs in the country that go unfilled. So 
creating greater access to that human capital for productivity to 
take place, as well as higher performance, those are things that the 
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private sector would want to see as much as any benefit to the in-
dividual families, isn’t that true? 

Ms. FRYE. Well, it is why we think that paid leave is a win-win. 
And I think when you look at all of the States increasingly—and 
as Senator Wyden said, there are 14 now including the District of 
Columbia—one of the reasons that paid leave is growing is because 
you do see those benefits for workers and for employers. 

Senator MENENDEZ. So, I am proud to be an original cosponsor 
to Senator Gillibrand’s FAMILY Act, which would guarantee all 
workers access to 12 weeks of paid leave, and I look forward to 
working with her to make it happen. 

Latinos and Latinas are far less likely to have access to paid 
leave than others, and nationally Latinos are 66 percent less likely 
to have paid leave compared to White workers. This inequality 
makes it harder for Latinos to spend time with a new child or take 
care of a sick parent. 

To add insult to injury, it also forces many Latinos to drop out 
of the workforce altogether when they have a child, contributing to 
the monumental wage gap we see between Latinos and White men. 
As we know, it takes a Latino worker an average of 2 years to 
equal what White non-Hispanic males are paid in 1 year. 

So, Ms. Frye, why is national paid leave legislation so vital for 
Latino families? 

Ms. FRYE. Well, you have recounted some of the challenges here, 
and Latino workers generally disproportionately work in jobs 
where there is no paid leave. That is true for, in particular, low- 
paying jobs and many in the service sector. So a lot of times Latino 
workers simply do not have access to leave because of the jobs they 
work in. 

In addition, as you mentioned with Latinos in particular, there 
is an enormous wage gap, and what we know about the wage gap 
from people like Nobel Prize winner Claudia Goldin is, there are 
several different drivers of the wage gap. 

One of them is discrimination, one is occupational segregation, 
and the other is the lack of work family policies, like paid leave 
and child care. So, when you have paid leave, you enable folks to 
actually stay in the workforce longer. It enables them to not only 
earn wages, but grow wages, and that is why paid leave and work 
family policies are so critical to helping to close the wage gap. 

Latinos have one of the largest wage gaps. They earn 52 cents 
for every dollar a White male makes. That is an enormous gap, and 
we need to close it. 

Senator MENENDEZ. Yes. And finally, Mr. Verhoeven, you cer-
tainly talk about the benefits of paid leave as a small business 
owner. Of course, when an employee is away, it causes strains on 
a small business, but it is far worse if an employee is forced to 
leave the business because of a lack of family and medical leave. 

What has been the biggest success of the Oregon paid leave pro-
gram for your business? 

Mr. VERHOEVEN. Thank you, Senator, for the question. The big-
gest success is, it is a tremendous bargain. Again, it costs us less 
than truck repairs, and I get a really big return on that investment 
in terms of retention, promotion, and business growth. I see my 
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workers with more stable home lives, and that equates to more sta-
ble work lives at our farm. 

The CHAIRMAN. Thank you. 
And in order of appearance, next our friend from North Carolina. 
Senator TILLIS. Thank you, Mr. Chair. 
Mr. Verhoeven, a quick question for you. Is the program funded 

through employer and employee payroll deductions, or is it sub-
sidized by the State as well? In other words, is it fully funded 
through the payroll tax deductions or not? 

Mr. VERHOEVEN. Thank you, Senator, for the question. In our 
State of Oregon, the government program is funded through payroll 
taxes and again, it is less than truck repairs—yes, correct. 

Senator TILLIS. I am curious. So they have created a revenue 
pool that it is funded out of those resources? No other subsidies re-
quired. That is good. 

Mr. VERHOEVEN. Yes. That is my understanding; correct. 
Senator TILLIS. I have a question for Ms. Milito. I am trying to— 

you know, North Carolina and various States have gone about this 
differently. We have this for State employees. We do not have it as 
anything mandatory for businesses. What are the trends that we 
are seeing? COVID had a lot of bad things, but it had some good 
things—I mean, we are addressing work-life balance, a number of 
other policies. 

But what could we do short of creating a large, potentially com-
plex—because everything in the Federal Government is large and 
complex. And so, all of the sudden we go to small businesses—and 
I remember in the Banking Committee we were having a hearing 
where someone was talking about how this is a small program. It 
is only a 4- or 5-page form that a small business needs to fill out. 

I do not think people understand how chilling that is to a small 
business, where, Mr. Verhoeven, you are probably the CEO, the 
chief marketing officer, the chief financial officer. You are running 
a lot of your business. So I am in the mode of, let’s get paid family 
leave out there, but let’s do it in the most light-handed manner 
possible. 

So, can you give me any ideas or trends, Ms. Milito, on, particu-
larly for small businesses, what is occurring now? Are the market 
demands, the competition for labor, everything else going on out 
there—how much of the gap is being filled there, and to what ex-
tent does the Federal Government need to be involved? 

Ms. MILITO. Thank you for that question, Senator. So I will say, 
you have heard a lot about flexibility here, but I would also say, 
any proposal policy should be simple. So, keep it simple. And I will 
go back to Mr. Verhoeven. You mentioned in Oregon it was a mat-
ter of updating your software. 

A lot of NFIB members are still doing payroll manually. So then 
again, that would be more complexity added there too. The carrot 
is always better than the stick there, so allowing more flexibility. 
You know, you mentioned COVID and government policies that 
came out then. You probably might recall the Families First 
Coronavirus Response Act, which mandated leave and offered a tax 
credit. 

But the tax credit—claiming the credit was really complicated, 
and the NFIB survey, our research center, found afterwards that 
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only 43 percent of small employers who had employees take that 
FFCRA leave claimed the credit. It is just complicated. Most of our 
members use a tax preparer. So they are doing payroll in-house, 
sometimes still manually, but they are using a tax preparer. So you 
know, awareness on the part of sort of the tax preparer community 
on any sort of tax credit is also very important there. 

So that is a long-winded answer to your question, but simplicity 
is very, very important, and the carrot is more important than the 
stick. Thank you. 

Senator TILLIS. I agree. 
Ms. Greszler, tell me a little bit about government programs 

that, in your view, are falling short, and what more we need to do. 
Ms. GRESZLER. Yes. I think the reality of government programs 

is, they cannot eliminate the costs. They cannot reduce the costs. 
They can simply redistribute the costs, and when you hear—I have 
been in discussions with H.R. managers at large companies, and 
they have said that complying with these State-based programs 
has been so difficult. And they have ended up telling workers they 
can take leave and then they had to pay it back. And they said if 
they did not have to deal with these issues, they would be pro-
viding so much more. 

So I think that is the problem. Is a government program actually 
going to help the workers who need the help the most? And I think 
that that is where the evidence is saying ‘‘no.’’ It is not getting to 
the lower-income workers who do not have access to leave, because 
it is a burdensome process. 

It is burdensome for employers. Ms. Milito is looking at that 
credit for the businesses. The JCT thought it would cost over $100 
billion. It cost $6 billion, because businesses simply did not apply 
for it, having to go through the process and fill out these forms. If 
that is burdensome for a business owner, how much more burden-
some is it for the low-income worker, who is also managing the 
medical condition for the leave? 

So I think anything that happens has to keep the relationship 
between the employer and the employee, so that they can flexibly 
work things out. That might not look like a formal written policy 
that is measured by the BLS to say you have access, but it never-
theless is having the ability to be able to take leave in a way that 
works for both the worker and the employer. 

Senator TILLIS. Thank you. I am sorry; my time has expired. I 
had questions for all of you. 

Thank you, Mr. Chair. 
The CHAIRMAN. I thank my colleague. 
Next in order of appearance is Senator Hassan. 
Senator HASSAN. Thank you very much, Mr. Chair and Ranking 

Member Crapo, and to our witnesses for being here today. There 
is strong public support for a national paid leave program, and I 
am encouraged that there is growing bipartisan support in Con-
gress, because the current patchwork system is not working. 

It is not working for families, and it is not working for our busi-
nesses and our economy. Without access to comprehensive, guaran-
teed paid leave, many hardworking Americans are forced to reduce 
their hours or leave their jobs altogether when they welcome a 
child into their family, when they go through their own medical 
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emergencies, or when they need to care for a sick family member 
or aging parents. 

So I want to start with a question to you, Ms. Frye. It was very 
good to see you last week. As we discussed in our meeting, many 
Granite Staters struggle because they do not have guaranteed paid 
family and medical leave. For instance, I have met with Carrie 
Duren in Wolfeboro, a single parent of three who served as a care-
giver to her father, who had Alzheimer’s until his passing in 2019. 

With no paid leave, in order to take her father to critical medical 
appointments, Carrie had to forego hours of pay. She was in be-
tween caregiving and critical financial support for her family. She 
continues to struggle with lack of access to paid leave as she cares 
for her daughter, who has complex medical needs, juggling part- 
time jobs at a financial cost. 

Ms. Frye, I am sure that you have heard stories like Carrie’s 
throughout the country. How can comprehensive paid leave help 
people like her who are in a position of caring for their parents, 
children, or other loved ones? 

Ms. FRYE. Well, thank you, Senator. I think you have really hit 
the nail on the head, that comprehensive paid leave is comprehen-
sive, and it recognizes that what paid leave may look like for one 
person and the need for one person, is different for another. 

What we know, and Ms. Greszler, I think, said this, is that less 
than a quarter of the leaves that are taken under the FMLA, for 
example, are for parental purposes. The majority of leave is for per-
sonal, and a little over a quarter is for family care. 

So you need comprehensive leave to ensure that a person like 
your constituent can actually take the time that they need to care 
for their parent. I had a similar issue when I was on the staff of 
the National Partnership and had to take my dad to chemotherapy. 
So you need that type of flexibility. 

Senator HASSAN. Well, thank you. 
Another question, which has to do with our service members who 

are in the National Guard and Reserves. They lack access to the 
parental leave that they need to care for and bond with their chil-
dren after birth, adoption, or foster care placement. 

At a time when we are seeing recruiting and retention challenges 
across the military, we need to act swiftly to remove barriers, so 
that parents will continue to serve in the military. That is why 
Senator Murkowski and I are pushing to ensure that our bipar-
tisan Reserve Component Parental Leave Parity Act is included in 
this year’s National Defense Authorization Act. Our bill will 
strengthen the military and support families by expanding parental 
leave to fathers and adoptive and foster parents serving in the Re-
serves and National Guard. 

Ms. Frye, why is it critical for our military readiness and 
strength to ensure that all new parents in the military have access 
to leave? 

Ms. FRYE. Well, it is critical to support our service members 
across the board, and that means not only service members who 
need to take time off because they are about to have a child, but 
also parents who are—you know, maybe a spouse is having a child. 
I so appreciate the legislation that you and Senator Murkowski are 
working on. 
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You know, what we know is having that time off, particularly for 
a new mom or a new parent, is essential for bonding, for strength-
ening their family. It is particularly important when you have serv-
ice members who are doing long deployments. The time that they 
are able to have with their families is critical. 

You know, we know that our military readiness is connected to 
service members believing that their families are okay. So we have 
a duty, I think as a Nation, to make sure that they have the tools 
available to them to make sure their families are as strong as pos-
sible. 

Senator HASSAN. Well, I appreciate that very much. I see my 
time is almost up, so I will submit one more question to Mr. 
Verhoeven for the record. 

Thank you, Mr. Chairman. 
The CHAIRMAN. Very good. I thank my colleague. 
Next is Senator Casey, who has worked on these issues for a long 

time. 
Senator CASEY. Mr. Chairman, thank you. Thanks for working 

on this issue with us, and thanks for having this hearing. I do not 
think anyone needs to hear it again, but it bears repeating, how 
important paid leave is for families, whether they are starting a 
new family or whether they are in families with older adults, fami-
lies with members with disabilities or significant medical needs. 

The Department of Labor tells us that 20 percent of people tak-
ing unpaid FMLA leave do so to care for a non-newborn family 
member with a serious health condition. That is a lot of families, 
a lot of people. Family members leave their jobs or reduce their 
work hours to care for a newborn or a newly adopted child, to pro-
vide ongoing care for a family member with a disability, or to care 
for their aging parents. So it runs the gamut from one end of the 
age scale to the other. 

A constituent of mine, Barbara Gurley, came to our office to talk 
about her caregiving experience for her late husband. She was talk-
ing about how often he fell and the challenges that she had, mak-
ing sure that they could take care of him before he passed away. 
The Gurley family had insurance but could not access any paid 
support for the work she was doing, and they made too much 
money for local social services. If there had been a paid leave pro-
gram in place, Barbara could have taken paid time off to care for 
her husband when he really needed it. So we know this is really 
hard work, caregiving. 

Mr. Verhoeven, you testified that before the new paid leave law 
in Oregon came into effect, you had an employee who was ‘‘drain-
ing their retirement savings to care for a dying brother.’’ Can you 
tell us more about how workers like Barbara Gurley and your em-
ployee will be affected by a new, comprehensive paid leave law like 
the one you have in place in Oregon? 

Mr. VERHOEVEN. Thank you, Senator, for the question. Yes, our 
government program makes it really affordable for me as a small 
business owner to offer now comprehensive paid family leave, so 
that no longer is it just parental leave, but it includes the kind of 
caregiving leave you are talking about: medical leave and safe 
leave. 
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That is really at the crux of it for us. As a small business owner 
without our government program, I could not offer those kinds of 
things. My workers could not benefit from them. The kind of bene-
fits that they receive makes it easier for them to have a stable 
home life, which makes it easier for them to have a stable work 
life. 

That is good for them. It is also good for me as a small business 
owner and as a farmer. If they are stable at home, stable at work, 
I can see better retention, promotion, business growth. 

Senator CASEY. Thanks very much. 
And finally, Ms. Frye, if you have any data, I wanted you to 

share, if you could, how often and when workers need to take time 
to care for family members other than newborns or newly adopted 
children. Any national perspective on that, or data? 

Ms. FRYE. Well, what we know from the data is, about a quarter 
of the time, the leave is taken for things that are not self-medical 
or related to the birth or adoption of a child—so, a significant per-
centage. And what we also know is that that family caregiving is 
often the type of caregiving that is left out of other policies. 

You know, people may have access sometimes to vacation and so 
forth, but it is really the family caregiving that often is the missing 
piece, which is why comprehensive leave is so important. We know 
one in seven caregivers, for example, report that they have had to 
either cut back on their hours or drop out of work because they did 
not have access to family caregiving leave. 

We know that women over 50 who have had to drop out of the 
workforce because they did not have access to caregiving leave lose 
on average almost $300,000 over the course of their careers be-
cause they have had to drop out of the workforce. So it is a signifi-
cant impact. 

Senator CASEY. Thank you very much. 
Thank you, Mr. Chairman. 
The CHAIRMAN. I thank my colleague. 
Senator Cassidy is next, and he also has spent a long, long time 

working on this. 
Senator CASSIDY. Yes; thank you, Mr. Chairman. 
Yes; first, just a comment. Although you have all pointed out 

that it is a large fraction but not the complete amount of those who 
take family leave because of adoption or having a child, Senator 
Sinema and I have a bill which would allow the pull forward of a 
portion of a Child Tax Credit to allow a lump-sum payment of 
$5,000 at the birth or adoption, and the payment can be used ei-
ther as income replacement if she chooses to stay home—or if he 
chooses to stay home—or they can use it for child care if they 
choose to go back to work. 

Yes, they are losing $5,000 in subsequent years from their Child 
Tax Credit. On the other hand, as we all know, studies show that 
if a woman stays attached to the workforce, her future income 
growth is such that it more than makes up this $5,000 she is losing 
in subsequent years. 

I spoke about that fast, but if anybody wants more information, 
I would love to give it to them. And more importantly, I think it 
is something that can be possibly paid for. I say that right now, sir, 
because of your mention of the de minimis almost payroll tax. But 
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we have a President who will not support any tax on anybody less 
than $400,000, even if it is to save Social Security. 

Now, we have first got to line up our priorities. We’ve got to 
make sure that Social Security does not go bankrupt, and right 
now we have had no commitment to making that happen. The old 
sell about, let’s just tax those who make over $400,000 a year—I 
will point out that the President has proposed over $4 trillion on 
those who make over $400,000 a year, and none of that money is 
going to this sort of payroll program. 

So on the Federal level, we have to say, yes, it is great that Or-
egon is doing this, but on the Federal level I do not see a path for-
ward in terms of raising the payroll tax. 

Ms. Greszler, though, and, Ms. Milito, when I researched this a 
few years ago—I was working on this with Senator Sinema—the 
research I did at the time said that most people—this is several 
years ago, so with inflation it would be higher—but most workers 
who make over $70,000 a year have paid leave of some sort. 

Now, it might be paid vacation days or personal days. It was not 
per se paid leave, but it was time they could take off if their parent 
were sick or if their child were sick or if they have a child. Is that 
still the case? I do not know the answer to this, because it has been 
a while since I have looked at this. Ms. Greszler? 

Ms. GRESZLER. Yes. I suspect it has gone up even more since 
then. The latest data we have is from 2018, and that shows that 
about 73 percent of workers across all income levels report that 
they have access to some type of paid leave for an FMLA condition 
at work, and I think that—— 

Senator CASSIDY. But to Ms. Frye’s point and to your point, you 
could imagine that is going to be principally people who make 
above a certain income level. The worker behind the counter at the 
convenience store, she has a lower wage and probably an hourly 
wage, and a more tenuous employment circumstance. So again, is 
this not disproportionately those who are upper-income? 

Ms. GRESZLER. It is still disproportionately those who are upper- 
income, but we have seen the most significant growth in paid fam-
ily leave policies in those lower-income groups over recent years. 

Senator CASSIDY. That’s great. Now why have you seen a growth 
of that? Is it because of the policies that have been advocated in 
States like Oregon or what? 

Ms. GRESZLER. No. The growth that we have seen—and I men-
tioned it increased sixfold. If you look at the 6 years before the Tax 
Cuts and Jobs Act was passed versus the 6 years since then, the 
percentage of workers—as formally measured by the Bureau of 
Labor Statistics looking at employer policies only—that is where 
we have seen that sixfold increase. 

It is companies like Lowe’s, Starbucks, Chipotle, that typically 
are employing lower-income workers. 

Senator CASSIDY. So let me stop you there, because I also was 
struck when I did this research a few years ago, some companies 
like Google and Deloitte and others were, in California, providing 
paid leave as a company policy, and then when California put in 
their program, they actually pulled back on their business-offered 
paid leave, and they discharged the obligation to the taxpayer. 
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And so on net, there is no increased benefit to the worker; there 
is just less obligation in the case of businesses. Is that a common 
thing, or is that only California? 

Ms. GRESZLER. That is exactly what happens with these State 
policies. It is a windfall benefit for the employer that already pro-
vides a policy. They send their workers to the State program first. 
Once they have used up all those benefits and had to go through 
that burdensome application process, then the employer will top 
them up to bring them to the same level that they had been before. 
So the worker has to go through two programs to get the same 
thing that they were. 

Senator CASSIDY. Now let me ask you: I am also told that Wash-
ington State did it in such a way that was—it avoided that. And 
again, I am just telling you this because I have been told that, not 
because I know details. Can you comment on my understanding of 
the Washington State program, that they avoided this kind of zero 
sum for the employee but created a windfall for the employer? 

Ms. GRESZLER. I believe they have a process where the employer 
can get a qualification to just run their own program, and to opt 
out of that. That is something that I would encourage any State 
or government policy to do: to allow an opt-out for employers who 
are already providing the minimum level of paid family leave. 

Senator CASSIDY. Well, I have questions for you all, but I am out 
of time. So, thank you all. 

The CHAIRMAN. I thank my colleague, and my colleague has been 
working in good faith on this for a long time. I just want to make 
a quick point while it is relevant to the debate. It just strikes me 
that you should not have to sacrifice the Child Tax Credit to get 
paid leave when you have a child. That is especially true when Ben 
has given us a path to basically say, ‘‘Hey, look, we can offer paid 
leave that costs less than truck repairs.’’ 

So we’ve got a lot of work to do to try to bring this together. I 
am going to work very closely with Senator Cassidy. He has put 
in a lot of time on this, and I appreciate it. 

Senator Cortez Masto? 
Senator CORTEZ MASTO. Thank you. Thank you, Mr. Chairman 

and Ranking Member, for this great conversation. It has been very 
enlightening as well. 

And let me just ask Elizabeth Milito. Oregon has a paid leave 
program. Did the National Federation of Independent Business op-
pose that program, that statewide program, and do they still? 

Ms. MILITO. Yes. 
Senator CORTEZ MASTO. Why? 
Ms. MILITO. Our members—we are member-driven, and our 

members took a look at it and opposed it. It was not the right thing 
for them. It does not offer flexibility. It is a one-size-fits-all. So it 
is challenging. Again, not all businesses are created equal, and 
there is a cost associated with it. 

Senator CORTEZ MASTO. And the harm to the businesses—can 
you explain, is it harmful in the sense that it puts some folks out 
of business, that small businesses could not afford the cost? 

Ms. MILITO. There is—so a couple of things. There is the payroll 
cost there, so there is a cost burden on the business. So there is 
an employer-side payroll cost there too. There is the recordkeeping, 
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the administrative burden there, because there is some burden on 
the employer with adapting their payroll system to account for it 
there too. 

They also need to become familiar with the program, so there is 
a learning curve there too with familiarity so they can answer their 
employees’ questions about the program there. And then there is 
also too the potential for workers to take extended leave and the 
strain on other employees. 

Not that an employer would necessarily not offer the leave. They 
probably—you know again, as I said before, I keep saying, most 
small business owners do offer a paid leave program, but it might 
be a PTO program, you know? So it is all sort of in one bucket 
there, not necessarily as formalized a policy there. 

Senator CORTEZ MASTO. And the Oregon law did not exempt or 
carve out those small businesses that already have a different form 
of paid leave? 

Ms. MILITO. It did not. To my knowledge, it did not, but—— 
Senator CORTEZ MASTO. Thank you. 
Mr. Verhoeven, I am curious about your examples. Can you talk 

a little bit about how you perceive the Oregon program? Did you 
see those challenges as well? I am just interested in the State pro-
gram. 

Mr. VERHOEVEN. Yes, thank you, Senator, for the question. I do 
not see those challenges. Again, I am a small business owner. I am 
the H.R. department, and our working with our government pro-
gram has been as easy as a software update to our payroll system 
and a poster in the break room. 

It has made it incredibly simple for me to afford the kind of ben-
efits that I otherwise could not, and offer them to my workers to, 
again, build that stability in their home, which gives me stability 
in the workplace and leads to improved retention, opportunities for 
promotion, and growth for my business. 

Senator CORTEZ MASTO. And how many employees do you have? 
Mr. VERHOEVEN. I have 26 full-time employees, myself included, 

and we hire about 24 seasonally. 
Senator CORTEZ MASTO. And is it safe to say that a smaller busi-

ness that has 15 or less employees might have a profit margin that 
is really slim and not be able to accommodate some of these costs? 
Is that true or not? Just for the panelists—I am going to open it 
up to the panelists. 

Ms. GRESZLER. Yes, I think the costs are definitely an issue, and 
it is a bigger burden for smaller businesses. But something that we 
have not looked at a lot is beyond the dollar cost: it is the ability 
of the business to keep managing its operations, and that is what 
is particularly burdensome, if you are a smaller employer and you 
cannot just pull somebody else in and share the work amongst 
them. 

You know, the Bill and Melinda Gates Foundation, it had a real-
ly generous paid leave program. It was offering 12 months, and it 
was not a cost issue. But they found that they had so many people 
out that they could not fulfill their mission, and so they actually 
had to pull that back. 

And so that is the difficult needle to thread here: how can you 
have a policy that is providing the benefits, but also enabling the 
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employer to keep managing their operations? And that is where 
you need to be able to have ways that you can pull new workers 
in without—— 

Senator CORTEZ MASTO. The flexibility; exactly. 
Ms. GRESZLER. Yes, exactly. 
Senator CORTEZ MASTO. So I know I have about a minute left, 

but I know President Trump in his budgets proposed to have the 
States provide 6 weeks of paid leave to new parents through their 
existing State unemployment insurance trust funds. 

While I think there could be promise in helping States expand 
paid leave, this proposal did not include any Federal support and 
left all the details to the States, and I question whether that helps 
those States, particularly those less affluent States. If they do not 
have Federal support, they are not going to be able to do this. 

So I guess my question to the panel is, looking at this flexibility, 
looking at what the States have done, should there be Federal sup-
port as well, as part of this? Shouldn’t it be both State and Federal 
support coming in to address the paid leave? Let me start with Ms. 
Frye, because it looks like you have an answer. 

Ms. FRYE. Yes. I will quickly say that you are absolutely right, 
that I think we need a Federal program. I mean, that was proposed 
during the Trump administration and during the Clinton adminis-
tration. They had a similar, a closely similar program that would 
have tapped UI. 

And the problem is that sometimes those funds simply are not 
sufficient, which is why a national program that actually is com-
prehensive is the preferred strategy. 

Senator CORTEZ MASTO. Okay. 
Ms. Greszler—I know my time is up. Mr. Chair, if she can an-

swer this question, then we will be done. 
Ms. GRESZLER. Yes. Just really quickly, I think the worst thing 

would be to have a State and a Federal program, because then they 
could potentially conflict and overlap and make it more difficult. It 
is a promising option, and I see it as a good one to be a true safety 
net—to use the State’s unemployment insurance programs, because 
that is really going to get at the workers who do not have access 
to a program at work, and who tend to be the lower-income ones. 

So I think that is one option. You would clearly have to increase 
the tax on employers to fund that. 

The CHAIRMAN. I thank my colleague. 
Senator Blackburn? 
Senator BLACKBURN. Thank you, Mr. Chairman, and thank you 

to each of you for your testimony today. I think, Mr. Chairman, we 
have the power panel. I like this: three women, one guy. But a 
great topic for women to be leading on. 

In Tennessee, I visit with each of our 95 counties every year, and 
this is your county and city and town Mayors and local elected offi-
cials and small business owners, and to a person, the issue that 
regularly comes up is workforce and how do you keep your work-
force, the lack of available workers to fill current job openings. 

They are all concerned with this, and one of the things that I 
have found is that employers want to provide better benefits for 
their employees. They talk about the need to do that because they 
want to keep them after they get them trained. 
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And, Ms. Milito, let me come to you, because Tennessee recently 
passed a new voluntary law, and it is called the Tennessee Paid 
Family Leave Insurance Act. This amends the insurance code in 
the State and establishes paid family leave insurance. So you now 
have a paid family leave insurance as a new line of insurance that 
insurers can offer in Tennessee. How important is it that your Fed-
eral and State law allows employers to have that flexibility to opt 
in and to make a benefit like that available? 

Ms. MILITO. Thank you for that question, Senator Blackburn. I 
mean, something like that that removes sort of the economic strain 
on a business from offering a benefit is something that certainly we 
would be open to exploring at the NFIB and hearing more about, 
and that would allow the benefit to be more widely available to em-
ployees too. I think that is a great thing. 

You know 70—we keep hearing this number—70 percent of 
Americans want paid leave, but then if you ask if it means a small-
er paycheck, 60 percent oppose. So I mean, to your point there, the 
costs are a concern for both employers and employees too. So if 
there is a way to get at it that, again, removes the economic strain 
from employers and employees, that could be a very good thing. So 
thank you. 

Senator BLACKBURN. Yes. We have talked a little bit about the 
cost of offering a federally mandated leave, and also the impact on 
the workforce. One thing we have not really touched on is, I would 
love to hear you and Ms. Milito—I will stay with you—talk about 
the compliance cost that is there on workforce laws, and what 
would that do to increasing compliance costs for small business 
owners. 

Ms. MILITO. And that is a great question, because just about 
every leave proposal that I have reviewed, State or Federal, does 
have compliance. There is recordkeeping; there is notification. So 
it might just be—I hear in Oregon, it sounds like it is a poster in 
the break room. But in other States—I believe in California, you 
have to hand out a brochure and a poster and notification. 

There are potential penalties associated in some of the States if 
you do not provide that, so sort of a cause of action for the em-
ployee if that is not given. This goes back to the simplicity thing 
there. Small business owners do not have a professional H.R. per-
son in most instances there. They are like Mr. Verhoeven. They are 
the H.R. person. 

So there is usually, again almost always—I have always seen a 
cost of recordkeeping, and that cost, that is time for the business 
owner. And then there is the liability risk too if you do not do it 
right. So thank you. 

Senator BLACKBURN. Okay; all right. 
Ms. Greszler, let me come to you. What about unintended con-

sequences that could result from changing the idea of something 
that is considered a benefit that employers can offer, to something 
that is federally mandated and that the government mandates em-
ployees have to have? So what would be the unintended con-
sequences of making that flip? 

Ms. GRESZLER. I think the unintended consequences there are, 
you get a more rigid structure that does not work very well for 
most people. If three out of four workers who are taking leave are 



28 

taking it for their own medical condition or caring for a family 
member, those are not things that are usually anticipated, and 
they are often not things that fit nicely into 12 weeks fully off, back 
on the job the next day. 

It is often caring for an elderly parent who might be needing to 
be home, but not constantly needing to be with them. So maybe a 
remote option is something that would work, or taking an elderly 
parent 1 day a week to a doctor’s appointment. Those things do not 
fit into the government programs. 

Senator BLACKBURN. Okay. So then, leaving it as a benefit for 
employers to provide like Tennessee has done with an insurance 
option that is there and having that line of insurance, that allows 
the flexibility that employees want is what you are saying? 

Ms. GRESZLER. Yes. That is something that an employee could 
opt into themselves or the business can choose to offer, and nobody 
would necessarily have to pay for it if they do not want to. 

Senator BLACKBURN. Okay; thank you. Thank you, Mr. Chair-
man. 

The CHAIRMAN. I thank my colleague, and my colleague is rais-
ing issues that need to be debated. For those of you who are just 
coming in—and we have had discussions most recently about rigid 
structures and the like—something like 3 hours ago, 2 hours ago, 
Mr. Verhoeven of Albany, OR basically said he could offer paid 
leave for less than it costs for truck repairs. 

So that does not suggest to me that we are arming up for some 
kind of huge, rigid kind of structure, and I still like the idea of put-
ting all four of you together to work this thing out. 

Senator Warren? 
Senator WARREN. Thank you, Mr. Chair. 
So, women workers saw steep job losses during the pandemic, 

and while women’s labor force participation has bounced back, it’s 
been stuck at 10 points lower than men’s labor force participation 
for the past quarter of a century, and that’s because women still 
bear the burden of care work. They take care of children, they take 
care of sick relatives, they take care of parents with disabilities, 
and that means that too often, women workers—and particularly 
women of color—must choose between getting paid or caring for a 
loved one. 

A key way to address this problem is through a national paid 
family and medical leave program so all workers have the support 
they need to balance work and caregiving responsibilities. Now 
some States, including Massachusetts, have already set up their 
own paid family and medical leave programs. 

Ms. Frye, how does Massachusetts’ paid leave program work? 
Can you just explain to everyone how we’re set up? 

Ms. FRYE. Sure; absolutely, Senator. Thank you. You know, Mas-
sachusetts has a very strong program. They have been able to 
make use of some of the best practices across the country. It offers 
12 weeks of paid leave for family reasons, I think 20 weeks for 
medical purposes. 

They have progressive wage replacement, so lower-wage workers 
get more of their pay, about 80 percent, which is significant. And 
it has job protection so that people, if they take leave, their job is 
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protected. So it is an important program. It also allows additional 
time for military service members as well. 

Senator WARREN. Yes. And as I understand it, we cover the over-
whelming majority of our workers in Massachusetts with this pro-
gram. And are workers in Massachusetts actually using the pro-
gram? What do you see, Ms. Frye, especially with women? 

Ms. FRYE. Absolutely. What we know from the early data is that 
the majority of people who have taken claims are women, a little 
over 60 percent. More than half of those women have been taking 
it for their own personal leave. So it is working, and that is impor-
tant. That is exactly what we want in a program. 

Senator WARREN. Good. So we’ve got it. It is a robust program. 
People are using it, and the program is relatively new in Massa-
chusetts. But in looking at data from other States that have had 
paid leave programs for years, the impact seems to be pretty clear. 

Ms. Frye, in States like Massachusetts that have paid leave pro-
grams, do we see positive economic outcomes, both for workers and 
for businesses? 

Ms. FRYE. Well, that is why it is so important. We definitely see 
positive outcomes in terms of labor force participation. It allows 
folks to stay longer, retain their jobs, grow their wages, which is 
exactly what we want. 

You know, our priority is keeping women in the labor market, be-
cause it supports them and it supports their families. Women are 
increasingly breadwinners. Two-thirds of moms are breadwinners, 
even higher for Black and Latina moms. More than 85 percent of 
Black mothers are breadwinners in their families. 

So, it is so critical to have that labor force attachment, and it 
also helps to close the wage gap. As I said earlier, what we know 
is, in Massachusetts in particular, there is a significant wage gap, 
and this is one of the strategies to help fix it. 

Senator WARREN. Oh, this is terrific. I really appreciate your ex-
plaining all of this. You know, paid leave helps families improve 
their economic security, and it’s good for businesses at the same 
time, because we get higher workforce participation when we do 
this. 

Clearly, there is a need for leave programs, especially for women 
workers. But the State you live in shouldn’t determine whether you 
can take off time from work to care for a sick family member at 
the same time that you’re trying to put food on the table. 

We need a national paid leave program. President Biden has 
called for it. It is time for Congress to act on this. Thank you again. 

I yield, Mr. Chair. 
The CHAIRMAN. I thank my colleague. 
I do not want you all to think that I am beginning to filibuster, 

but I have a couple of colleagues who may be on the way. So there 
are a couple of questions that I do think are kind of relevant to the 
debate. 

We haven’t said much about rural communities, and this dais 
has a lot of Senators with substantial rural terrain. Ms. Frye, you 
have looked into this issue, I gather, and are there some barriers 
that rural communities face in terms of paid leave? 

Ms. FRYE. Well, you know, I think there are a couple of things. 
One is that oftentimes in rural communities they just have access 
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to less services. They have to go farther. If you have somebody who 
has a care need, it is more stressful in terms of being able to access 
the care that they need, or having to drive people to appointments 
and things like that. 

So having the ability to take time to maybe take somebody to a 
city that is 1 hour away for a specialized appointment is really crit-
ical. It is exactly what families need in particular. The other thing 
that we know is that rural workers tend to be lower-paid workers. 

They are often disproportionately in lower-wage jobs, and many 
of those jobs do not provide access to paid leave. So you know, hav-
ing a national program that enables workers across the workforce, 
regardless of where they reside, to still have access to a leave ben-
efit is particularly important. 

The CHAIRMAN. All right. 
In the continuation of our hopes that our colleagues will arrive, 

let me also state a procedural matter, and that is, all Senators and 
staff have to get their questions in by next Wednesday, November 
1st at 5 p.m. 

Tell me a little bit—and I will ask you this, Ms. Milito, because 
we have worked with you all on a variety of issues. As you know, 
I had a bipartisan health reform bill, the Healthy Americans Act— 
seven Democrats, seven Republicans—that said, look, the Demo-
crats have an important point of universal coverage, because if you 
do not have universal coverage, too much cost-shifting; and the Re-
publicans had a legitimate point as well about some marketplace 
kind of forces. 

I am looking at the four of you, and I am saying, ‘‘Hey, let’s fig-
ure this thing out.’’ I mean, just listening to you over the last what-
ever it has been, 2 hours, I hear that a number of colleagues that 
we invited have been very sympathetic to the flexibility issue. 

My hope is that folks in the business community who are think-
ing about what to do and the concern about rigid structures would 
say, ‘‘Why in the world can’t we get this help to people of modest 
means?’’ I mean, that is how I started the discussion 2 hours ago. 
When people ask me why are we doing this, it is that firefighters 
and cashiers and all these people who really are of very modest 
kind of means, they work hard, they want to work hard, but at the 
same time, when life intervenes, they have to be there for their 
families. 

So, because you all have been involved in kind of coalitions and 
efforts to try to bring together people with responsible policy—and 
to me, policy is not about taking each other’s crummy ideas. I think 
that conservatives make legitimate points on flexibility, and I think 
progressives have legitimate points with respect to how important 
the human need is here. 

So you have been working on this a lot. What is the path here 
to break the gridlock? By the way, you know, when we started on 
some issues around here, Senator Crapo and I were told we did not 
have a prayer in the world of moving them, and we have been able 
to, because we have a lot of colleagues here who believe in the 
sharp pencil theory. So tell us how we get this done. 

Ms. MILITO. So, thank you, Senator. You are right. We definitely 
see—there seems to be an awareness about the need for flexibility 
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with small business owners, and what works for one business 
might not work so well for another business there. 

I would just ask that your colleagues also build an awareness of 
the costs on small business too. So, for instance—— 

The CHAIRMAN. But you are saying—and I share this view—I am 
sympathetic to flexibility. I mean, I think one of you said some-
thing like, well, this is being done for getting government revenue 
or some such thing. Not on my watch. On my watch, this is being 
done for two reasons: for economic growth, because we desperately 
need that—that is what fuels innovation—and helping families. 

So that is what we are trying to do, and that is what flexibility 
is all about. What do you say to your colleagues on that end of the 
table with respect to getting help and actually making sure it gets 
to them, without having to give up other assistance if they are of 
modest means and they have to help their family? 

Ms. MILITO. So proposals, I think, need to start modestly, and 
transposing, for instance, what Oregon has done nationwide, I 
think—Ms. Greszler could speak more to the potential calls for 
that, but I say that there are a lot of people and NFIB members 
that are not willing to absorb that cost—— 

The CHAIRMAN. I didn’t talk—I didn’t talk—— 
Ms. MILITO [continuing]. And it is the creation of another Fed-

eral entitlement program. Is that something that my members 
would support? They would not. 

The CHAIRMAN. I didn’t talk about taking anybody’s model. I am 
talking about trying to get people to say, ‘‘Look, let’s get serious 
about actually resolving it.’’ And when my constituent comes in and 
says, ‘‘We can do paid leave for less than we are spending on truck 
repairs,’’ I think there is a lane here that I have heard Senators 
on both sides talk about, where human capital, the needs of people, 
count as much as the very important investments that I support 
for your members in terms of equipment and machinery and the 
like. So that is my final refrain. 

Senator Whitehouse will ask his questions, and we will wrap up. 
But let’s say that this forum is a powerhouse panel, and let’s con-
tinue this conversation and find a path to actually making this 
happen on our watch. 

Senator Whitehouse? 
Senator WHITEHOUSE. Thank you very much. 
Let me start, if I may, by highlighting a Rhode Island paid leave 

story. Not everybody has an equal share of good and bad luck in 
this life, and this story is about a woman who has three kids. Her 
oldest is 15, medically fragile, nonverbal, and receives ICU-level 
care at home. 

He has been hospitalized twice, and because his mom has paid 
family leave, she is able to stay with him during some of these cri-
ses. And by virtue of her being there, that keeps him out of the 
hospital, lowering health-care costs for all of us in addition to, I 
think, being a pretty fair and decent thing to do for a woman who 
is already carrying a pretty heavy burden of need in her family. 

So to quote the mom, expanding this program is crucial to sup-
porting families during difficult times, and so I am very supportive 
of it for that reason. 
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Ms. Frye, how do you rate providing family leave in terms of 
overall economic growth? Does it add value to the economy, or is 
it a deadweight loss on the economy to provide workers with paid 
family leave? 

Ms. FRYE. Well, Senator, I think you will not be surprised to 
hear me say that it certainly adds a benefit, a strong economic ben-
efit, to have access to paid family and medical leave, in part be-
cause it helps women in particular stay in the workforce. It helps 
them retain their jobs, which is critical for not only their own eco-
nomic stability, but it is critical for our national economy. 

What we know is, when more women are participating in the 
workforce, it grows our economy. And we already know that we 
lose about $650 billion a year in part because our women’s labor 
force participation does not match that of some of our global part-
ners. So paid leave is an important strategy to address that prob-
lem. 

Senator WHITEHOUSE. Other countries do it? 
Ms. FRYE. Other countries—almost every country does it, Sen-

ator, and quite frankly, we ought to be able to do it too, and we 
know from States that we can do it. 

Senator WHITEHOUSE. And if, just say my mom from Rhode Is-
land, if she is forced to choose between a job that does not allow 
her the leave that is necessary to take care of her child, versus 
staying home and taking care of the child, I would bet that she and 
a lot of moms like her would forego the job and stay home. That 
is the mother’s first responsibility: to a child with a disability. 

Ms. FRYE. Absolutely. 
Senator WHITEHOUSE. So it is the prospect of paid leave when 

needed, that actually adds her to the workforce, is it not? 
Ms. FRYE. Absolutely. 
Senator WHITEHOUSE. And is that like a one-off, that everybody 

else is different, that the only place that would happen is with her 
in Rhode Island, or is that something that would repeat itself 
across other families and across other States, that it actually adds 
to the workforce to have a benefit like this, so that people who 
have the particular needs like she does feel that they can actually 
operate in the workforce without compromising their obligations at 
home? 

Ms. FRYE. It absolutely is the case that we have seen across the 
country, where there are paid leave programs—and we know also 
from the Family and Medical Leave Act that when people have the 
assurance of being able to take time off, it not only helps them in 
terms of the care they need to provide for their families, but it 
helps with their economic stability. 

It is crucial at all times, particularly for women, who are far 
more likely to be the ones who have to leave their job to provide 
care, because we know they do that. That is part of what happened 
during the pandemic, Senator, is that a million women left the 
workforce. It is because they had no choice but to leave the work-
force to care for their families. 

Senator WHITEHOUSE. Yes. I think we have had a similar argu-
ment here in this committee as regards the Child Tax Credit, 
which I would argue also helps facilitate work and helps people get 
to work, because if you are a mom with kids and you get a robust 
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Child Tax Credit, you can now afford, with those Child Tax Credit 
dollars, the child care that allows you to go to work. So I think 
many of these things actually support the workforce and support 
jobs and economic growth. 

So, thank you for being here. The chairman has asked me to 
gavel out the hearing. I believe as he does, that now is the time 
for Congress to enact a national paid leave program, that a na-
tional comprehensive program would be good for business, good for 
workers and families, and good for the economy—a triple win. 

But a national paid leave program will also make the American 
workforce more competitive against China. And when small busi-
nesses like Ben’s thrive, our economy will also thrive. 

Members will have 7 days to submit questions for the record for 
these witnesses. That means Wednesday, November 1st by close of 
business to get any questions that you have in. 

I want to thank all the witnesses again for their time and trouble 
being here. And with that, the Senate Finance Committee is ad-
journed. 

[Whereupon, at 11:52 a.m., the hearing was concluded.] 
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A P P E N D I X 

ADDITIONAL MATERIAL SUBMITTED FOR THE RECORD 

PREPARED STATEMENT OF HON. MIKE CRAPO, 
A U.S. SENATOR FROM IDAHO 

This is an important hearing, as nearly every working American will need to take 
leave from work at some point in their career. The Finance Committee has pre-
viously explored this topic, including holding a subcommittee hearing in 2018 and 
convening a paid leave working group organized by then-Chairman Grassley and 
Chairman Wyden. 

I was a member of that bipartisan working group, which sought to find the most 
sustainable path forward on family leave policies. As I noted at the time, I am com-
mitted to addressing the needs of working Americans, both inside and outside the 
home, while also ensuring that businesses have the flexibility they need to succeed, 
particularly in today’s challenging economy. 

As we will hear today, paid leave can greatly benefit workers and their families— 
from improving employee morale to helping families meet caregiving responsibil-
ities. However, there are many approaches to expanding paid leave, and the details 
matter. 

Employers across the country are struggling to fill vital roles in their organiza-
tions, with nearly 9.6 million jobs remaining unfilled nationally. In a recent survey 
from the National Federation of Independent Business, 43 percent of small business 
owners reported job openings they could not fill in the current period. 

In light of these workforce challenges, Congress must be careful not to interfere 
with employers’ existing paid leave offerings, which play an important part in their 
efforts to recruit and retain workers. 

According to the Bureau of Labor Statistics, in 2023, 78 percent of private-sector 
workers have access to paid sick leave and 79 percent have access to paid vacation. 
Additionally, 73 percent of small employers offer paid time off to the majority of 
their full-time employees, and 67 percent offer 2 weeks or more of leave. 

Imposing a one-size-fits-all paid leave program could limit employers’ ability to 
offer paid leave policies that meet the unique needs of their workforce or signifi-
cantly diminish existing employer-provided paid leave altogether. Creating a new 
Federal paid leave program also raises questions about implementation challenges 
and costs to taxpayers. States’ experience standing up paid leave programs illus-
trate some of the challenges a new Federal program could face. 

Several States that have enacted paid leave programs have had difficulty setting 
up even the most basic components of the program, leading to implementation 
delays. For example, applicants in multiple States have experienced delays with get-
ting their claims approved, with processing times in one State expected to increase 
from about 5 weeks to 4 months by 2025 absent additional staffing. One State has 
had to repeatedly increase the revenue going to the program to avoid a funding def-
icit. And in another State, analysts have raised concerns that revenues may be too 
low to pay future benefits. 

Even though there are many challenges on this topic, the bipartisan work that 
continues from members on and off this committee shows the importance of the 
issue. 

I appreciate the witnesses being here today, and I look forward to your testimony. 
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PREPARED STATEMENT OF JOCELYN FRYE, PRESIDENT, 
NATIONAL PARTNERSHIP FOR WOMEN AND FAMILIES 

Chairman Wyden, Ranking Member Crapo, and members of the Senate Finance 
Committee, thank you for the opportunity to testify on the critical topic of paid 
leave. My name is Jocelyn Frye, and I am the president of the National Partnership 
for Women and Families. 

The National Partnership is a nonprofit, nonpartisan advocacy organization based 
in Washington, DC. We promote fairness in the workplace, reproductive health and 
rights, access to quality, affordable health care and policies that help all people, es-
pecially women, meet the dual demands of work and family. For more than 5 dec-
ades, we have focused specifically on tackling gender-based barriers, often rooted in 
longstanding stereotypes and biases, used to limit the opportunities available to 
women, men, gender minorities and all those deemed to be out of step with assump-
tions about gender norms or roles. Women of color, disabled women, and women 
who hold other marginalized identities are particularly likely to face these barriers, 
compounded by prejudice and negative attitudes based on the intersections of their 
identities. We believe that it is essential to prioritize equity—in our workplaces, in 
our economy, in health care and health-care systems—to create environments fully 
equipped to respond to the diverse needs of workers, patients and indeed all people 
regardless of their background or resources. Our goal is to create a society that is 
free, fair and just, where nobody has to experience discrimination, all workplaces 
are family friendly, and every family has access to quality, affordable health care 
and real economic security. 

The National Partnership has been deeply involved in the fight for paid family 
and medical leave for decades. We wrote the first draft of the Family and Medical 
Leave Act (FMLA)—which provides unpaid, job-protected family and medical 
leave—and helped lead the coalition that successfully won its passage in 1993. Our 
work on the FMLA is rooted in our longstanding commitment to challenge barriers 
impeding women’s employment and full participation in the economy. The law has 
been instrumental in helping to counter biases and assumptions about workers with 
caregiving obligations and needs, and ensure that workers are not treated unfairly 
when navigating their family and work responsibilities. The FMLA is one of our 
proudest achievements as an organization, and since its passage has been used 
more than 460 million times,1 meaning that millions of workers no longer have to 
risk their livelihoods in order to take care of their own health or care for their fami-
lies. 

In the 3 decades since the FMLA passed, we have had the privilege of working 
alongside a number of State and national partners to advance the issue of paid 
leave. We worked with paid leave champions Representative Rosa DeLauro and 
Senator Kirsten Gillibrand to craft the Family and Medical Insurance Leave Act 
(FAMILY Act) that was first introduced in 2013, and to update the bill in 2023 to 
reflect the growing body of evidence and State innovation on paid leave and the leg-
islative progress made in the Build Back Better Act. We are proud to be part of the 
Paid Leave for All campaign, a powerhouse coalition that leverages policy and re-
search expertise and its grassroots memberships in the fight to make national paid 
family and medical leave a reality. We lead the National Work and Family Coali-
tion, a diverse group of more than 200 national and State advocacy organizations 
that advance supportive workplace policies like paid leave nationally and in States 
across the country. We also participate in the Care Can’t Wait campaign, a national 
campaign to advance comprehensive care supports to expand access to child care, 
paid family and medical leave and home- and community-based services while en-
suring high-quality jobs for the care workforce. 

We have worked at the national, State and local levels to advance different types 
of paid leave programs. At the Federal level, our recent work has included success-
fully advocating for the Federal Employee Paid Leave Act (FEPLA), which provided 
Federal workers with up to 12 weeks of fully paid leave to welcome a new child. 
We worked closely with members of Congress and partners to secure the inclusion 
of emergency paid sick leave and paid family leave in the Families First 
Coronavirus Response Act (FFCRA)—which, although narrow in scope, still helped 
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slow the spread of coronavirus and prevented an estimated 15,000 cases per day.2 
And we worked day and night alongside our partners and legislative champions to 
shape the comprehensive, universal paid family and medical leave program that 
passed the House as part of the Build Back Better reconciliation package in Novem-
ber 2021. We also fought for the creation of a State paid leave research fund within 
the Department of Labor and worked with several States to help them apply for 
funding and carry out invaluable research that has been foundational to paid leave 
efforts across the country. Most recently, we successfully advocated for a provision 
in the CHIPS and Science Act to allow for more flexibility for people working on 
Federal science grants who have caregiving responsibilities. 

At the State level, we are routinely consulted by the dynamic and innovative ad-
vocates who have been fighting for—and winning—paid leave in their States. We 
have testified at State hearings and carried out extensive research on and analysis 
of the implementation of State paid leave laws, the benefits of paid leave and nega-
tive impacts of lack of access to paid leave—and we continue to do so to this day. 
We also work closely with business partners to discuss best practices, encourage the 
adoption of supportive leave policies, and elevate business support for a national 
paid leave law.3 

The breadth and depth of our decades-long experience has given us a deep under-
standing of the evolution of paid leave policy, what works and doesn’t work in pro-
gram design, and what these programs have meant to millions of workers, busi-
nesses, local communities and the American economy as a whole. We believe that 
paid family and medical leave is a core workplace standard that is necessary, long 
overdue, and essential to strengthening our economy and creating workplaces of the 
future that maximize the potential of all workers. 

I. PAID LEAVE IS ESSENTIAL FOR THE MODERN WORKFORCE—AND ESSENTIAL FOR 
STRENGTHENING AND GROWING A MODERN ECONOMY 

The need for paid leave is urgent—the millions of families across the country who 
stand to benefit cannot wait, and its positive impacts on the workforce and economy 
are clear. The pandemic’s sudden disruption of our economy was a stark, sobering 
demonstration that the lack of comprehensive care supports undermines the ability 
of workers, especially women workers, to find and keep jobs and economically con-
tribute to their families. Learning from the pandemic’s lessons requires building a 
modern, functioning economy that can tap the full potential of all workers, and to 
do so requires prioritizing access to comprehensive paid leave. Research consistently 
shows that paid leave is an indispensable tool, enabling people from all backgrounds 
to better participate in the economy. Ample evidence from existing paid leave pro-
grams shows how to successfully implement paid leave to support workers and busi-
nesses, and the policies are overwhelmingly popular with workers and the public. 
Without action, the Nation risks leaving recent economic gains on the table and 
stalling future progress. The cost of failing to act—for workers, families and the na-
tion—is too high to ignore. 
A. Learning From History: Correcting Discrimination and Valuing Women’s Work 

Our Nation’s current lack of a comprehensive, nationwide paid family and medical 
leave program cannot be divorced from our historical context. For much of our Na-
tion’s history, women’s labor was viewed very narrowly and often seen as less im-
portant than the labor performed by men. Women’s work was devalued precisely be-
cause it was performed by women, reflected in lower wages and fewer opportuni-
ties—a legacy that continues to this day. A large body of research demonstrates 
these gender dynamics, showing how wages decrease for both women and men as 
women’s share of an occupation increases, even after accounting for other relevant 
factors.4 Additionally, women were often limited to certain sectors, such as the do-
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mestic sphere,5 which lacked essential labor protections,6 while other, more lucra-
tive opportunities were foreclosed. Outside of the domestic sector, women have gen-
erally faced barriers to training, better-paying jobs and accessing diverse roles in 
the formal labor market.7 

In addition to gender, the segregation of work along racial and ethnic lines is also 
deeply rooted in the Nation’s history. From the era of slavery into the ensuing dec-
ades, Black women, for example, were always expected to work, mostly in service 
of White families with their own personal caregiving or family needs deprioritized 
and taking a back seat.8 Entrenched racism meant that Black women were confined 
to domestic and laborer jobs where their opportunities were limited.9 While each de-
mographic group has had their own unique experiences in the labor market, many 
other women of color—Latinas, Asian and Pacific Islander women, and Native 
women—have also had to navigate the combined effects of race, ethnic, and gender 
bias that has relegated them to the lowest paying domestic, service, and laborer 
jobs.10 

Because of these collective attitudes, the term ‘‘women’s work’’ has often involved 
care work, disproportionately performed by women of color for little or no pay.11 
Such work is frequently seen as not having real value even though it is essential 
to the sustainability and well-being of families. The importance of caregiving as 
work, both paid and unpaid, has long been ignored and treated as inconsequential, 
thus it isn’t always quantified or measured or captured by metrics such as the 
GDP.12 National Partnership research shows that women spend nearly twice as 
much time as men providing unpaid care for children, parents, spouses, and other 
loved ones.13 Overall, Americans’ unpaid caregiving—two-thirds of which is done by 
women—is worth nearly $1 trillion each year.14 

The perception that caregiving should be largely understood through a framework 
of women’s responsibilities—and that women’s responsibilities are not considered 
labor, nor is their participation in a formal labor market valuable or an economic 
priority—has directly contributed to the undervaluing of caregiving and care work. 
It helps us understand why certain types of supports have not been prioritized in 
our public policy landscape. When efforts to begin a paid leave program began more 
than 100 years ago, women in what might have been considered as the mainstream 
American workforce were less common, with women of color and unmarried women 
much more likely to be engaged in work to support their families than white 
women.15 Women across the globe banded together to advocate for working protec-
tions, lobbying the newly formed International Labor Organization in 1919 to pass 
an international standard that included 12 weeks of paid maternity leave, but the 
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United States did not ratify the convention and remains the only developed Nation 
without this standard.16 Even as women in the workplace became more common, 
especially during World War II,17 permanent, sustainable policies to support child 
care and maternity leave remained out of reach. In the 1960s and 1970s, as wom-
en’s education increased and they entered the formal workplace in droves,18 they 
still faced unemployment and discrimination when they become pregnant or need 
to care for a loved one, impeding women’s abilities to achieve economic independ-
ence or support themselves and their families.19 Employers discriminated against 
women regardless of their family status, denying employment opportunities to those 
they believed might become pregnant or need time away from work. The FMLA 
broke new ground to tackle this problem head on—by connecting the dots between 
the need to create supports for caregiving, and the need to prevent discrimination 
aimed mostly, but not always, at women because of their caregiving roles. Under 
the FMLA, the ability to take leave was established as a gender-neutral protection, 
available to all eligible workers, to help them fulfill their work and family obliga-
tions without penalty and avoid discriminatory treatment. This historical context 
about how women workers and the work that they perform have been perceived is 
crucial to understand the current public policy landscape—and the obstacles that 
have influenced certain supports not being prioritized. 

B. Current Challenges Facing Workers That Undermine Maximizing Full Participa-
tion in the Economy 

Much of the current conversation about the economy has focused on low unem-
ployment and tight labor markets, but the challenges that faced certain categories 
of workers prior to the pandemic—women, workers of color, disabled workers, and 
workers in low wage jobs—continue to persist.20 And the cost of not acting to ad-
dress these shortcomings through critical caregiving investments is high. 

Barriers to Women’s Full Participation in the Economy 
Decades of deliberate policy choices to underinvest in necessary caregiving pro-

grams, undermining families’ abilities to prioritize their caregiving needs, have had 
enormous impacts on America’s women. Women are the unspoken backbone of our 
Nation’s economy. They drive an overwhelming majority of purchases 21 and control 
a growing share of the Nation’s wealth.22 Women are nearly half the labor force,23 
and are a key source of economic support for their families. Two-thirds of mothers 
are their family’s primary, sole or co-breadwinners.24 These numbers are even high-
er for many mothers of color, with Black mothers occupying the highest share—an 
estimated 85 percent of Black mothers are primary, sole or co-breadwinners for 
their families.25 Yet, women continue to face numerous barriers to full participation 
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in today’s economy, including discrimination and harassment 26 that too often goes 
unchecked 27 and insufficient caregiving supports, even while they continue to do 
the majority of paid and unpaid caregiving.28 The result is that these forces push 
many women out of the labor force altogether—as we saw so clearly when the pan-
demic hit.29 Even when they are able to hold jobs, that work is often undervalued 
and underpaid. The failure to support women’s full participation in the economy 
comes at a cost to both families and the economy—and paid leave is an essential 
part of the solution. 

Despite the fact that women are disproportionately likely to need paid leave, they 
are less likely than men to be able to take leave when they need it.30 They are also 
more likely than men to take leave without full pay or to take unpaid leave.31 In 
part due to a large gender wage gap,32 women are also more likely to report finan-
cial distress when taking leave without full pay, with three-quarters of women say-
ing it is much more difficult to make ends meet when on leave.33 Single women are 
especially likely to confront challenges when taking leave: more than half report 
going without pay, and 15 percent report losing a job as a result of taking leave.34 

A Lack of Paid Leave Disproportionately Impacts Workers of Color 
While paid leave is needed for all families across the country, regardless of race, 

gender, or ethnicity, we know that both the devaluation of care and the lack of guar-
anteed paid leave has disproportionate impacts on women of color, especially Black 
women and Latinas.35 The inadequate access to paid leave for women and commu-
nities of color compounds other racial injustices including the racial wealth gap, ma-
ternal morbidity and mortality, inequitable access to health care and discriminatory 
experiences with health-care providers.36 Inadequate paid leave policies cost Black 
women and their families nearly $4 billion a year in lost wages,37 a loss that is es-
pecially challenging because Black women also face a large gender wage gap.38 De-
spite their caregiving commitments, surveys find that Black and Latino workers are 
less able to take leave when they need it.39 In fact, Black women report being un-
able to take leave 38 percent of the time they need it, resulting in 1.1 million 
untaken leaves.40 And even when they do take leave, they are often forced to do 
so without pay. On top of the Black women who are unable to take any leave at 
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all, more than one-quarter (26 percent) of leaves taken by Black women are taken 
without pay, reducing their and their families’ economic security.41 

A Lack of Paid Leave Disproportionately Impacts Disabled Workers 
Paid leave is also critical for disabled women workers. Research by the Center for 

American Progress shows that 16 percent of workers who took FMLA leave did so 
to address an ongoing health condition, many of which may be disabilities such as 
chronic migraines, diabetes or multiple sclerosis.42 Women workers and Black work-
ers were particularly likely to need this type of leave.43 Though disabled workers 
may be especially likely to need paid leave to take care of their own health, they 
report less access to paid leave than nondisabled workers.44 This is in part because 
disabled people are more likely to work in low-wage jobs, which are less likely to 
offer paid leave.45 Disabled workers also need leave to provide care to their family 
or loved ones. Nearly three out of 10 workers (29 percent) who took leave for an 
ongoing health condition were also caring for children under 18,46 and, similar to 
LGBTQ+ workers, disabled workers are especially likely to need leave to support 
their chosen family.47 For disabled workers—who have less income and savings to 
rely on, face significant health disparities, and are more likely to be in poverty 48— 
a lack of paid leave compounds existing inequities. 
A Lack of Paid Leave Disproportionately Impacts Low-Wage Workers 

Low-wage workers and those in service occupations especially lack access to paid 
leave. Bureau of Labor Statistics data for 2023 shows that workers in management 
and professional occupations have twice as much access to employer-provided paid 
family leave (39 percent), than service workers (16 percent).49 The gap between the 
highest-paid workers (48 percent) and lowest-paid (6 percent) is even more stark, 
with the highest paid workers eight times more likely to have employer-provided 
paid leave than those with the lowest wages.50 While these data are not broken 
down by gender, National Partnership research demonstrates that women, espe-
cially women of color and disabled women, are especially likely to hold low-wage and 
service sector occupations.51 Low-wage workers are the least likely to be able to take 
unpaid leave even if they are eligible,52 making paid leave particularly critical for 
these workers. 

The Cost of Inaction on Paid Leave Is High 
Failure to act on paid leave and other caregiving policies has tremendous con-

sequences for families and the economy. As women’s labor force participation in the 
United States continues to lag behind other comparable nations, we leave billions 
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of dollars on the table each year.53 In fact, the gap between prime-age women’s 
labor force participation in the United States compared to Canada, Germany, and 
the U.K. cost the U.S. economy more than $3 trillion over a 5 year period.54 And 
research from the Center for American Progress shows that even before recent in-
creases in inflation workers were losing more than $22.5 billion in wages each year 
due to a lack of paid leave—and the majority of this loss is borne by women work-
ers.55 

C. Investing in Paid Family and Medical Leave Can Help Address Problems Facing 
Workers, Workplaces, and Employers 

Research proves that the benefits of paid leave are substantial, supporting all 
workers and the economy overall. 

Paid Leave Supports Workers Caring for Older Adults Amidst Demographic 
Changes 

As the U.S. population ages, the need for paid leave to support family caregivers 
is already acute and only growing more urgent. Right now, about one in five Ameri-
cans is providing unpaid care to an older or disabled adult,56 and these caregivers 
are disproportionately women.57 The need for caregivers is certain to grow in the 
coming years, as by 2040 the population of adults 65 and older is expected to grow 
more than 40 percent compared to its 2020 level, reaching more than 80 million peo-
ple.58 About 6 in 10 family caregivers are also in the workforce,59 all too often strug-
gling to manage both their caregiving responsibilities and their jobs. One in seven 
caregivers has had to cut back their hours at work as a result of caregiving, 6 per-
cent report giving up working and five percent report retiring early.60 These job im-
pacts undermine caregivers’ long-term financial security: men over the age of 50 
who leave the workforce to provide care for a parent lose, on average, nearly 
$284,000 in earnings and retirement savings—and women, $324,000.61 For women 
of color, that lost income further compounds wage and wealth gaps. 

When a lack of support drives caregivers out of the workforce, employers lose tal-
ented, experienced employees and our economy suffers. Health and caregiving rea-
sons are main factors behind why nearly 20 percent of prime-age adults are out of 
the labor force.62 But among those who are out of the labor force due to family care, 
about half say that they would have kept working in their last job if they had had 
paid family leave.63 And in fact, State paid leave programs have been shown to im-
prove the labor force participation of unpaid family caregivers.64 Investments in 
paid leave are an essential piece of adapting our economy to demographic change. 
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Paid Leave Programs Benefit Workers’ Health and Economic Security 
Supporting workers’ caregiving and health needs through paid leave has tremen-

dous positive impacts for individuals and families. Numerous studies now show that 
paid leave programs go a long way to redress long standing inequities for workers, 
especially women of color. Paid leave programs increase the time new mothers take 
to bond with new children and recover from birth,65 and reduce the incidence of low 
birth weight and preterm births 66—with both benefits especially pronounced for 
Black mothers. Research also links State paid leave programs to improved phys-
ical 67 and mental health for new mothers, including lower postpartum distress,68 
improved on-time vaccination rates,69 greater initiation and duration of breastfeed-
ing,70 fewer infant hospitalizations 71 and more. Paid leave increases new fathers’ 
leave-taking,72 which supports greater involvement in parenting,73 including for 
nonresident fathers.74 And paid leave for parents supports economic security as well 
as health; research on the Nation’s longest-running paid leave program in California 
shows increases in income and decreases in poverty as a result of paid leave.75 

The health and economic effects of paid leave are not limited to parental leave. 
Only about one in five FMLA claims are taken for a new child; the majority of 
leaves are taken to address one’s own illness or serious health condition.76 Research 
on service and retail workers—a group of workers who are especially likely to lack 
access to paid leave—demonstrates clear impact. When these workers took paid 
leave, as compared to unpaid leave, for a new child or to address their own or a 
loved one’s health concern, they were significantly less likely to have difficulty mak-
ing ends meet or experience hunger and significantly more likely to report happi-
ness and quality sleep.77 Paid leave has even been shown to reduce elder nursing 
home utilization,78 which can benefit those adults’ health (for example, by lessening 
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exposure to infections common in congregate settings), improve staffing ratios for 
those patients who remain in institutional care and keep more older adults in their 
homes and communities. 

Paid Leave Is a Win-Win for Businesses and Workers Alike 
State paid leave programs are also feasible and workable for businesses, including 

small businesses, and employers even accrue benefits to retention, productivity and 
morale. Recruiting and training new employees is costly, averaging 24 percent and 
up to 150 percent of annual wages in certain industries,79 and research shows paid 
leave decreases turnover and increases the likelihood new mothers and low-wage 
workers return to their previous jobs.80 Firm-level analysis of employers in Cali-
fornia before and after paid family leave was implemented confirmed that for the 
average firm, wage costs had not increased and turnover rates had decreased.81 Re-
search in California also found that for workers in lower quality jobs who needed 
time off, the share who reported returning to their same employer was nearly 10 
percentage points higher among those who used the State paid leave program com-
pared to those who did not 82—a major benefit to employers in a tight labor market 
where replacing workers can be challenging. And employers cite increases in em-
ployee morale, with an executive from Deloitte (a corporation with locations in nu-
merous paid leave program States)83 testifying before a Senate Finance sub-
committee that, ‘‘[our] expanded leave program has had a profound impact on our 
people, and the realized benefits have far outstripped concerns about operational 
disruption from expanded leave.’’84 

Employer profitability and employee performance also improve with paid leave. A 
study found that after implementing their own paid leave policies, manufacturing 
companies saw a $2.57 return for every $1.00 invested in their workforce, on aver-
age, and tech companies a $2.64 return per $1.00 invested.85 A study conducted for 
the New Jersey Business and Industry Association found that after the State’s paid 
leave program was implemented, the majority of businesses experienced no negative 
impact on profitability or performance, and that ‘‘[r]egardless of business size, based 
on survey results, New Jersey businesses have had little trouble adjusting to re-
quirements of the Paid Family Leave law.’’86 A study of New York State firms with 
fewer than 100 employees found the majority were supportive of the paid family 
leave program, and that it led to an increase in employers’ ease of handling long 
employee absences.87 

Paid Leave Strengthens the Economy and Women’s Labor Force Participation 
Paid leave is hugely important to the Nation’s economy. A lack of paid leave can 

have devastating impacts, but when access to paid leave increases, our economy 
sees significant benefits. After a steep decline in women’s labor force participation 
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in the early days of COVID—largely due to increased caregiving responsibilities 
with few initial supports—prime-age women’s labor force participation has recovered 
significantly, with nearly 78 percent of U.S. women ages 25–54 in the labor mar-
ket.88 This recovery has been driven in large part by policies to support caregiving 
such as paid leave, investments in child care and home- and community-based serv-
ices, and flexible work arrangements (such as hybrid work), the prevalence of which 
increased during the pandemic as States, companies and the Nation adopted more 
supportive workplace policies.89 These trends make clear that paid leave and other 
caregiving supports are essential for the Nation’s resiliency and these important in-
vestments must continue. 

The labor force participation recovery that was created in large part by these poli-
cies followed years of stagnant rates and policy inaction that left the United States 
falling farther and farther behind comparable economies.90 Even now, those recent 
gains still leave women in the United States behind global peers in terms of labor 
force participation. Now, however, we could be poised to close the gap. In fact, if 
current trends in women’s labor force participation continue, economists estimate 
that prime-age women’s labor force participation may finally catch up to that in 
comparable advanced economies within 5 years, adding an estimated 3.3 million 
women to the U.S. workforce by the end of the decade.91 Increasing the number of 
women in the labor force would ensure there are more workers to fill jobs essential 
to our economy like health care, infrastructure, and more. It would also boost the 
Nation’s GDP. Economists estimate that adding 3.3 million women to the workforce 
will result in a nearly one percent increase in GDP over 5 years.92 But this is de-
pendent on women’s continued access to supportive policies like paid leave. 
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This opportunity for women’s increased workforce participation comes at a critical 
time in our economy’s history. Inflation is substantially higher now than just a few 
years ago,93 making it harder for women and families to put food on the table, pay 
rent or afford the goods and services that are the backbones of local economies.94 
And while inflation has come down from its peak,95 the Federal Reserve continues 
to signal the potential for additional interest rate increases,96 despite the fact that 
inflation has not been primarily driven by wages.97 Researchers estimate that in-
creasing women’s labor force participation will improve our chances of a ‘‘soft land-
ing,’’ which would combine increased GDP with reduced inflation.98 This, in turn, 
would likely lead to lower interest rates, reducing borrowing costs, supporting the 
housing market and stimulating the economy writ large.99 

Economists fear that these positive trends may not last without action.100 Yet de-
spite the overwhelming evidence in favor of paid leave, access to this critical eco-
nomic support remains uncertain for tens of millions of workers across the country, 
and for the businesses needing to attract and retain them. While States have contin-
ued to advance paid leave policies, including two new States in 2023 alone,101 large 
swathes of the country continue to be left out without Federal action, and American 
Rescue Plan funding for child care has expired, creating a cliff that will leave many 
families without affordable access to child care.102 With women’s partial, precarious 
economic gains in jeopardy, now is the time for Congress to act. That’s why it’s so 
encouraging to see the members of this committee prioritizing the issue of paid 
leave through today’s hearing. 

II. PAID LEAVE MUST BE UNIVERSAL AND COMPREHENSIVE 
TO MEET WORKERS’ NEEDS 

Creating strong supports to ensure that all workers can navigate their work and 
family responsibilities without jeopardizing their jobs or their economic security is 
essential. The FMLA was a groundbreaking first step, establishing as a baseline 
principle protections allowing workers to take time off for caregiving or self-care. 
But the limitations of the law have always meant that additional action would be 
needed to close gaps and help as many workers as possible. Although the FMLA 
has benefited millions of workers, many workers are not able to make use of the 
FMLA’s protections because of the law’s eligibility criteria, and due to the fact that 
many workers cannot afford to take unpaid leave. Only 56 percent of the overall 
workforce, including part-time workers, is eligible for the FMLA,103 only 39 percent 
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is both eligible for the FMLA and can afford to take 6 weeks of unpaid leave,104 
and only 35 percent can afford to take 12 weeks unpaid leave without financial dis-
tress.105 

Paid leave policy experts understand that an equitable paid leave program must 
be universal: covering all workers, including part-time, hourly and temporary work-
ers; and covering all employers, with mandatory coverage and inclusive of small 
businesses. It also must be comprehensive, covering the wide range of medical and 
caregiving needs of families, including but not limited to parental leave, leave for 
one’s own serious health condition, and the serious health condition of a loved one, 
including chosen family members. The benefits themselves must be meaningful, in 
a duration and amount sufficient for low-wage workers to meet their needs; they 
must be secure, by protecting workers from being penalized or losing job opportuni-
ties for taking leave; and they must be funded sustainably. 

The public support and demand for paid leave has helped to fuel a national con-
versation about paid leave that has continued to grow in profile, especially during 
and in the ongoing aftermath of the COVID–19 pandemic. This increased attention 
has led to many different ideas about how best to design a paid family and medical 
leave program that meets the needs of workers and families. Importantly, there is 
more and more research about what works and what does not—learning from a 
growing number of State-based programs, along with data from other private sector 
and international efforts. While the increased interest in paid leave is an important 
step forward, it is crucial to build programs that actually solve—and don’t ignore 
or exacerbate—the problems that workers are navigating. Accordingly, we believe 
proposals that, for example, do not cover all workers, do not allow workers to take 
different types of caregiving leave, or do not give workers an actual right to take 
leave are not the right approach. There are essential elements that must be 
foundational features of an effective paid family and medical leave programs that 
meet the current needs of workers. 

A. Paid Leave Must Be Universal and Guaranteed 
The evidence from 30 years of the Family and Medical Leave Act and 20 years 

of State paid leave programs makes it clear that a comprehensive program has to 
cover the vast majority of the workforce and be guaranteed. The most effective State 
strategies have sought to cover as many workers as possible with less cumbersome 
eligibility criteria—and to ensure that they have the right to an adequate amount 
of leave for family and self-care reasons. 

A lack of universal paid leave to cover all workers and all employers has resulted 
in heavily lopsided access along existing lines of social and economic inequality. For 
example, 65 percent of the highest paid workers—those in the top 10 percent of 
wage earners—receive disability insurance through their employers, making them 
over six times more likely to have this benefit than the lowest paid workers (10 per-
cent).106 Workers in managerial and professional jobs are more than twice as likely 
(52 percent) to have access to these benefits than service workers (23 percent).107 
Forty-seven percent of full-time workers have access compared to 21 percent of part- 
time workers.108 Although the data does not break out access by gender or race and 
ethnicity, occupational segregation means that women of color and disabled women 
are disproportionately more likely to work in low-paid service jobs,109 and women 
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and people of color are more likely to be working part-time involuntarily.110 These 
disparities are therefore also likely to be present along lines of race and gender. 

The disparities in access also apply to industries and small businesses that are 
crucial to a healthy national economy. In construction—one of the industries with 
a high demand for workers in light of the massive infrastructure investments being 
overseen by the Biden administration—only 31 percent of workers have access to 
short-term disability insurance through their employers.111 Large businesses are 
nearly twice as likely to offer disability insurance as small businesses,112 reflecting 
the disparity in resources that makes it hard for small businesses to compete with 
large ones for the best employees. An approach to paid leave that is not working 
for the small businesses that are the foundation of our economy, or the growing in-
dustries that are critical to our future, is an approach that does not work for Amer-
ica. 

A handful of States have recently enacted laws that do not guarantee paid family 
and medical leave, but instead permit private insurers to offer family leave insur-
ance plans that employers (and in some cases, employees) can opt to purchase for 
their employees. It is too early for us to have evidence of whether such plans are 
effective—and given the relative lack of mandatory transparency and reporting re-
quirements for these programs, it is possible that we will never have the same level 
of detailed, public information about how these plans are playing out that we have 
for the public programs. The limited information that has been made available 
about the implementation of New Hampshire’s voluntary insurance law shows that 
about two percent of the State’s workforce is covered by its voluntary plan.113 Unfor-
tunately, the data show that the private short-term disability market—a similar, 
opt-in approach—has failed to result in widespread access to leave: in 2023, only 
41 percent of America’s workers had access to short-term disability insurance 
through their employers, and this access rate has barely budged in the last 15 
years.114 Furthermore, laws to permit the sale of opt-in paid family leave insurance 
products typically provide no guarantee that premiums will be affordable or even 
transparent for small employers, or that premiums will be uniform across employers 
regardless of size or employee demographics.115 

The transformational potential of paid family and medical leave will only be fully 
realized if it is attainable for the people who have the most to gain and the busi-
nesses that drive our economy. Universal, mandatory programs have proven that 
they can achieve this goal. 
B. Benefits Must Be of Sufficient Duration and Size and They Must Be Secure 

Paid leave benefits must last long enough to address common medical and 
caregiving needs of workers. For example, for new parents, public health experts 
recommend at least 12 weeks of leave in order to establish and support breast-
feeding, reduce risk of postpartum depression, and support strong bonds between 
children and their parents and caregivers.116 Needs vary for other conditions requir-
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ing parental or family care, but serious or chronic health conditions may require 
several weeks of leave.117 For example, a typical hospital stay for a child with pedi-
atric cancer is about 12 days, and a child may have three to six stays per year.118 
The FMLA established a Federal standard of up to 12 weeks of family and medical 
leave and evidence from States demonstrates this is a minimum for meeting work-
ers’ needs. 

It is also critical that the program pay an amount of benefits that allows workers 
at all wage and income levels to not jeopardize their ability to afford basic expenses 
while on leave. Without ensuring a program provides benefits that are as close as 
possible to full wages for the lowest paid workers, workers living paycheck to pay-
check are unable to take the leave they need. Adequate wage replacement is also 
vital for gender equity: when paid leave replaces closer to full usual wages, men are 
more likely to take their share of parental leave,119 which in turn helps equalize 
involvement in caregiving. 

Paid leave is also not accessible to workers if they are not protected from retalia-
tion or other penalties for using the leave. This is particularly critical for workers 
of color, who are more likely to report concerns about retaliation or job loss for tak-
ing leave.120 A meaningful paid leave policy for workers should include protections 
from retaliation so that all workers can feel they can take the leave they need with-
out fear of discrimination or retaliation. 
C. Paid Leave Must Be Comprehensive to Meet the Full Range of Workers’ and Fam-

ilies’ Needs 
We believe it is essential to cover the full range of needs for workers and not pick 

and choose which kinds of families deserve support. A comprehensive paid leave 
program ensures that certain groups of workers are not marginalized and avoids 
preferring certain types of caregiving over others. Thus, it’s critical that any na-
tional paid leave program supports all types of leave, including medical, caregiving, 
and parental. 

Covering medical and caregiving leave in paid leave programs—the vast majority 
of leave taken under FMLA 121—ensures workers have the supports they need to 
thrive during difficult times. Paid medical and caregiving leave has been shown to 
contribute to financial health. Data from the Financial Health Pulse survey shows 
that workers who have access to paid leave for medical or caregiving purposes are 
14 percentage points more likely than those without access to report having low (or 
no) financial stress.122 For workers who experienced a serious illness or injury in 
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their household in the past year, those with access to paid leave were 26 percentage 
points less likely than those without to report financial hardships, such as trouble 
paying for housing, food, or health care.123 

Including medical and caregiving leave also ensures paid leave programs address 
the full range of workers’ needs. More than half of leaves taken under FMLA are 
taken for an employee’s own serious health condition and 20 percent are taken for 
caregiving for an immediate family member’s illness, while leave to care for a new 
child makes up only a quarter of leaves.124 Parental-only policies would therefore 
fail to meet the vast majority of the demand for leave. Family caregiving leave and 
personal medical leave are particularly important to disabled people and their fami-
lies, low-wage workers, older adults, veterans, military families and other workers 
with personal and family caregiving responsibilities.125 

A paid leave program without family caregiving is particularly harmful for 
women, who still carry out the bulk of family caregiving responsibilities,126 but are 
less likely than men to report having access to paid leave for caregiving or medical 
purposes.127 And a program without paid medical or family caregiving leave also ex-
cludes many disabled workers, particularly disabled women of color workers, who 
are more likely to work in low-wage jobs 128 that are the least likely to provide paid 
leave.129 A paid leave program designed only to value and accommodate the care 
needs of new parents—or that otherwise restricts eligibility to a narrow definition 
of caregiving—doesn’t address the needs of those currently least likely to have ac-
cess. 

Additionally, comprehensive paid leave must inclusively define family to reflect 
the needs and diversity of America’s families, including extended family members, 
like siblings and grandchildren, as well as chosen family, defined as ‘‘loved ones peo-
ple consider family but to whom they may not have a legal or biological relation-
ship.’’130 Research shows that nearly one-third of people in the United States have 
taken leave to support the caregiving of a chosen family member,131 This type of 
leave is particularly important for LGBTQIA+ and disabled workers.132 Nearly 
every State paid leave program goes beyond the FMLA’s limited definition of family, 
and several have successfully included chosen family as well.133 It’s imperative that 
a national program incorporate a modern and inclusive definition of family too. 

III. STATE PROGRAMS GUARANTEEING COMPREHENSIVE 
PAID LEAVE ARE A PROVEN SUCCESS 

Policymakers across States have spent nearly 20 years developing and innovating 
State programs to guarantee comprehensive, universal paid family and medical 
leave—with clear positive results for workers and businesses. Public programs to 
provide paid family and medical leave are the only proven solutions to expand paid 
leave access to workers across geography, job type, race, disability status, gender 
and income. They are also the only policy solution on the table that has a large and 
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137 Washington State Employment Security Department. (2023, September 15). Paid Family 
and Medical Leave Customer Data. Retrieved 16 October 2023, from https://esd.wa.gov/ 
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formation. (2023, June). Family Leave Insurance and Temporary Disability Insurance Combined 
Annual Activity Report 2021. Retrieved 16 October 2023, from https://www.nj.gov/labor/ 
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claims data in Table 4 and Table 9 of New Jersey FLI and TDI report, and population and em-
ployment rate data for New Jersey in American Community Survey.) 

growing body of research documenting their benefits to public health, to workers’ 
economic well-being, and to employers.134 

Research shows that paid leave insurance offered through the private market cre-
ates large gaps in access, especially for lower wage workers. In public State pro-
grams, however, the majority of workers gain coverage and those large gaps in peo-
ple’s ability to use leave based on income and other factors narrow considerably. 
Our analysis of labor force data and program rules finds that on average, close to 
90 percent of workers in a State are eligible for leave under State programs.135 That 
compares to only 41 percent nationally for employer-provided short-term disability 
insurance—available on the private market for decades—and 27 percent for em-
ployer-provided paid family leave.136 

Near-universal coverage and equitably designed benefits help ensure gender and 
racial equity in access and utilization. For example, we know that women and work-
ers of color are generally less likely to have access to paid leave through their jobs. 
But in Washington State, the first to collect and report data disaggregated by race/ 
ethnicity, women and workers of color make up about the same shares of workers 
eligible for the State’s paid leave program as they do in the workforce at large.137 
And women and Black and Latino workers are actually slightly overrepresented 
among approved paid leave claims—exactly what we would hope to see in light of 
the disproportionate caregiving burden and health inequities those groups experi-
ence.138 

Washington 

Women Black Workers 
Hispanic/ 

Latino 
Workers 

Percentage of Workforce 46% 4% 11% 

Percentage of Workers Eligible for Paid 
Family and Medical Leave 46% 4% 12% 

Percentage of Approved Paid Family and 
Medical Leave Claims 57% 7% 17% 

Source: Washington Employment Security Department. 

In New Jersey, where data on race/ethnicity has recently become available, we 
also see significant uptake by women and by Black and Latino workers.139 



52 

140 Lake Research Partners Poll (2022, November). On file with the National Partnership for 
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cates. Retrieved 19 October 2023, from https://navigatorresearch.org/wp-content/uploads/ 
2023/05/Navigator-Update-06.02.2023.pdf. 

142 National Partnership for Women and Families. (2020, November). Voters Show Bipartisan 
Support for Permanent Paid Sick Days and Paid Family Leave. Retrieved 19 October, 2023, 
from https://nationalpartnership.org/wp-content/uploads/2023/02/voters-show-bipartisan-sup-
port-for-permanent-paid-sick-days-and-paid-family-and-medical-leave.pdf. 

143 See note 141. 
144 Jacobs, S. (2023, February 3). Voters Across Party Lines Overwhelmingly Support a Federal 

Paid Leave Program. Data for Progress Blog. Retrieved 19 October 2023, from: https:// 
www.dataforprogress.org/blog/2023/2/3/voters-across-party-lines-overwhelmingly-support-a-fed-
eral-paid-leave-program. 

145 In a poll of likely voters in seven battleground States, including Nevada, North Carolina, 
Pennsylvania, and Wisconsin, overwhelming majorities of voters supported all purposes of leave 
regardless of party affiliation. Ninety-four percent of likely voters in these States supported paid 
leave for a personal serious illness, breaking down to 97 percent of Democrats, 92 percent of 
independents, 92 percent of Republicans, and 94 percent of undecided voters—and for all affili-
ations, a majority of voters rated their level of support as ‘‘strong.’’ With respect to leave to care 
for a seriously ill family member, 91 percent supported overall, with 97 percent of Democrats, 
87 percent of independents, 86 percent of Republicans, and 91 percent of undecided voters. For 
leave to care for a new child, support was at 88 percent overall, 94 percent of Democrats, 90 
percent of independents, 81 percent of Republicans, and 95 percent of undecided. Global Strat-
egy Group and Paid Leave for All Action. (2021, May). New Survey Shows Voters in Senate Bat-
tleground Stats Want Paid Leave Urgently, as Part of Infrastructure Package. Retrieved 19 Oc-
tober 2023, from https://globalstrategygroup.com/wp-content/uploads/2020/05/PLFA-BG- 
Press-Memo-F06.01.21.pdf. 

146 Blue Delaware. (2022, March 8). Paid Leave is Enormously Popular among Everyone Ev-
erywhere. (Poll conducted by Change Research.) Retrieved 19 October 2023, from https:// 
bluedelaware.com/2022/03/08/paid-leave-is-enormously-popular-among-everyone-everywhere/. 

New Jersey 

Women Black Workers 
Hispanic/ 

Latino 
Workers 

Percentage of Workforce 47.1% 12.1% 21.5% 

Percentage of Approved Paid Family Leave 
and Temporary Disability Insurance 
Claims 70.4% 14.3% 17.9% 

Source: National Partnership for Women and Families analysis of data from the New Jersey 
Department of Labor and Workforce Development and U.S. Census Bureau. 

IV. THERE IS BROAD AND SUBSTANTIAL VOTER SUPPORT FOR 
COMPREHENSIVE PAID FAMILY AND MEDICAL LEAVE 

Voters believe that the government can and should play a role in supporting fami-
lies balancing work and caregiving.140 Comprehensive, inclusive paid leave policies 
are popular with all types of voters. Eighty percent of voters want Congress to pass 
a comprehensive national paid family and medical leave program, including 90 per-
cent of Democrats, 77 percent of Independents, and 69 percent of Republicans. Sup-
port is especially strong among women (83 percent),141 including suburban women 
(79 percent),142 and voters of color (86 percent among Black voters, 85 percent 
among Hispanic voters, 83 percent among AAPI voters).143 

Support is also strong for all types of paid leave: 89 percent of voters support a 
Federal paid leave program that allows workers to take time to recover from their 
own serious illness or health condition, 87 percent support leave for workers to care 
for a seriously ill or disabled family member, and 83 percent support leave to care 
for a new child.144 While all types of voters support different types of leave, Repub-
lican and independent voters are especially supportive of providing personal medical 
leave, underscoring the importance of not only passing paid leave for new par-
ents.145 

States have been moving on paid leave because voters want it. In Delaware, 85 
percent of voters supported a paid family and medical leave program.146 Voters in 
swing States also support paid leave. Colorado enacted its paid leave program 
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through a ballot initiative that won by a 15-point margin, including in Republican- 
leaning counties like Weld County, El Paso County, and Las Animas County.147 

Paid leave remains popular in States with paid leave programs, including among 
small businesses. A survey of small employers (100 or fewer employees) in New 
York and New Jersey found that support increased from 2019 to 2020, especially 
among firms that had employees use paid leave.148 In California, a 2023 survey 
found more than eight in 10 small business owners supported a number of proposals 
to expand the State’s paid leave program.149 

V. CONCLUSION 

As the Nation continues to recover from a devastating pandemic, we must learn 
from the past and make smart investments to support workers, businesses, and our 
economy. The conversation about paid family and medical leave and other care-
giving investments does not occur in a vacuum—it is an integral part of a broader, 
important discussion about how we build an economy for the future that works for 
everyone. What the pandemic taught us is that there are essential gaps in our pol-
icy infrastructure that we must fill in order to ensure that all workers, especially 
women, can be full participants in the economy. Decades of history and experience 
have shown that women’s progress in the labor market has not occurred without 
intentional, concrete action to combat barriers and expand opportunity. When these 
doors are opened, women are eager to walk through them—and they have done so 
successfully, in ways that have contributed enormously to our economy and our 
country. 

Access to leave for caregiving purposes has been a pivotal strategy to support 
women workers, to ensure that they—and all workers—are not treated unfairly at 
work when addressing their caregiving responsibilities. 

Comprehensive paid family and medical leave is no longer an issue that we can 
continue to put off—a lack of action has already cost us dearly. Each day, millions 
of Americans worry about how they will manage the seemingly impossible task of 
caring for themselves and for their loved ones without sacrificing their financial se-
curity. This sense of apprehension springs to their minds the moment they awake— 
and it keeps them up at night as they lay in bed. 

We can dramatically improve the lives of families in every segment of our Nation 
by enacting thoughtful, comprehensive, intentional interventions to meet the needs 
of all workers. There are innovative, inclusive, State models that are already work-
ing around the country—and there is an opportunity for the members of this com-
mittee to exhibit bold leadership at the Federal level to address a problem that is 
long overdue for a solution. 

Thank you for the invitation to join this important discussion and for your consid-
eration of these comments. 

QUESTIONS SUBMITTED FOR THE RECORD TO JOCELYN FRYE 

QUESTIONS SUBMITTED BY HON. MARIA CANTEWELL 

Question. Paid leave is critical to supporting women in the workforce. Throughout 
the country, more than 24 million working women are the primary caretakers for 
children and family members. For these women, the ability to take time off to care 
for a family member without losing income or their job is a big concern. 
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The COVID–19 pandemic heightened these issues; over 1 million women left the 
workforce during the pandemic because they did not have access to affordable child 
care. In the first year of Washington’s paid family leave program, about two-thirds 
of the claims were filed by women, and women continue to have the highest partici-
pation rates in the program. Recently, Maria from Marysville reached out to my of-
fice in support of paid family and medical leave policies. Maria is the caregiver for 
both her son and elderly mother, who have both had medical emergencies over the 
past few years. Access to paid leave would help her take them to doctors’ appoint-
ments and do other caregiving tasks without risking her paycheck. We must do 
more to ensure that women, like Maria, are able to stay in the workforce. 

How would Federal paid leave requirements improve employment opportunities 
for women in the workforce, like Maria? 

Answer. Evidence from State paid leave programs makes it clear that comprehen-
sive, inclusive paid leave helps workers—especially women—stay connected to their 
jobs and the labor market amid health and caregiving challenges. Evidence from 
California demonstrates that access to paid leave increases the likelihood mothers 
are employed 1 year after birth and that working mothers who take paid parental 
leave show increased work hours in the years following birth. In New Jersey, along 
with New York and California, women whose spouse had a major health shock were 
7 percentage points less likely to leave their job for caregiving after paid leave was 
implemented. Paid leave is also linked to increased labor force attachment for fam-
ily caregivers, a group that is anticipated to grow as our population ages. 

The benefits of paid leave are especially important for workers with lower wages 
who are less likely to have access to paid leave in the absence of a public program. 
Research in California found that 83 percent of workers in lower quality jobs who 
used the State paid leave program reported returning to the same employer, 9 
points higher than workers who did not use the program. This not only helps work-
ers, it is a major benefit to employers in a tight labor market where replacing work-
ers can be challenging. Federal paid leave would also support employment opportu-
nities for women by leveling the playing field across businesses, which may not be 
as able to start a program as a large company with a dedicated Human Resources 
Department, but have benefited from State paid leave programs which have offered 
grants and administrative assistance. 

Question. The Census Bureau found that, nationwide, women in the workforce 
faced steeper job losses and slower job recovery than men due to the COVID–19 
pandemic. What trends in women employment are you seeing as our economy recov-
ers from the pandemic? 

Answer. The pandemic exacerbated policy gaps and failures that existed prior to 
COVID, making clear that most women were already navigating an economy and 
workplaces that were not built with their experiences in mind. Women, especially 
women of color, entered the pandemic with inadequate support for balancing work 
and caregiving responsibilities—and today that support is still lacking. 

For example, jobs in essential caregiving industries, such as child care and nurs-
ing and residential care facilities, have not returned to pre-pandemic levels,1 despite 
the fact that the economy overall has more than 4.5 million additional jobs since 
before COVID started. The failure to rebuild these caregiving industries creates a 
double bind for women, who are more likely to work in caregiving jobs,2 and whose 
labor force participation is improved when they have access to caregiving supports 
such as paid leave, child care and home- and community-based supports for disabled 
and elderly adults. 

What’s more, even though labor force participation for prime-age women has re-
cently hit an all-time high, the United States still lags behind many of our partner 
nations who provide significantly more caregiving support, harming individual fami-
lies as well as the economy overall. Recent research from the Department of Labor 
reveals that if prime-age women in the United States participated in the labor force 
at the same rate as women in Germany and Canada, approximately 5 million addi-
tional women would be in the labor force, resulting in an additional $775 billion in 
economic activity annually. 



55 

3 Native women’s unemployment rates are consistently higher than White women’s. Author’s 
analysis of Bureau of Labor Statistics Current Population Survey data, annual averages, data 
for women 16 and older. 

Moreover, Black women, Latinas, Native women, disabled women, and women 
with less education face particular barriers. Despite their high rates of labor force 
participation, Black women continue to face larger wage gaps and high rates of un-
employment than their White counterparts, harming their own and their families’ 
economic security. Latinas and Native women also face elevated rates of unemploy-
ment and large wage gaps,3 as do disabled women. And mothers of young children 
with lower levels of education have not experienced the same recovery as their 
college-educated counterparts. 

As our Nation continues to recover, we must build an economy that values the 
labor of all women, especially women of color. We must transform our approach to 
the economy as a whole, tackling persistent barriers that have undermined women’s 
employment and implementing policies designed to promote sustained economic se-
curity and equity. 
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PREPARED STATEMENT OF RACHEL U. GRESZLER, SENIOR RESEARCH FELLOW, GROVER 
M. HERMANN CENTER FOR THE FEDERAL BUDGET, THE HERITAGE FOUNDATION 

My name is Rachel Greszler. I am a senior research fellow at The Heritage Foun-
dation. The views I express in this testimony are my own and should not be con-
strued as representing any official position of The Heritage Foundation. 

As a mother of six young children—and having multiple family members and 
friends battle cancer in recent years—I understand the need and desire for workers 
to take leave and the necessity for paid family leave to be flexible and accommo-
dating. And having family and friends who own small businesses, I also understand 
how difficult it can be to manage paid family leave while continuing to serve cus-
tomers and patients. The good news is that the strong labor market and realities 
of the COVID–19 pandemic contributed to a surge in workers’ access to paid family 
leave over the past 6 or so years. 

Even as paid family leave has many benefits, it is not without cost or consequence 
for workers, employers, ordinary Americans, and the entire economy. Structuring 
leave programs in ways that minimize costs and maximize access and flexibility is 
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crucial to ensuring that the maximum benefits reach the greatest number of work-
ers with the least disruption to employers and the people they serve. 

In my testimony today, I would like to cover three topics that can help inform 
policymakers as they consider what the Federal Government can and should do re-
garding paid family leave. First is to examine the current landscape of paid family 
leave and family-friendly work arrangements across the U.S. Second is to contrast 
employer-provided paid family leave with government-provided paid family leave. 
And third is to consider policies that could help expand workers’ access to paid fam-
ily leave and other work flexibilities. 

THE STATE OF PAID FAMILY LEAVE AND WHAT FAMILIES WANT 

Families are the foundation of society, and it is important that family members 
be able to care for one another. Paid family leave helps support families in their 
roles of caring for one another across generations, and it can benefit workers and 
employers alike. 

Support Is Widespread and Access Is Growing. Nearly all Americans support 
paid family leave, and predominantly in response to workers’ desires for it, employ-
ers have responded in recent years with new and expanded paid family leave poli-
cies. Over the past 6 years alone, the percentage of workers with access to paid fam-
ily leave has increased by 80 percent, from 15 percent to 27 percent of workers.1 
Much of this recent increase has accrued to lower- and middle-wage workers as 
large companies like Lowe’s, Starbucks, Walmart, and Chipotle have added paid 
family leave benefits. 

While this measure from the Bureau of Labor Statistics only includes workers 
whose companies have formal, written paid family leave policies, many more work-
ers—particularly those who work for small employers—can take paid family leave 
through informal policies. A 2018 Department of Labor survey found that 73 percent 
of employees report having access to paid leave for their own illness or medical care 
(which includes maternity leave).2 Of workers who took leave, 66 percent received 
pay (42 percent received full pay, 24 percent received partial pay) and 34 percent 
received no pay. These pay percentages are almost certainly higher in 2023 as paid 
family leave programs have expanded significantly since 2018. 

Moreover, while those surveys track employer-provided paid family leave benefits, 
14 States have now enacted government-paid family leave programs. Although not 
all workers who live in States that have paid family leave laws are eligible to re-
ceive benefits, 28 percent of the workforce currently live in States that have active 
paid family leave programs and another 6.5 percent live in States that have passed 
legislation to implement paid family leave programs in the next few years.3 

Who Takes Leave and Why? According to the most recent 2018 survey from the 
Department of Labor, 15 percent of workers (about one out of every seven) take fam-
ily or medical leave each year, and the average leave lasts 5.5 weeks (28 business 
days).4 

Contrary to common perception, the most frequent reason for taking leave is not 
for the birth or adoption of a child, but for workers’ own health conditions. Of all 
family and medical leaves reported, one of every four (25 percent) was for the ar-
rival of a new child; two of every four was for a worker’s own serious health condi-
tion; and about one of every four was for a family member’s health condition or 
other reason (such as a family member’s military deployment).5 
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ber 11, 2018, https://www.cato.org/sites/cato.org/files/survey-reports/pdf/cato2018paidleave 
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Unmet Need for Leave Is Modest. Despite only 56 percent of workers quali-
fying for job-protected leave under the Family and Medical Leave Act (FMLA), 82 
percent of private-sector employees report having access to leave for at least one 
qualifying FMLA reason.6 Only 7 percent of all workers report having an unmet 
need for family or medical leave over the past year.7 Low-wage workers (earning 
less than $15 per hour) were more likely to report an unmet need for leave (9 per-
cent) compared to other workers (6 percent). The most commonly cited reason for 
not taking leave was an inability to afford unpaid leave (66 percent), followed by 
fear of losing a job (45 percent). 

While lower-wage workers are less likely to work in jobs that provide paid family 
leave, they are also more likely to be ineligible for leave even while working for an 
employer or living in a State that provides paid family leave because virtually all 
paid leave programs have tenure-based requirements to qualify for leave and lower- 
wage workers tend to have shorter job tenures. Moreover, even when eligible for 
leave, lower-wage workers are less likely to be able to take leave if they receive less 
than full-wage replacement. 

Paid Family Leave Is Only One Factor Affecting Working Families. While 
nearly all working parents say paid family leave is important to helping them bal-
ance work and family, it is far from their biggest priority. A 2018 Cato Institute 
poll asked current workers to select which of six options ‘‘would be the best way 
to help you balance work and family.’’ 8 The results, in order of preference were: 9 

(1) More flexible work schedules (34 percent); 
(2) Ability to work remotely (25 percent); 
(3) More affordable day care (11 percent); 
(4) Ability to work part-time hours (8 percent); 
(5) More paid parental leave (6 percent); and 
(6) Extended after-hours child care (4 percent). 

These results indicate that more than 10 times as many workers would prefer 
more workplace flexibility than more paid parental leave.10 That makes sense con-
sidering that workplace flexibility affects families’ every day lives while paid family 
leave is an irregular need. 

A post-COVID–19 2021 survey by the Institute for Family Studies looked at the 
childcare preferences of parents with children ages 4 and under and found the ma-
jority of parents prioritize workplace flexibility that allows for family care. As a 
working mother of six young children, these preferences resonate with me. Without 
the flexibility that my employer voluntarily provides me, I would not work at all, 
and thus paid family leave would be irrelevant to me. But flexibility is not some-
thing that lawmakers can impose on employers, as certain occupations and organi-
zations are conducive to flexibility while others are not. I also believe that flexibility 
works best when it is mutual on the part of both employers and workers. That is 
not possible with one-sided government mandates. 
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nal, February 5, 2020, https://www.dailysignal.com/2020/02/05/6-ways-a-union-backed-bill- 
will-upend-the-jobs-market/; and Rachel Greszler, ‘‘Democrats Want to Close the ‘Gender Pay 
Gap.’ Here Are 4 Ways Their Proposal Would Backfire,’’ The Daily Signal, January 31, 2019, 
https://www.dailysignal.com/2019/01/31/democrats-want-to-close-the-gender-pay-gap-here-are- 
4-ways-their-proposal-would-backfire/. 

Yet, the very work arrangements that many parents prioritize are under threat 
by recent regulations from the Department of Labor that will soon be implemented 
(such as the independent contractor and overtime rules discussed in the final sec-
tion) and also by bills that passed the House in recent Congresses—the Protecting 
the Right to Organize (PRO) Act 11 and the Paycheck Fairness Act.12 These policies 
would hurt, instead of help, families by making it harder or impossible for many 
workers to have flexible schedules, to work remotely, or to work part time. 

By upending independent work and impeding remote work and flexible hours, 
these policies would take away jobs and income opportunities, and restrict work-
place flexibility, with some of the biggest burdens falling on women, individuals 
with medical conditions or disabilities, and single parents.13 

EMPLOYER-PROVIDED VERSUS GOVERNMENT-PAID FAMILY LEAVE 

All paid family leave policies have benefits and costs, but not all paid family leave 
policies are equal. A key to maximizing benefits and minimizing costs is balancing 
the need for accessible and accommodating benefits for workers with employers’ 
needs to maintain operations (without hurting customers and employees who fill in 
for absent coworkers). 
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Continued 

Workers Need Accessible and Accommodating Paid Family Leave. Other 
than the birth or adoption of a child—which makes up only one of five leaves taken 
by workers—workers’ needs are widespread, often unexpected, and can include un-
known lengths. 

The struggle with government programs is that since the bureaucrats who run 
them do not know anything about workers’ personal needs or the nature of their 
jobs, they have to set one-size-fits-all rules. And without the daily interaction that 
occurs between workers and employers, government programs require a burdensome 
application and approval process as opposed to a worker’s ability to simply talk with 
or email his boss to notify her of his need for leave. 

Those government application processes can be daunting. The District of Colum-
bia’s 54-page handbook on paid family leave benefits explains that workers must: 
wait to apply for benefits until after they have experienced a family or medical 
event that caused them to miss work; submit personal information and a leave plan; 
obtain and submit detailed forms to be completed by a certified health provider; 
wait for a decision from the government’s program administrators; and then wait 
for a benefit check, which is a portion of workers’ usual paychecks.14 

Once an application is approved, workers must follow the prescribed leave plan 
to a T. Partial-leave days are not an option; if a worker needs 2 hours of leave for 
an appointment, she must claim the entire day as leave. If she did not know about 
the appointment when submitting her application, she must petition for a change 
in leave, which can only be done once per month. If she ends up working on a day 
she requested for leave, she will have to repay her benefits or forgo future benefits. 
All of that is not conducive to many workers’ needs, nor to the modern workforce. 

For example, the combination of remote work and flexible hours has allowed one 
of my coworkers to care for his mother who suffered a stroke—without missing a 
paycheck and without having to formally use paid family leave. That type of ar-
rangement was not possible through the existing DC Government program because 
he could not possibly know in advance what would be the daily needs of his mother. 
Moreover, what he needed was to be able to care for his mother in short increments 
throughout the day—every day—but the government program requires all-or- 
nothing care or work. 

Just as the government program did not work for my coworker, a government pro-
gram would not work well for many people. In addition to many workers not being 
able to go weeks without a paycheck or months with a reduced one, many leaves 
are not planned events. The last thing that workers need while faced with medical 
emergencies, hospitalizations, or long-term health and family-care struggles is to 
have to collect paperwork and get approval from a government program, including 
for things as simple as switching a doctor’s appointment from Monday to Wednes-
day. 

Employers Need to Maintain Control Over Operations. Aside from the di-
rect costs of providing paid family leave, a crucial component to enabling leave is 
the ability to manage a company’s operations amidst workers’ leaves. The Bill and 
Melinda Gates Foundation realized this when the foundation had to cut its 52-week 
paid family leave program in half because it was too disruptive to the foundation’s 
operations. Because the policy was the foundation’s own, it was free to modify it 
based on needs.15 

When Denmark implemented a similar 52-week government-paid parental leave 
program in 1994, it led to significant unintended consequences. An economic anal-
ysis of this program on the nursing industry found that it ‘‘led to a sudden, unin-
tended, and persistent 12-percent reduction in nurse employment.’’ The con-
sequences of that reduction included a 17-percent increase in inpatient readmis-
sions, an 89-percent increase in newborn readmissions, a delay in technology adop-
tion, and a 13-percent increase in nursing home mortality over the 3-year period fol-
lowing enactment.16 
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18 Based on a recent economic analysis that showed a 60-percent crowd-out rate of privately 
provided health insurance due to government provision, policymakers can expect significantly 
higher crowd-out from a Federal paid family leave program; such benefits would be less valu-
able, as they would lack the special tax benefit for employer-provided health insurance. Jona-
than Gruber and Kosali Simon, ‘‘Crowd-Out Ten Years Later: Have Recent Public Insurance Ex-
pansions Crowded Out Private Health Insurance?’’, National Bureau of Economic Research 
Working Paper No. 12858, January 2007, http://www.nber.org/papers/w12858.pdf (accessed 
October 20, 2023). 

Across the U.S., employers in States with government-paid family leave programs 
have less ability to manage their operations without interruptions that burden other 
employees or limit customers access to goods and services. For example, while I 
know many people—myself included—who have utilized employer-provided paid 
family leave policies and have kept their foot in the door at work to help things 
move along in their absence, I also know new mothers who, when utilizing formal 
government-paid family leave programs have had their access to email and all com-
puter systems shut off while they were on leave, out of their employer’s fear of a 
lawsuit if they did any work. Such rigid prohibitions hurt companies and customers, 
as well as employees who can miss out on promotions or find it harder to come back 
to work after taking leave. 

While acknowledging that paid family leave is beneficial for workers, it imposes 
costs on employers. Inserting a middleman—a bureaucratic government administra-
tion—between workers and employers prevents both parties from flexibly balancing 
their needs and desires in ways that minimize costs and consequences for workers, 
employers, and customers. 

Government Programs Crowd Out Employer-Provided Paid Family 
Leave. A 2017 Pew Research Center poll found that over 70 percent of Americans 
believe that employers—as opposed to Federal or State governments—should be re-
sponsible for providing paid family leave.17 

Table 2. Americans Support Paid Family Leave 
and Want Employers to Provide It 

PERCENT OF AMERICANS SUPPORTING 

TYPE OF LEAVE WHO SHOULD PAY? 

Mothers following birth/adoption of child 82% Employers 62% 

Fathers following birth/adoption of child 69% Workers 18% 

Workers to deal with their own serious 
health condition 

85% State governments 13% 

Workers to care for family members with 
serious health conditions 

69% Federal Government 11% 

NOTE: 82 percent of Americans support paid maternity leave. This implies that 18 percent believe workers 
who want to take leave from work should pay for it themselves through personal savings or using vacation 
and paid time off. 

SOURCE: Juliana Menasce Horowitz, Kim Parker, Nikki Graf, and Gretchen Livingston, ‘‘Americans Widely 
Support Paid Family and Medical Leave, But Differ Over Specific Policies.’’ Pew Research Center, March 23, 
2017, http://www.pewsocialtrends.org/2017/03/23/americans-widely-support-paid-family-and-medical-leave- 
but-differ-over-specific-policies/, (accessed March 12, 2018). 
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Yet, a government program would crowd out employer-provided paid family leave 
programs by discouraging employers who do not yet offer their own paid family 
leave programs from starting them. And a government program would also shift 
part of the costs of existing employer-provided paid family leave onto taxpayers.18 

Such crowding out is already happening with State-based programs. At a July 11, 
2018, Senate Finance subcommittee hearing, Carolyn O’Boyle, representing Deloitte, 
explained that while Deloitte has its own employer-provided paid family leave pro-
gram, the company instructs in States that have government programs to first apply 
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21 Lindsey McKay, Sophie Mathieu, and Andrea Doucet, ‘‘Parental-Leave Rich and Parental- 
Leave Poor: Inequality in Canadian Labour Market Based Leave Policies,’’ Journal of Industrial 
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23 Gordon B. Dahl, Katrine V. L<ken, Magne Mogstad, and Kari Vea Salvanes, ‘‘What Is the 

Case for Paid Maternity Leave?’’, April 20, 2015, https://econweb.ucsd.edu/∼gdahl/papers/ 
paid-maternity-leave.pdf (accessed October 20, 2023). 

24 Ibid. 

for and utilize the State-provided paid leave benefits. Deloitte then tops those bene-
fits off to bring them up to what Deloitte’s program provides. That is a transfer of 
costs from within Deloitte’s operations to State taxpayers. Larger companies have 
more resources to help workers navigate State paid family leave programs and are 
thus more likely to take advantage of government programs, but even large compa-
nies complain about the complexity and rigidity of government programs. 

In a conversation with HR representatives from large companies, managers ex-
pressed frustrations and reported significant compliance costs from State-based paid 
family leave programs. They noted that they were often unable to help employees 
understand which benefits they could receive, that some employees had to pay bene-
fits back, and that complying with State-based paid family leave programs left them 
with fewer resources to devote to employee compensation. Moreover, when asked if 
a Federal program would make things easier for them, employers unanimously said 
that it would make things more difficult for them. 

Existing Government Programs Fall Short for Low-Income Workers. De-
spite their intent to particularly benefit lower-income workers who are less likely 
to have access to paid family leave, most government programs are highly regres-
sive. While government programs tax all workers, they primarily benefit middle- 
income and upper-income earners. That skewed distribution is the result of lower 
eligibility among low-wage workers (government programs require a minimum job 
tenure or number of hours); lower awareness of government programs; less ability 
to make ends meet with partial wage replacement; greater concerns with the rules 
and confusion about the application process; and concerns about job protection. 

A 2019 report from the Independent Women’s Forum, ‘‘Expanding Paid Family 
Leave Without Disadvantaging Low-Income Families,’’ highlighted the difficulties 
that government-paid family leave programs across the globe have encountered in 
helping low-income families:19 

• California. A 2013 analysis by the California Senate’s Research Office found 
that fewer than 4 percent of workers in the lowest income bracket (below 
$12,000) filed paid family leave claims with the State, compared to nearly 21 
percent of workers in the highest income bracket (above $84,000).20 

• Canada. A 2016 study found that only about 45 percent of Canadian mothers 
with household incomes below C$30,000 receive paid family leave benefit 
from the government, compared to between 75 percent to 85 percent of Cana-
dian mothers with household incomes above C$60,000.21 The study’s authors 
noted that ‘‘[d]espite proportionate and obligatory contributions of all employ-
ers and employees to these programs, the distribution of benefits is unbal-
anced and aids the social reproduction of higher-income families.’’22 

• Norway. Norway tried to increase access to paid maternity leave for lower- 
income mothers by providing 100 percent replacement rates, but a study 
found that ‘‘the extra leave benefits amounted to a pure leisure transfer, pri-
marily to middle and upper income families.’’23 The authors of the study con-
cluded that ‘‘the generous extensions to paid leave were costly, had no meas-
urable effect on outcomes and poor redistribution properties.’’24 

The Proposed Federal Program Would be Costly and Excessively Burden-
some. The Family and Medical Insurance Leave Act (FAMILY Act) is Democrats’ 
leading proposal to establish a new Federal entitlement for paid family and medical 
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the Honorable Kevin Brady, February 13, 2020, https://www.cbo.gov/system/files/2020-02/ 
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leave.25 The FAMILY Act would be funded with a 0.4-percentage-point payroll tax 
split between workers and employers and would provide up to 12 weeks per year 
of paid family and medical leave. 

The Congressional Budget Office (CBO) analyzed the 2019 version of the FAMILY 
Act 26 and found that the new entitlement would be quickly unfunded and cover 
fewer than half of the leaves that workers take.27 According to the CBO analysis, 
the new 0.4-percentage-point payroll tax to fund the program would fall short of its 
expenses just 1 year after benefits begin. 
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Table 1. CBO Estimate: Fewer Than Half of Workers Who Need 
Leave Will Benefit From FAMILY Act 

Reason for Leave Percent of All 
Leave Taken 

Covered by 
FAMILY Act 

Not Covered by 
FAMILY Act 

New child* 21.1% 11.1% 10.0% 

Own medical condition 54.6% 27.3% 27.3% 

Care for family member’s medical con-
dition, or other FMLA-covered rea-
son 20.0% 3.3% 16.7% 

Non-FMLA reason or unspecified** 4.3% 0.0% 4.3% 

Total 100.0% 41.7% 58.3 

* The CBO report says 70 percent of new parents would be eligible to take leave, and within that group, 
‘‘most’’ new mothers and ‘‘about half ’’ of new fathers would take leave. This data assumes that 100 percent of 
eligible mothers and 50 percent of eligible fathers would take leave. 

** The FAMILY Act would not cover non-FMLA reasons, and the author assumes it would not cover the 1.0 
percent of unspecified reasons for leave. 

SOURCES: 
• Share of workers who need to take leave who use FAMILY Act benefits: Congressional Budget Office. Con-

gressional Budget Office, ‘‘Budgetary Effects of H.R. 1185, the FAMILY Act,’’ letter to the Honorable Kevin 
Brady, February 13, 2020, https://www.cbo.gov/system/files/2020-20/hr1185_2.pdf (accessed February 23, 
2020). 

• Distribution of all leaves: Abt Associates, ‘‘Family and Medical Leave in 2012: Technical Report,’’ prepared 
for Jonathan Simonetta, U.S. Department of Labor, Exhibit 4.4.2 Medical reasons for taking leave. Revised 
April 18, 2014, https://www.dol.gov/sites/dolgov/files/OASP/legacy/files/FMLA-2012-Technical-Report.pdf 
(accessed February 25, 2020). 

After 6 years, the program’s costs would equal 240 percent of its revenues, mean-
ing policymakers would either have to ration benefits or more than double taxes. 
Most importantly, the CBO estimated that the program would provide benefits to 
only four out of every 10 workers who need to take family or medical leave. 

The most recent, 2023 version of the FAMILY Act would significantly expand ben-
efit eligibility, impose tremendous burdens on employers—especially small busi-
nesses, invite substantial misuse and abuse, and be significantly more costly and 
underfunded than prior versions of the FAMILY Act.28 

For starters, the FAMILY Act extends the FMLA’s job protections to all workers 
who have been employed with a company for 90 days or more.29 Currently about 
70 million workers do not have access to FMLA job protection either because they 
work for a smaller employer or because they have not been employed for the 
FMLA’s requirement of 12 months or more. Thus, the FAMILY Act would extend 
FMLA job protections to tens of millions of workers. While job protection is seem-
ingly a good thing (no one wants a woman to lose her job because she had a child 
and had to take leave from work), providing job protection for all FMLA purposes 
can be particularly burdensome for small employers, which is why Congress ex-
cluded them from the FMLA. For example, a Heritage Foundation report by James 
Sherk provided an example of a 911 call center where five of the seven day-shift 
employees had FMLA certifications.30 Since that work is so specialized, when em-
ployees take unannounced leave, their coworkers have to work overtime, leaving ex-
hausted workers handling emergency situations. 

Moreover, FMLA has been extensively misused and abused in certain workplaces 
in which obtaining an FMLA certification is a means for workers to take time off 
whenever they want with immunity. Reports from HR managers, significant vari-
ance in the use of FMLA across otherwise similar worksites, and trends in FMLA 
use around holidays and weekends (it is often referred to as the Friday and Monday 
Leave Act) suggests significant misuse and abuse of FMLA. Turning currently un-
paid leave into paid leave will only exacerbate FMLA misuse and abuse. 



64 

31 Over the past 10 years (2012–2021), an average 17 percent of earnings have been above 
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pers.ssrn.com/sol3/papers.cfm?abstract_id=3467127 (subscription required). 

The current FAMILY Act also extends paid family leave to individuals who have 
little attachment to the labor force. To qualify for benefits, an individual can have 
as little as one penny of earnings in the prior quarter and must have only $2,000 
in earnings over the prior 2 years. For someone making $10 per hour, that amounts 
to an average of fewer than 2 hours of work per week. The current FAMILY Act 
also extends leave to workers to care for non-kin individuals with whom the indi-
vidual has a family-like relationship. 

The current FAMILY Act’s significant expansions will vastly increase the cost of 
the Federal paid leave entitlement without adequately financing those expansions. 
The current FAMILY Act’s proposal to apply the 0.4-percentage-point tax to earn-
ings above the Social Security payroll tax cap will only increase revenues by about 
17 percent.31 Even if the current FAMILY Act did not increase benefit eligibility 
from the 2019 version, CBO’s analysis indicates that the proposed tax increase 
would only keep the program solvent 1 year longer, with revenues falling short in 
the second year of benefit payments instead of the first year. By the 10th year, reve-
nues would still be less than half of CBO’s estimate of the cost of a less-expansive 
FAMILY Act (the 116th Congress version would have covered only 42 percent of 
leaves workers take). 

Considering the massive expansion in eligibility and benefits in the 2023 FAMILY 
Act, it is likely that the payroll tax will need to be at least three times as high as 
specified. For the median household with an income of about $70,000, that would 
amount to an extra $840 in Federal taxes. As the experience of other countries, 
States, and current Federal entitlement programs demonstrates, those costs would 
likely rise significantly over time. 

In addition to increased taxes for workers, the current FAMILY Act imposes tre-
mendous burdens on employers who are already struggling with labor shortages. 
Enabling virtually all workers to access paid family leave benefits and providing 
those who have been on the job at least 90 days with additional workplace protec-
tions will make it even more difficult for employers to run their businesses and to 
meet customers’ demands and patients’ needs. In particular, the current FAMILY 
Act specifies that employers cannot interfere with employees’ rights under the law 
(‘‘interfere’’ could be broadly interpreted to include asking a simple question related 
to an employee’s leave). It also creates effective immunity from disciplinary, dis-
missal, or adverse action for an entire year after the worker takes leave. This is 
done by establishing a ‘‘rebuttal presumption of retaliation,’’ whereby any adverse 
action an employer takes against an employee is presumed to be in retaliation for 
the worker having taken leave. Since the Act allows workers to take up to 12 weeks 
of leave every year, workers who take leave every year could become nearly impos-
sible to discipline or dismiss. 

Government Programs and Mandates Have Unintended Consequences for 
Women. While laws regarding paid family leave almost always aim to particularly 
help women, they can have the opposite effect in practice. 

Generous government-paid family leave programs in other countries have reduced 
women’s prospects of promotion, contributed to lower relative wages, and created 
disjointed workforces with women dominating part-time jobs and men dominating 
full-time jobs.32 Thus, it is no coincidence that America is the only industrialized 
nation without a Federal paid family leave policy and where women’s earnings are 
among the highest in the world compared to men’s and where the highest proportion 
of women hold top-level and management positions. 

Both California’s and New Jersey’s State-based paid family leave programs had 
the unintended consequence of increasing the unemployment rate and the duration 
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of unemployment for young women.33 Even with low awareness and up-take rates, 
researchers estimated that New Jersey’s paid family leave program reduced young 
women’s employment rates by an estimated 8 percent to 9 percent.34 And a recent 
analysis of California’s program using administrative data from the IRS found that 
new mothers who used California’s paid family and medical leave program had 7 
percent lower employment and 8 percent lower annual earnings 6 years to 10 years 
after giving birth than new mothers who did not use the program. (That study also 
has the surprising finding that California’s paid family leave program reduces wom-
en’s fertility rates).35 Even though the United States’ Family and Medical Leave Act 
(FMLA) only enables unpaid family and medical leave, and only applies to compa-
nies with more than 50 employees, it has still reduced women’s likelihood of being 
promoted 36 and thwarted women’s wage gains relative to men.37 

Even liberal economists such as professor and scholar Harry Holzer have noted, 
‘‘A mandatory paid leave policy might well lead employers to begin discriminating 
in hiring against less-educated women in the child-bearing ages, especially minority 
women.’’38 While government mandates cause employers to fear absences that are 
out of their control and lawsuits for even unknowingly failing to follow complicated 
rules, employer-provided policies have fewer consequences because they do not in-
sert a middleman between workers and employers. Consequently, employers who 
voluntarily provide paid family leave benefits are unlikely to discriminate against 
workers who may take leave and are more likely to accommodate workers’ leaves 
in an effort to keep them employed with the company. 

Most Americans Are Unwilling to Accept the Costs and Trade-offs of a 
Federal Paid Family Leave Program. A 2018 survey by the Cato Institute found 
that most Americans—74 percent—support a Federal paid family and medical leave 
program; but that support dropped precipitously when asked about the costs, or 
trade-offs, of such a program.39 At a price tag of $450 more in taxes each year— 
the likely minimum cost for a program like the FAMILY Act 40—fewer than half of 
Americans (48 percent) supported a national paid leave program.41 In reality, how-
ever, a national paid leave program would cost much more—as much as thousands 
of dollars per year in new taxes, according to the American Action Forum.42 

Americans are not willing to exchange more debt for a Federal paid family leave 
program as only 40 percent of Americans support paid family leave if it means high-
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er deficits.43 Americans appear even less willing to give up their own personal com-
pensation or to forgo promotions for women: Only 38 percent of Americans support 
a Federal paid leave policy if it means lower pay raises for them, and even fewer— 
29 percent—are willing to exchange such a program for fewer benefits for them or 
for a reduced likelihood of promotions for women.44 That has, unfortunately, been 
the case with national paid family leave policies, including both unpaid mandates 45 
and generous national programs.46 

Americans were least willing to support a Federal paid family leave program if 
it meant giving up other valued government services. Only 21 percent of Americans 
said they would trade lower funding for education, Social Security, and Medicare in 
order to implement a national paid family leave program.47 This is an important 
reality because Social Security and Medicare are both massively underfunded and 
Social Security is projected to run out of money within a decade, resulting in auto-
matic and across-the-board benefit cuts of 23 percent (about $5,000 for the average 
retiree). Adding another unfunded entitlement program would further jeopardize the 
ability of existing entitlement programs to provide scheduled benefits. 

Another survey, commissioned by the Independent Women’s Forum, asked Ameri-
cans about their concerns over a Federal paid family leave policy. Americans’ big-
gest concern was that ‘‘people will find a way to abuse this type of policy.’’48 About 
half of all Americans were concerned about abuse, including 56 percent of conserv-
atives, 52 percent of moderates, and 38 percent of liberals. Americans’ other top con-
cerns were that a Federal paid family leave policy ‘‘only benefits workers who plan 
to have children, which is unfair to those who do not’’ (38 percent); ‘‘workers will 
have to pay more taxes and will have less money for themselves and their families’’ 
(37 percent); and it ‘‘discourages businesses from providing their own parental leave 
benefit’’ (34 percent).49 

POLICIES TO EXPAND WORKERS’ ACCESS TO PAID FAMILY 
LEAVE AND WORK-LIFE FLEXIBILITY 

It is important that family members be able to care for one another, and in a time 
when many households are headed by a single adult or both spouses are working, 
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providing necessary care can require taking time off work. Employers who fail to 
recognize and provide for this need risk losing good workers and incurring high 
turnover costs. Fortunately, a competitive global economy, the 2018 pro-growth tax 
cuts, and the workplace adaptations related to the COVID–19 pandemic have 
spurred more and more employers to voluntarily provide paid family leave to their 
workers. Moreover, 14 States have enacted paid family leave programs that vary in 
program design and administration, and a handful of other States have optional 
paid family leave programs. 

Tax Credits Versus Mandates. Tax credits for paid family leave policies will 
always have fewer unintended consequences than government mandates because 
credits are optional. The effectiveness of tax credits at increasing access to paid fam-
ily leave depend on the structure of the credits. Temporary credits are less likely 
to induce employers to enact permanent new benefits, and credits that impose sig-
nificant requirements on employers are less likely to be utilized. Meanwhile, credits 
that are available to employers who already provide the specified policy will raise 
taxpayers’ costs without generating new benefits for workers. 

The Tax Cuts and Jobs Act of 2018 (TCJA) included a temporary tax credit for 
employers who paid family leave to their workers. That credit was supposed to last 
only through 2019 but has since been extended through 2025. To qualify for the 
credit, employers must have a formal written policy that meets minimum require-
ments, including providing at least 2 weeks of paid family leave, being available to 
employees who have worked for the employer for at least 12 months, and providing 
at least 50-percent benefit replacement rates. The credit equals a quarter of the 
paid family leave wages paid (so, between 12.5 percent and 25 percent) to workers 
who have incomes below a specified threshold. In 2023, employers can claim credits 
for workers whose total wage compensation did not exceed $81,000 in 2022. To claim 
the credit, employers must file two IRS forms and must reduce their tax deduction 
for employee compensation by the amount of the credit. The credit was and is avail-
able to employers with existing paid family leave policies that meet the credit’s re-
quirements, as well as to employers who provide short-term disability insurance 
plans that meet the requirements. 

The efficacy of the tax credit at expanding access to paid family leave is not yet 
known. In particular, it is not clear what portion of tax credits claimed went to em-
ployers who already provided paid family leave or short-term disability insurance 
policies versus how many were spurred to create new policies as a result of the cred-
it. The Joint Committee on Taxation estimated that the credit would cost about $2.2 
billion per year in tax revenues over the first 3 years (2018–2020) and about $0.8 
billion per year over the next 5 years (2021–2025). 

A back-of-the-envelope estimate suggests that $0.8 billion per year equates to 
about 1.1 million workers receiving the credit. (This estimate assumes workers have 
average wages of $50,000 per year, they each take the average of 5.5 weeks of leave, 
and they receive a 75 percent benefit replacement.) Considering that upwards of 40 
million workers have access to paid family leave at work, and that roughly 23 mil-
lion workers take family leave each year, the credit would appear to benefit rel-
atively few workers.50 Moreover, it is unclear how many of the workers for whom 
employers claim the credit would have had access to paid family leave even without 
the credit. 

A provision of the paid family leave tax credit that may be preventing particularly 
smaller employers from claiming it, even if they decide to provide some paid family 
leave, is the ‘‘non-interference’’ language. That language specifies that an employer 
cannot interfere with any attempted use of the benefits of the policy. Employers 
may rightly fear that ‘‘interfere’’ could be interpreted to include an employer asking 
to work with an employee in scheduling his paid leave or asking that employee to 
do work—even answering an email or a phone call from a coworker filling in for 
that employee—while on leave. Additionally, because smaller companies tend to face 
greater liquidity constraints, the lag between when an employer provides paid fam-
ily leave and when the company files taxes and eventually receives the credit may 
render it less effective. 

COVID–19 Family Leave Credit Underutilized. Another temporary credit in 
the Families First Coronavirus Act covered 100 percent of employers’ costs for 
wages and health-care benefits for workers at companies with 500 employees or 
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fewer who took family leave for reasons related to the COVID–19 pandemic. The 
original credit expired at the end of 2020. Subsequent legislation modified and ex-
tended the credit through September 30, 2021. The original credit was estimated by 
the Joint Committee on Taxation to cost $105 billion. According to IRS administra-
tive records through July 15, 2021, the IRS had processed only $6.7 billion worth 
of employers’ claims for the credit between the second quarter of 2020 and the first 
quarter of 2021.51 This suggests that the credit was highly underutilized. Possible 
reasons for so few businesses claiming the 100 percent paid family leave credit could 
include fewer needed leaves than anticipated and administrative complexity and 
confusion, including the credit’s interaction with other COVID–19 policies. 

Conditional tax credits for paid family leave are arguably less effective than 
across-the-board tax reductions. To the extent that policymakers consider using the 
tax code to encourage the provision of paid family leave, a temporarily lower tax 
rate for companies that do not currently provide paid family leave and that enact 
new paid family leave policies would be better targeted than credits available to em-
ployers with existing policies. Moreover, businesses may be more inclined to imple-
ment new policies if they have fewer strings attached and do not include the admin-
istrative burden of tracking and submitting claims for each individual worker’s 
leave. 

If policymakers enact Federal paid family leave legislation, it should be optional 
to prevent the unintended costs and consequences. The following proposals are all 
entirely optional ways to help expand paid family leave to workers who lack the 
ability to take it and to businesses that cannot yet afford to provide it: 

Enact the Working Families Flexibility Act. The Working Families Flexibility 
Act would allow lower-income, hourly workers to choose whether they want to accu-
mulate paid leave overtime pay when they work more than 40 hours in a week. Paid 
leave, or so-called comp time, would accumulate at 1.5 times the rate of overtime, 
so 4 hours of overtime 1 week would equal 6 hours of paid leave. This proposal 
would particularly help lower-income workers who are least likely to have access to 
paid family leave. 

Enact Universal Savings Accounts. Universal Savings Accounts would enable 
all Americans to save in a single, simple account for all their needs and to take 
money out for paid leave, for children’s education, or any other life needs that arise 
without paying a penalty for early withdrawal. The ability to use tax-preferred sav-
ings for paid family leave would be particularly helpful for independent, part-time, 
and temporary workers. 

Expand Private Disability Insurance. Private disability insurance covers 
workers own medical needs and maternity leave. Already, about 50 percent of full- 
time private-sector workers currently have private disability insurance at work.52 
Providing clarity that employers can automatically enroll workers in private dis-
ability insurance, just as they can automatically enroll workers in retirement sav-
ings (so long as they provide a clear option to opt out), could encourage more em-
ployers to provide private disability insurance. 

Pursue Pro-Growth Tax Policies. Perhaps the single most impactful thing that 
policymakers can do to enable more employers to be able to provide paid family 
leave is to allow employers to return more of workers’ output to them in compensa-
tion, like paid family leave, as opposed to sending it to the government through 
taxes. 

The success of the Tax Cuts and Jobs Act reduced the top corporate tax rate from 
35 percent to 21 percent and lowered the top effective tax rate on S corporations 
from 37 percent to 29.6 percent. Many businesses used these tax reductions to in-
crease employees’ compensation, including paid family leave. In the 6 years leading 
up to the tax cuts, the percent of workers with access to employer-provided paid 
family leave increased only 3 percentage points, from 12 percent to 15 percent. In 
the 6 years following passage of the TCJA, that percentage shot up 12 percentage 
points, from 15 percent to 27 percent.53 
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Do Not Regulate Away Paid Family Leave and Flexibility. Regulations are 
another drag on employee compensation, both because of the dollar costs and the 
burdens of rigid rules. A number of recently proposed regulations threaten to make 
it more difficult and less likely for employers to offer paid family leave. The Depart-
ment of Labor’s soon-to-be-finalized Independent Contractor rule would make it 
harder for employers to hire short-term contractors to cover the work of employees 
who are out on paid family leave. That rule would also take away flexible work op-
tions that enable workers to choose when they work. The Department of Labor’s re-
cently proposed overtime rule (effectively subjecting all employees who make less 
than about $55,000 per year to overtime standards) could backfire on currently sala-
ried employees who could end up having to use up their paid time off just to main-
tain a full paycheck in weeks when they log fewer than 40 hours. And salaried 
workers who are converted to hourly employees as a result of the rule may lose ac-
cess to workplace benefits that are only provided to salaried employees. 

Instead of enacting new regulations that tie employers’ and employees’ hands and 
take away flexible work options, policymakers should look to eliminate costly and 
unnecessary regulations so that more of employers’ resources can go to employees’ 
compensation instead of to lawyers, accountants, and administrators. In addition to 
saving time and money, fewer regulations specifically geared at paid family leave 
policies would reduce employers’ legal fears about offering it. 

Unlike a one-size-fits-all Federal entitlement program, these policies would help 
to meet workers’ unique needs, in flexible and accommodating ways, at a cost they 
can afford. 

QUESTIONS SUBMITTED FOR THE RECORD TO RACHEL U. GRESZLER 

QUESTIONS SUBMITTED BY HON. TODD YOUNG 

Question. You have written about the importance of taking a measured Federal 
approach on paid leave. 

Can you please elaborate how, in your view, the Federal Government can best 
partner with States and employers to address some of the current gaps we are see-
ing in the paid family leave space? 

Answer. I appreciate how you have framed it, as it is gaps and not gaping holes 
that U.S. workers and employers face when it comes to paid family leave today. A 
Federal mandate or Federal entitlement would eviscerate many current private and 
State and local paid family leave programs, so this is not where Federal policy 
should start. Instead, Federal policy should look to fill in gaps with options for 
workers and employers. 

For example, by specifying that employers can automatically enroll workers in pri-
vate disability insurance plans like the are allowed to do for retirement plans, more 
employers would do just that, resulting in more workers having access to private 
disability insurance that covers the overwhelming majority of workers’ paid family 
leave needs. Private disability insurance can be attractive for employers because 
they do not have to manage the leave and it can be of little or no cost to them, de-
pending on whether or not they subsidize it for workers. In addition, allowing work-
ers to save tax free in a single, simple Universal Savings Account (USA), whereby 
they could withdraw funds without penalty for any need including taking family or 
medical leave, would specifically help fill the gaps where workers lack access to paid 
family leave. USAs have been particularly popular among lower-income workers in 
Canada and South Africa, presumably because they are more flexible and do not si-
phon off workers savings to be used only for specified purposes. 

Question. Additionally, in your testimony, you highlighted the importance of pro-
tecting certain flexibilities for employers looking to implement paid leave programs. 

Can you elaborate on the importance of these flexibilities and how you suggest 
my colleagues and I work to protect them as we evaluate opportunities for the Fed-
eral Government to bolster efforts on paid family leave? 

Answer. The majority of paid family leave needs are not like pregnancy, which 
is known many months in advance of the need for leave. Rather, many paid leave 
needs arise unexpectedly, and they also may include a need for intermittent leave 
as opposed to entire weeks or months away from work. When considering policies, 
it is important to fully consider not only how such policies might help people, but 
also how they might unintentionally hurt people. For example, the District of Co-
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lumbia’s paid family leave stipulations require government approval of all leave re-
quests, but this prohibits flexibility because employees have to submit all needs for 
leave weeks in advance, and they cannot take partial days of leave. That causes 
problems if, for example, a medical appointment is changed, or if the appointment 
only requires missing 2 hours of work instead of a whole day. Moreover, if someone 
ends up working on a day that they requested and were approved for leave—includ-
ing even just answering a work phone call or email—they will have to repay the 
benefits they received for that day. This type of policy simply does not work for 
many workers and many family and medical leave needs. 

Question. As Congress evaluates opportunities for Federal action on paid family 
leave, one question that often shapes the discussion is—should Congress create a 
new entitlement program to address the gaps in the current system or build off of 
existing Federal programs? In your written testimony, you highlighted the chal-
lenges of creating a new entitlement program. 

In your view, what are the benefits to enacting a paid leave program that builds 
off of an existing program in comparison to creating an entirely new entitlement 
program? 

Answer. Creating a Federal paid family leave entitlement would eviscerate exist-
ing employer-provided and State and local programs that are tailored to their own 
populations, which are a tiny fraction of the entire U.S. population. Many existing 
employer-provided paid family leave policies—both formal and informal—are serving 
workers and employers well and should not be disrupted with a Federal mandate, 
Federal entitlement, or even Federal regulations that could end up doing more to 
limit paid family leave than to expand it. 

If the Federal Government were to establish any type of paid family leave policy 
or program, it should be entirely optional, and geared towards allowing workers who 
do not have access to paid family leave to be able to purchase it. This could include 
following the model of Virginia (and now multiple other States) that have enabled 
private insurers to offer paid family leave insurance policies to individuals. 

QUESTION SUBMITTED BY HON. CHUCK GRASSLEY 

Question. In your written testimony you talked about how, statistically, low- 
income families are less likely to file paid leave claims. 

What considerations are important to ensure that paid leave programs and poli-
cies are accessible for low, middle, and high wage earners alike? 

Answer. Voluntary, employer-provided paid family leave programs as well as per-
sonal savings (such as through Universal Savings Accounts, which could include em-
ployer contributions into them) provide the best pathway to meaningfully expand 
paid family leave to lower-income groups. The reality of the situation is that the 
nature of many lower-income Americans’ work makes them ineligible for most 
government-created paid family leave programs. This is because lower-income work-
ers are more likely to work for small employers that do not have to provide job- 
protected family and medical leave, lower-income earners tend to have significantly 
shorter job tenure that leaves them ineligible for government paid family leave pro-
grams, and most government programs provide only partial wage replacement and 
lower-income earners often cannot afford to keep paying their bills with only partial 
pay. 

Thus, policymakers should look to something like Universal Savings Accounts, or 
even emergency savings accounts that lower-income workers could use for whatever 
need arises—including paid family leave—and regardless of their employment situa-
tion. While it may be tempting to provide tax credits to companies for paid family 
leave provided to lower-income workers, experience with such tax credits during the 
COVID–19 pandemic showed that they were hardly utilized because of the regula-
tions and requirements (even seemingly minor ones like ‘‘non-interference’’) that 
came with them. As avoiding potential liability associated with managing a formal 
paid family leave program appears to be a legitimate concern of employers, private 
disability insurance offers a potential way for companies to provide paid family and 
medical leave benefits without having to take on the costs and liabilities of man-
aging a program. Congress could help encourage greater access to and enrollment 
in private disability insurance by clarifying that employers can automatically enroll 
employees into such insurance plans similar to how they are allowed to automati-
cally enroll employees into retirement plans. 
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PREPARED STATEMENT OF ELIZABETH MILITO, EXECUTIVE DIRECTOR, 
SMALL BUSINESS LEGAL CENTER, NATIONAL FEDERATION OF INDEPENDENT BUSINESS 

Chairman Wyden, Ranking Member Crapo, and members of the Senate Com-
mittee on Finance, on behalf of the National Federation of Independent Business 
(NFIB), I appreciate the opportunity to submit for the record this testimony for the 
Senate Committee on Finance hearing entitled, ‘‘Exploring Paid Leave: Policy, Prac-
tice, and Impact on the Workforce.’’ 

My name is Elizabeth Milito, and I serve as the executive director of the NFIB 
Small Business Legal Center. The NFIB Small Business Legal Center is a nonprofit, 
public interest law firm established to provide legal resources and be the voice for 
small businesses in the Nation’s courts through representation on issues of public 
interest affecting small businesses. 

NFIB is the Nation’s leading small business advocacy organization, advocating on 
behalf of nearly 300,000 small business owner members in Washington, DC and all 
50 State capitals. NFIB’s mission is to promote and protect the right of our mem-
bers to own, operate, and grow their businesses. NFIB proudly represents small 
businesses nationwide from every industry and sector. 

NFIB members define our neighborhoods and fill our communities with character. 
They create local jobs and homegrown economic opportunities for small business 
owners and their employees alike. NFIB members are your local hardware store, the 
restaurant your family eats at on Friday, the neighborhood florist and barber, the 
mechanic who fixes your car, and the plumber, roofer, and landscaper who work on 
your home. 

Small businesses employ nearly half the country’s private-sector workforce.1 When 
small businesses succeed, communities flourish. A strong, vibrant small business 
economy supports local tax bases, governments, and schools. It is estimated that 68 
cents of every dollar spent at a local small business is reinvested into the commu-
nity.2 Small businesses are vital to our communities. 

I describe our membership and the importance small business has on our economy 
to illustrate one of the key points of my testimony and what I think often gets lost 
in the public policy discussions here in Washington, DC. There is no such thing as 
a ‘‘one-size-fits-all’’ policy that works for every business or every industry. Consider 
the varied types of small businesses you frequent—pizza parlor, auto shop, dry 
cleaner, hair salon—some have employees that are strictly full-time, others strictly 
part-time or hourly. Some have a combination of both. Perhaps others are seasonal 
employers. Small businesses face complex issues that are unique to them, and when 
solutions to perceived problems are put in place by government, policymakers too 
often paint business with a broad brush and fail to consider the unique structure 
of Main Street employers. 

The number of small business owners who struggle to fill positions is at a histori-
cally high level.3 Small businesses are increasing compensation and benefits. They 
are providing flexibility so employees can pick their kids up from daycare or go to 
a doctor’s appointment. However, many small business owners are staunchly op-
posed to one-size-fits-all inflexible and costly mandates from Washington. Just as 
we know from past decisions the best political intentions do not always play out as 
desired. Therefore, we must also examine the likely consequences to small employ-
ers from new government mandates. 

NFIB has long opposed inflexible or mandated leave requirements for a variety 
of reasons. But today, I would like to focus on three concerns of NFIB and its mem-
bers: (1) leave mandates impede flexibility, which is the key to making small busi-
nesses the ‘‘employers of choice’’ in our communities; (2) leave mandates impose in-
ordinate complexity and costs on small businesses; and (3) leave mandates lead to 
death by a thousand mandates. 
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1. SMALL BUSINESSES AND EMPLOYEE BENEFITS: FLEXIBILITY MAKES SMALL 
BUSINESSES THE ‘‘EMPLOYERS OF CHOICE’’ IN OUR COMMUNITIES 

Providing paid family leave can have several benefits for businesses, includ-
ing increased employee morale, loyalty, and retention, as well as improved 
recruitment efforts. However, ultimately, each business must weigh the 
costs and benefits of offering paid family leave and make their decision 
based on their unique circumstances and not though legislative decree. 
Please do not take away what’s left of the flexibility we have to accommo-
date our workers’ needs. We hope that you will look to reduce the burden 
on running our business rather than adding payroll tax increases to our al-
ready rising operational costs and administrative and compliance burdens. 
Please consider the struggle that small businesses have been through in the 
last 3 years before putting another expensive and time-consuming mandate 
on us. —NFIB Member—Brattleboro, VT 

Often the public and media link the term ‘‘employers of choice’’ with big corpora-
tions that offer Cadillac employee benefit programs and have seemingly endless re-
sources to throw around, but the reality is that creating good jobs doesn’t have to 
be that complex or challenging. Small businesses have demonstrated time and again 
that being an ‘‘employer of choice’’ means becoming an employer that potential and 
existing employees want to work for. Small businesses do this by offering competi-
tive compensation and investing in employees and their communities. 

Unfortunately, however, mandated leave proposals often envision a one-size-fits- 
all mandate that would handicap businesses’ ability to attract workers at a critical 
time. Across the Nation, small business owners are seeing a growth in sales but are 
stunted by not having enough workers. Finding qualified employees remains the 
biggest challenge for small businesses and is slowing economic growth. Owners are 
raising compensation and offering bonuses and benefits to attract the right employ-
ees. 

The NFIB Research Center showed the Small Business Optimism Index (https:// 
www.nfib.com/surveys/small-business-economic-trends/) decreased half a point in 
September to 90.8.4 September’s reading marks the 21st consecutive month below 
the 49-year average of 98.5 Business owners remain pessimistic about future busi-
ness conditions, which has contributed to the low optimism they have regarding the 
economy. Forty-three percent of owners reported job openings that were hard to fill, 
up 3 points from August and remaining historically high as owners can’t hire 
enough workers due to few qualified applicants. Finding qualified workers is the 
number-one-cited problem for small business owners, surpassing all other issues in-
cluding inflation.6 

One of the primary ways in which small businesses attract and retain talented 
workers is by providing innovative benefits like flexible leave policies, designed spe-
cifically to fit the needs of their employees and their businesses. The majority of 
small business owners already include paid leave in their compensation packages. 
According to an NFIB national small business poll, a majority of small business 
owners indicated that they already provide flexible leave. Most small employers (73 
percent) offer paid time off (PTO) to the majority of their full-time employees, and 
67 percent of them offer 2 weeks or more of leave.7 The number of days offered is 
dependent on an employee’s length of service in 76 percent of small businesses offer-
ing the benefit.8 

Most small business owners work hard to ensure compliance with employment 
and labor laws in a workplace that treats employees fairly, pays decent wages, and 
provides good benefits, but their informal and unstructured nature and more limited 
financial resources require greater flexibility in creating policies and solutions. In-
deed, small businesses are leaders in flexible working arrangements, a key benefit 
for many of their employees. 

Studies have shown that small businesses are more likely to allow employees to 
change starting and quitting times, work some regular paid hours at home occasion-
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ally, have control over when to take breaks, return to work gradually after child-
birth or adoption, and take time off. during the workday to attend to caregiving or 
other family or personal needs without loss of pay.9 Flexible work arrangements like 
these directly correlate with increased employee satisfaction.10 

In summary, expanding leave mandates has two results that impact flexibility in 
the workplace. Mandating one-size-fits-all policies forces small business owners to 
eliminate unique programs that benefit their businesses, their customers, their em-
ployees, and ultimately their communities. In addition, leave mandates increase 
costs for small businesses, which almost always limits the flexibility of small busi-
nesses to provide benefits that many employees already enjoy. 

2. SMALL BUSINESSES AND MANDATED LEAVE: THE COMPLEXITY OF COMPLIANCE AND 
UNFORESEEN, UNINTENDED, AND HIDDEN COSTS 

As a small business, we have always strived to offer the best benefits that 
we can for our employees, which include 5 paid holidays, and up to 10 vaca-
tion days, not to mention health insurance, a SIMPLE IRA plan, etc. With 
the current economic climate, it is difficult to offer competitive wages and 
benefits and still keep the business profitable. Adding another mandated 
benefit will just make that even more difficult, not to mention the time it 
will take to track the proposed PTO which is different than our current sys-
tem. We are already extremely flexible with our employees and have given 
a lot of grace through the pandemic and the many challenges that it has 
created. —NFIB Member—Decatur, IL 

Small businesses depend on predictability to stay competitive. Mandated leave 
policies, however, further complicate compliance with workforce laws for employers 
and raise costs on businesses. Mandated leave is not a free benefit for employees; 
mandated leave comes with a cost that businesses will have to shoulder and will 
eventually be absorbed by the employer, employees, and customers. In a small busi-
ness with a finite number of resources, this translates into less money available for 
wage increases, health insurance and other benefits, and hiring additional employ-
ees. 

Small businesses, which are the backbone of our economy, are especially vulner-
able to the impact of labor mandates. Small firms typically have few administrative 
staff members and little human resources experience or regular access to legal coun-
sel. Only about 12 percent of small businesses have a human resources (HR) profes-
sional or dedicated employee who handles personnel matters.11 In most small busi-
nesses, HR matters are handled by the business owner or an employee who handles 
back office and administrative tasks. This means that the recordkeeping and report-
ing requirements mandated by leave proposals will fall more times than not on the 
business owner. About 50 percent do payroll in-house.12 Adding a Federal leave 
mandate to existing State and local labor and employment law requirements would 
complicate an already difficult legal and regulatory environment for small busi-
nesses and would expose these businesses to legal challenges. 

Additionally, whether an employer is subject to a paid leave mandate or subject 
to an unpaid leave mandate, leave laws generally impose onerous recordkeeping re-
quirements with which small businesses would need to comply, including new leave 
tracking, notification, documentation, and reporting requirements. Records would 
need to be maintained to demonstrate compliance. 

When the Family and Medical Leave Act was passed, the Senate debated small 
business exemptions from such burdensome mandates.13 The Senate ultimately 
agreed on an exemption for small businesses with fewer than 50 employees. The 
Senate wisely understood that it would be more difficult for small business owners 
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to comply with this new mandate and would potentially be more disruptive to the 
operations of small firms. 

As we have observed, the best way to increase employee compensation is through 
economic growth where employers must boost compensation to retain and attract 
employees. Congress must focus on policies that strengthen the economy and reject 
mandates that increase red tape and costs for small businesses. 

3. DEATH BY A THOUSAND MANDATES 

I am a small business with 3 employees. I would like to have a 4th em-
ployee but because of the high taxes I already pay, I cannot afford to. I 
could easily afford a 4th employee with the taxes I pay now. Instituting 
. . . paid leave and the tax to pay for it would really hurt my business— 
maybe even having to go down to 2 employees. That would make it harder 
for me and I would probably consider dissolving my business. —NFIB Mem-
ber—Little Falls, MN 

Efforts to expand labor mandates never stop. For small business owners, it’s near-
ly impossible to keep up with the unprecedented number of changes in the past few 
years.14 A federally mandated leave program will further complicate the patchwork 
quilt of labor laws that are problematic and confusing for employers and create un-
intended consequences for workers, businesses, and for the economic environment. 

Understanding and complying with the complexity of a new mandate is expensive, 
both in terms of time and money. According to the Small Business Administration, 
workplace compliance costs small businesses 36 percent more per employee than it 
costs large businesses.15 

Additionally, any new mandates would fall on businesses during an unprece-
dented surge of regulatory costs and burdens imposed by the current administra-
tion. In a little over 21⁄2 years in office, this administration’s regulatory agenda has 
saddled businesses with more than $436 billion in new final rule costs and more 
than 220 million paperwork hours.16 If there ever was a time for Congress to not 
increase mandates and red tape for small businesses, that time is now. 

Federally mandated leave would add another benefit to the growing list of ex-
penses that employers must absorb. In recent years, leave laws have passed in a 
dozen States.17 Some of these State initiatives were funded via payroll deductions, 
only to later be modified to be strictly employer funded. Many enacted paid leave 
mandates additionally incorporate private right of action language, which opens 
small employers up to an increased threat of litigation. 

A federally mandated leave program will put small businesses at a competitive 
disadvantage in attracting and retaining employees. In today’s economic environ-
ment, not only are employers competing to attract workers, but the competition 
amongst States for employers and jobs is fierce. Businesses in States with mandated 
leave programs will not fare well. 

CONCLUSION 

Small business owners understand the changing dynamics in the workplace—they 
are grandparents, parents, and caregivers, too—and they want to do all they can 
to attract and retain the best employees. But when it comes to benefits, flexibility 
is key for small businesses. Mandated leave laws represent a significant challenge 
for small business owners since flexibility is critical for a small business, and man-
dated leave laws are generally anything but flexible, simple to comply with, and af-
fordable. 

Small business owners can and do offer support to employees in their lives away 
from work, whether it’s for their own care or to care for a parent, child, or other 
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family member, but they must have flexibility in creating a policy that works for 
both the employees and the business. 

On behalf of all the small-business owners of the NFIB, thank you for focusing 
on this important issue and inviting me to appear before the committee. 

QUESTIONS SUBMITTED FOR THE RECORD TO ELIZABETH MILITO 

QUESTIONS SUBMITTED BY HON. TODD YOUNG 

Question. I have long been supportive of finding opportunities for the Federal Gov-
ernment to partner with States and employers in providing greater flexibility for 
working parents. One of the very important aspects of this conversation is looking 
specifically at how small businesses are impacted by the current paid family leave 
system. 

What are some of the barriers that small businesses often face in offering paid 
family leave? 

Answer. Small businesses are particularly hard-hit by the current economic condi-
tions. The number of small business owners who struggle to fill positions is at a 
historically high level, and leave proposals often envision a one-size-fits-all mandate 
that would handicap businesses’ ability to attract workers at this critical time. One 
of the primary ways that small businesses attract employees—along with increasing 
compensation and benefits—is to offer flexible leave policies. However, mandates are 
expensive and inflexible; they would prevent businesses from being able to offer 
more flexible leave. Add in the cost of compliance—which is significantly higher for 
small businesses—and the challenge of keeping up with an ever-increasing set of 
regulatory requirements, and it becomes clear that mandatory paid family leave 
would be a massive burden on small business owners. Until economic conditions im-
prove, and the existing regulatory burden lessens, business owners are unable to 
provide paid family leave. 

Question. In your view, how can Congress work to help address some of these bar-
riers? 

Answer. The best way that Congress can address these barriers is by strength-
ening the economy and avoiding further regulations on small business—especially 
a one-size-fits-all paid leave mandate that would treat small businesses the same 
as large companies. Congress should keep in mind that 50 percent of small busi-
nesses do payroll in-house 1 and most do not have HR departments to shoulder the 
burden of compliance. Instead, small businesses should be able to retain flexibility 
in creating policies that work for both them and their employees. 

QUESTIONS SUBMITTED BY HON. CHUCK GRASSLEY 

Question. As chairman of the Finance Committee, I convened a bipartisan work-
ing group to study the issue of paid leave to try and find a bipartisan consensus 
on what the Federal Government’s role should be. It’s been several decades since 
we’ve updated Federal family leave laws. It’s important to have bipartisan discus-
sions about existing private and public paid family leave benefits and identify gaps 
in coverage to ensure working families have the flexibility to care for their loved 
ones. 

We know that many employers currently offer paid leave benefits. We should con-
sider potential avenues to encourage more employers to begin offering paid leave op-
tions to workers as well as how to sustain these benefits in the long term. 

Can you share your thoughts on how to incentivize employers of different sizes 
to provide paid leave options to employees for the first time and for the long term? 

Answer. Small businesses want to provide the best compensation and benefits for 
their employees. However, instituting more regulations in tough economic times will 
have the complete opposite effect. Instead of growing their businesses, employing 
more workers, and offering more benefits, businesses will be forced to shrink their 
work force and cut benefits. Rather than increasing the regulatory burden on small 
businesses, Congress ought to reduce this burden. Congress must focus on policies 
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that strengthen the economy and reject mandates that increase red tape and costs 
for small businesses. This will incentivize small businesses to continue improving 
employee benefits. 

Question. During my annual county meetings, I hear from businesses in every in-
dustry about labor shortages and finding qualified workers to fill open positions. 
How do we ensure businesses have the flexibility to offer the pay and benefits that 
fit their budgets and help attract and retain workers? 

Answer. Finding qualified workers is the number one cited problem for small 
business owners, surpassing all other issues, including inflation.2 The solution lies 
in affording small businesses the ability to choose their own policies. Employer- 
designed leave policies allow employees the day-to-day flexibility to pick their kids 
up from daycare or go to a doctor’s appointment. However, if small businesses are 
forced to provide paid family leave, they will not be able to afford the flexible leave 
policies that bring in new employees. Congress should ensure that businesses can 
design and implement the policies that are most attractive to workers rather than 
having to conform to an unaffordable paid family leave mandate. 

PREPARED STATEMENT OF BEN VERHOEVEN, 
PRESIDENT, PEORIA GARDENS, INC. 

Good morning, Chairman Wyden, Ranking Member Crapo, and members of the 
Senate Committee on Finance. 

Hello there. I’m Ben Verhoeven. I’m a second-generation farmer and nursery 
owner. I run a family-owned greenhouse in rural Albany, OR. I’m proud to say my 
26 year-round and 24 seasonal employees receive great benefits which, in the big 
picture, don’t cost me much, but mean a lot to everyone, and they’re good for busi-
ness. My workers can get paid family leave, which covers parental leave, medical 
leave and leave to care for a loved one. In addition to paid family leave my workers 
can get health care, paid vacation, paid sick time and a pension. 

Many industry groups claim that policies like ours will hurt business. That’s just 
not true. 

Paid family leave costs me less per year than truck repairs, and has a much 
greater effect on the lives of the people I work with. 

Our farm began offering 12 weeks of full pay parental leave in 2016. We have 
since worked to help pass paid family leave for all Oregonians. Together, we can 
expand these benefits to all Americans. 

Before my workers had paid family leave they told me stories of draining their 
retirement savings to care for a dying brother. This is now a thing of the past. I 
know a mother who no longer must rely on donated sick time to plan for a second 
child. I have seen a young man, raised by a single mother, grow into a strong and 
loving father of two. These are real stories from my workers, made possible by paid 
family leave. 

In Oregon, under our State’s new Paid Leave Oregon program, my farm can now 
provide paid family leave with my workers. 

Opponents of paid leave will tell you that only workers benefit. Therefore, all the 
financial costs should fall on workers’ shoulders. This is not true. As an independent 
business owner I benefit when my employees do not have to choose between their 
loved ones and a paycheck. As a farmer I benefit when my workers have a stable 
home life, which begets a stable work life. 

Since offering paid parental leave in 2016 we have seen a return on our invest-
ment as valuable employees, including many fathers, return to work and future pro-
motions. This helps my business prosper and grow. 

As a business owner I also benefit from stronger, healthier, more resilient mar-
kets. Lessening the financial hardship of an illness, a birth, or a family crisis leaves 
more savings in people’s pockets, savings that they can put towards homes and gar-
dens. 
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As any farmer will tell you, we are subject to the forces of Mother Nature. A crop 
failure affects our business in the same way a sudden illness affects a family. This 
is why I feel strongly that coverage should be expanded to include all businesses 
and workers. Life events like birth, illness and ailing parents happen to all of us, 
regardless of the size of company we work for. 

I would also add that as a farmer and a small business owner, national paid fam-
ily leave is a good bargain. I cannot afford comprehensive paid family leave on my 
own, which is why a program like the one we have in Oregon, is the best way for-
ward. Our State’s program costs businesses like mine less than offering stand-alone 
plans, and I know that my workers are also contributing. 

As a small business owner, I am the HR department. Our State program has been 
much easier to set up than the private insurance options, also allowed under the 
new Oregon law, that we explored. Working with our State has been as simple as 
a software update to our payroll, and a pre-printed poster in the breakroom. Or-
egon’s program manages the process, confirms a worker qualifies, and of course pays 
for the leave itself out of the fund. This is a real service, both for me and for my 
workers. 

A comprehensive and permanent paid family leave program is good for workers, 
benefits employers, and secures our economy for generations. It’s the right thing to 
do for business. It’s the right thing to do for workers. 

Thank you. 

QUESTIONS SUBMITTED FOR THE RECORD TO BEN VERHOEVEN 

QUESTION SUBMITTED BY HON. MAGGIE HASSAN 

Question. According to a recent poll by the Bipartisan Policy Center, 72 percent 
of adults ages 20–54 who are not in the labor force say that personal health or fam-
ily caregiving are their main reasons for not working. Guaranteed, job-protected 
paid leave helps attract people to the workforce and reduces turnover, which also 
saves businesses time and money. However, many employers struggle to provide 
paid leave to their employees—especially small businesses. This leaves most work-
ing people in the United States without employer-provided paid family leave, includ-
ing nearly three-quarters of Granite Staters. 

What benefits to your company do you expect to come from Oregon’s newly estab-
lished comprehensive, guaranteed paid leave program? 

Answer. Our experience offering paid parental leave since 2016 has been one of 
improved retention, opportunities for promotion, and business growth. Now, thanks 
to our comprehensive government paid leave program, our company can afford to 
expand benefits to include paid medical, caregiving, and safe leave. We expect to 
see better retention not just from new parents, but now the majority of our work-
force. 

Because workers will be more likely to stay at their jobs for longer when they 
have the benefit of paid leave, business owners like myself will save on hiring and 
training new employees. Oregon’s new program will also help level the playing field 
for small businesses, as it will allow them to offer the same benefits as their larger 
competitors. Stronger small businesses and better quality jobs are key to economic 
resilience. 

The kind of events that are covered by comprehensive paid leave are infrequent, 
but important in people’s lives. The poll you cite aligns with my experience as a 
small business owner. When push comes to shove, people will take the time to care 
for themselves or a loved one. The question is do we leave them draining their re-
tirement and unmoored from employment or do we support them on a path to re-
turn to work? A comprehensive and permanent paid leave program is an affordable 
way to retain valuable employees who can return to work from stable homes and 
build stability in the workplace. A more stable workplace allows me to focus on 
growing my business. 

QUESTION SUBMITTED BY HON. MARIA CANTWELL 

Question. Paid family and medical leave programs help businesses manage their 
employees, medical leave needs, and levels the playing field for employers of all 
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sizes. I cosponsored the proposed Healthy Families Act because it would allow work-
ers in businesses with 15 or more employees to earn up to 7 paid sick days each 
year. This would help workers meet their health needs and caregiving responsibil-
ities without jeopardizing their employment. 

However, while many small employers want to provide paid leave benefits, they 
often struggle to do so on their own. Washington State was the first State to offer 
small business grants to help offset the costs of implementing a paid leave program. 

As a small business owner, can you expand on how Oregon’s paid leave program 
has helped both your business and employees? How could the paid leave system be 
improved to better support you and your workers? 

Answer. Thank you for working to provide paid sick leave to workers. 
At our farm we are proud that we began offering 12 weeks of full pay parental 

leave beginning in 2016. However, I cannot afford comprehensive paid family and 
medical leave on my own. In Oregon, our government-run program now gives me 
a very affordable way to expand the benefits that I can offer to my workers. These 
include not just parental leave, but also paid medical leave, paid caregiving leave 
and paid safe leave. It still costs me less than truck repairs. To be exact, it costs 
me four-tenths of one one-hundredth of my payroll, a fraction of a fraction. This is 
a small price to pay for such an important benefit. Additionally, I know that my 
workers are also contributing. By sharing the cost, everyone benefits. 

Most workers, when forced to choose between their loved ones and a paycheck, 
will choose their loved ones. At the same time, most workers cannot financially 
cover that gap. That leaves people in financial hardship while at the same time dis-
connecting them from the workforce. When someone leaves the workforce it means 
businesses like mine must pay the high cost of hiring and training new employees. 
Oregon’s paid family leave program keeps folks in the workforce and helps me re-
tain valuable employees. 

Some opponents of government-run paid leave have claimed that employers are 
best suited to make the decision if a worker qualifies for leave. This is not true. 
As a small business owner, I am the HR department. Our government-run program 
has been as simple to work with as a software update to our payroll and a pre-
printed poster in the break room. Not only has it been simple to set up, it takes 
a significant HR burden off my plate. I do not want to be the gatekeeper for these 
benefits. I am a farmer. I do not have the time or the expertise to develop my own 
program rules for paid leave criteria. Neither do I have the time or the expertise 
to evaluate each request. Thanks to our State program, I know the government 
manages the process, confirms if a worker qualifies, and of course pays for the leave 
itself out of the fund. That is a real service, both for me and for my employees. 

As for how a paid leave system could be improved in our State, I would suggest 
doing away with options to provide leave through private insurance. This is cur-
rently allowed in Oregon, but the private insurance options we looked into had sig-
nificantly higher HR requirements for our business, both in setup and ongoing 
maintenance. They also create a confusing patchwork of benefits. In Oregon the 
State program has seen Oregon workers submit leave requests only to be informed 
that their employer opted out of the government program. The worker then needs 
to ask their employer for guidance on how to apply elsewhere. Ultimately in this 
scenario the worker’s benefits are delayed and the business that chose to opt out 
has further HR strain. Anything that can be done to avoid this kind of confusion 
is good for workers and good for business. 

A government program like we have in Oregon allows businesses and farms like 
mine a simple and affordable way to provide comprehensive paid family and medical 
leave to workers. We will continue to see improved retention of valuable employees. 
Our workers will continue to have stability in the home, which begets stability in 
the workplace. A comprehensive and permanent paid family leave program is the 
right thing to do for business and the right thing to do for workers. 
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PREPARED STATEMENT OF HON. RON WYDEN, 
A U.S. SENATOR FROM OREGON 

The Finance Committee meets this morning to talk about a pressing issue—paid 
leave. 

Why are we holding this hearing? Because low- and middle-income workers are 
falling through the cracks—people like construction workers, nurses, or cashiers 
who are trying to juggle work obligations with families who need them. 

The American people understand this and know what is needed to make sure ev-
eryone has a chance to get ahead. According to poll after poll, over 70 percent of 
Americans want national paid leave. They know that too often, without it, workers 
are forced to make the impossible choice of a paycheck or caring for a loved one in 
need. 

Paid leave is so crucial for American workers that a recent poll from the Bipar-
tisan Policy Center showed that paid family and medical leave benefits are just as 
important as pay when considering starting or returning to work. Americans want 
to work. They want to pay their bills and provide for their families. But life can 
intervene, and sometimes family has to come first. In fact, that same Bipartisan 
Policy Center poll shows that 72 percent of Americans who are not currently work-
ing say that it’s because of a personal health or family caregiving situation. Con-
gress talks lots about America’s worker shortage crisis. This is an opportunity to 
do something about it. 

In a nation as powerful and prosperous as ours, somehow the United States is 
the only developed nation in the world without a national paid leave program. 
Today, only one in four workers in America have access to paid leave. Progress has 
been made. Fourteen States and the District of Columbia now have comprehensive 
paid leave laws on the books, but major gaps still remain. 

It doesn’t have to be this way, and it shouldn’t be this way. America has an oppor-
tunity to better support America’s workers—and better support America’s economy. 
We just need to roll up our sleeves and do what my mother always said—take out 
our sharpest pencils—and get to work on paid leave. 

And because Oregon is a small business State, I’m happy that today the Finance 
Committee will have the opportunity to hear from Ben Verhoeven, who owns a 
small family farm in Albany, OR. If you are looking for a community that encap-
sulates taking out a sharp pencil and making things work, look no further than Al-
bany. 

Colleagues, today you will hear Mr. Verhoeven say that providing paid leave has 
helped him hang onto incredible employees and helped his business to grow and 
thrive. He will also tell us how new government programs back home have made 
providing paid leave to his employees easy and affordable. In the Finance Com-
mittee, let’s work together to make sure all small businesses across America can do 
what Mr. Verhoeven has done. When small businesses thrive, our economy thrives. 

I’m looking up and down the dais and have heard members on both sides talk 
about how America needs to successfully compete against China. Well, if you want 
to compete, we’ve got to be in a position to have people go to work. Guaranteed paid 
leave is a missing piece of the puzzle. 

When you’re competing against China, every dollar counts. The National Partner-
ship for Women and Families estimates overall that our economy is missing out on 
$650 billion in economic activity by not providing paid leave and other caregiving 
supports to women. If we are going to out-compete China, we need to put policies 
in place that leverage our economy at all levels. 

Our country is strong enough and good enough to make paid leave happen for all 
Americans, so let’s get out our sharpest pencils. 
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Statement Submitted by Sherry Leiwant, Co-President and Co-Founder 

A Better Balance (ABB), is a legal advocacy organization whose mission is to fight 
for policies that protect American workers from having to choose between caring for 
themselves and their families and maintaining their economic security. We have 
helped draft and pass paid family and medical leave (PFML) laws in states around 
the country and have assisted in the implementation of those laws. There are now 
14 laws that guarantee PFML benefits to almost all workers in those states. Our 
chart outlining these laws can be found here: https://www.abetterbalance.org/re-
sources/paid-family-leave-laws-chart/. 

ABB runs a free and confidential legal helpline to assist workers in balancing work, 
health, and family. Through that helpline we hear from thousands of workers about 
their real-life problems in states where PFML is not available and about how impor-
tant this benefit is to workers in states that do have such programs. From our expe-
rience in the states and from our callers, we know that there are certain key ele-
ments that must be included for a strong paid family and medical leave program. 
The federal program should learn from the experience of the states and craft a fed-
eral law along the same lines as these successful state programs.1 
I. State PFML programs have been extremely successful in supporting fam-
ilies. 
Some statements at the hearing by those opposed to a strong PFML program sought 
to characterize state programs as having multiple problems. Those statements are 
unfounded. State programs have been successful with strong administration, strong 
uptake and strong positive impact on families. Specifically: 
Those eligible have been able to access state PFML programs and it has 
made a difference in their lives. The newest state PFML laws are already show-
ing significant success meeting the needs of workers who experience a serious ill-
ness (personal or family) or welcome a new child. State birthrate data shows that 
PFML laws are helping to reach those who need leave to bond with a new child, 
which is the second highest use of leave after a worker’s own serious illness. A com-
parison of state birthrates to bonding claims shows that PFML laws have extremely 
strong utilization by new parents (with the number of annual applications to bond 
with a new child in WA, NY, and MA representing approximately 50–82% of the 
total number of annual births in the respective state). See attached analysis from 
A Better Balance. 
In addition, through our national legal helpline, we have heard directly from callers 
who have used their state programs and for whom those programs have been a life-
line. One worker, KeiLani, from Diamond, Washington called in February 2023 
when she fell ill with a condition her doctors could not diagnose, and found herself 
frequently in and out of the emergency room. KeiLani was able to take Washington 
PFML while she sought a diagnosis. She ultimately learned that she was pre- 
diabetic and had an auto-immune disorder. ‘‘Having Paid Family Leave allowed me 
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to keep a roof over my head, bills in good standing and helped me pay for the med-
ical attention and medications I was needing,’’ KeiLani told us. 
‘‘Paid Family Leave not only assisted me financially, but it granted me the time I 
needed to undergo the series of appointments, tests and even procedures I was re-
quired to complete. Without Paid Family Leave, I don’t know where I would have 
been, especially since I’ve spent over $5,000 dollars in medical expenses this year 
alone and that does not include my medications. When you factor that unexpected 
expense in, no one is prepared to be able to cover that when they’re in my current 
situation. I hope that my testimony attests why Paid Family Leave is important for 
not only people like me, but for others who may face this situation in the future.’’ 
Emilie, who works for a software company in Washington State, called us 
because she will be undergoing chemotherapy for 6+ months as part of her cancer 
treatment. She has been approved to use Washington PFML intermittently while 
she undergoes treatment. Emilie contacted ABB’s helpline for clarification about her 
rights and told us, ‘‘Washington PFML has been extremely important to me because 
I started treatment at 25, living with three roommates, with my fixed expenses like 
rent and car loan there to stay. I can only work part time with my chemo schedule, 
so having my income replaced even at a lower rate was life saving.’’ Paige, from 
New York, said, ‘‘After speaking with ABB, my nerves were put at ease for what 
I am entitled to while preparing to give birth. Having the short term disability and 
NY PFL benefits is the only way I was able to stay home with my newborn, bond 
and recuperate myself. It greatly lessened the financial stress of not working and 
having a newborn, but also let myself and my husband focus on what was impor-
tant, our new member of our family.’’ 
PFML state programs are benefiting low-wage workers and their families. 
In Washington State, 44% of approved PFML claims from July 1, 2021 to June 30, 
2022, were by workers making $26/hour or less.2 In New York, the State Comp-
troller reported that ‘‘[e]mployees earning less than $40,000 per year accounted for 
the largest number of claims, with the number decreasing as income rises, sug-
gesting paid family leave is a particularly important benefit to low- to moderate- 
income employees.’’3 For example, Luisa, a low-wage farmworker in upstate 
New York, had this to say about New York’s paid family leave program: ‘‘I was 
pregnant and wanted to take paid leave to spend time with my new baby. I wasn’t 
sure if I qualified for [NYPFL], and had heard from my coworkers that our employer 
wouldn’t provide it. I saw that ABB’s helpline provides information in Spanish, so 
I called to receive more information. They explained to me the eligibility require-
ments for NYPFL, and shared information that helped me speak with my employer 
about my leave options. I was able to take my full twelve weeks of NYPFL and suc-
cessfully returned to work. I’m grateful to have been able to spend time bonding 
with my baby, and that I didn’t need to risk my paycheck to do so.’’ 
State PFML programs address the maternal and infant mortality health 
crisis, address racial inequities, cement women’s attachment to the labor 
force and help workers navigate the COVID–19 crisis. PFML has been docu-
mented to provide a critically important safety net for workers welcoming a child 
and those who have a personal or family member serious illness. For example: A 
2020 journal article showed that, ‘‘[i]mplementation of paid family leave policies in 
California was associated with a 12 percent reduction in postneonatal mortality 
after adjusting for maternal and neonatal factors.’’4 This outcome is consistent with 
a study of 141 countries that—controlling for other factors—found that an increase 
of 10 full-time-equivalent weeks of paid maternal leave reduced neonatal and infant 



83 

5 Jody Heymann et al., Creating and Using New Data Sources to Analyze the Relationship 
Between Social Policy and Global Health: The Case of Maternal Leave, 126 Public Health Rep. 
Suppl. 3, 127–134 (2011), https://www.ncbi.nlm.nih.gov/pmc/articles/PMC3150137/. 

6 Julia M. Goodman et al., Racial/Ethnic Inequities in Paid Parental Leave Access, 5 Health 
Equity 1, 738–749 at 738, https://www.ncbi.nlm.nih.gov/pmc/articles/PMC8665807/pdf/heq. 
2021.0001.pdf. 

7 March of Dimes Center for Social Science Research, New Study Reveals Paid Family Leave 
Policies Lead to 20% Fewer Women Leaving the Workforce, (Jan. 3, 2020), https://www. 
marchofdimes.org/about/news/new-study-reveals-paid-family-leave-policies-lead-to-20-fewer- 
women-leaving-workforce. 

8 Susan C. Reinhard et al., Valuing the Invaluable: 2023 Update, Strengthening Supports for 
Family Caregivers, AARP Public Policy Institute, (March 2023), https://www.aarp.org/content/ 
dam/aarp/ppi/2023/3/valuing-the-invaluable-2023-update.doi.10.26419-2Fppi.00082.006.pdf. 

9 Chantel Boyens, State Paid Family and Medical Leave Programs Helped a Surge of Workers 
Affected by the COVID–19 Pandemic, The Urban Institute, (June 2020), https://www. 
urban.org/sites/default/files/publication/102325/state-paid-family-and-medical-leave-pro-
grams-helped-a-surge-of-workers-affected-by-the-covid-19-pandemic.pdf. 

10 For a series of fact sheets related to the need for paid family and medical leave for young 
workers, specifically, see List all the fact sheets in the series, e.g., https://www. 
abetterbalance.org/resources/fact-sheet-importance-of-paid-family-and-medical-leave-for-young- 
breastfeeding-lactating-workers/. 

11 A Better Balance, The Health Case for Paid Family and Medical Leave (Nov. 30, 2021), 
https://www.abetterbalance.org/resources/the-health-case-for-paid-family-and-medical-leave. 

12 Small Business Majority, California Small Business Owners Support Expanding Paid Fam-
ily Leave Protections, Increasing Paid Sick Days (July 12, 2023), https:// 
smallbusinessmajority.org/sites/default/files/research-reports/ca-small-business-support-paid- 
family-leave-and-paid-sick-days.pdf. 

13 Ann P. Bartel et al., Support for Paid Family Leave among Small Employers Increases dur-
ing the COVID–19 Pandemic (Dec. 2021), Socius: Sociological Research for a Dynamic World, 
https://journals.sagepub.com/doi/full/10.1177/23780231211061959. 
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mortality rates by 10% and the mortality rate of children younger than 5 by 9%.5 
Conversely, a 2021 journal article on paid parental leave access concluded that 
‘‘[i]nequitable access to paid parental leave through both employers and government 
programs exacerbates racial inequities at birth. This form of structural racism could 
be addressed by policies expanding access to paid leave.’’6 Moreover, a recent study 
found that state PFML programs have significantly increased women’s attachment 
to the workforce after giving birth: ‘‘The analysis of states that have implemented 
paid leave policies found a 20 percent reduction in the number of women leaving 
their jobs in the first year after welcoming a child, and up to a 50 percent reduction 
after five years.’’7 AARP has detailed the common disruptions in employment for 
family caregivers, leading to short-term and long-term financial struggles, and 
called for PFML as one way to support family caregivers and their attachment to 
the workforce.8 PFML can also address unexpected crises. The Urban Institute 
showed that state PFML programs successfully absorbed and provided critical sup-
port to a surge of workers affected by COVID–19.9 Furthermore, paid leave pro-
grams are critical for young workers, especially temporary and seasonal workers, 
foster families, young parents, LGTBQ youth, and youth with disabilities.10 For 
more on the incredibly robust—and growing—body of research on the health bene-
fits of paid family and medical leave to new parents, infants and children, family 
caregivers, and individuals with disabilities, see our fact sheet.11 

State PFML programs are good for business and are uniformly popular 
once enacted. In a study of California businesses after PFML was passed a vast 
majority reported a positive or neutral effect on their business.12 Small business 
owners in New York and New Jersey report similar satisfaction with PFML in their 
states.13 The benefits to business are numerous, as PFML allows small businesses 
especially to attract and retain top talent. Small businesses have the most to gain 
from state programs, as they are able to offer benefits they would not be able to 
afford on their own, and these policies are shown to be incredibly important to work-
ers when selecting employment, and when choosing to stay with an employer.14 
PFML programs are empirically shown to reduce turnover and increase recruit-
ment,15 which results in major savings for employers, who are spared the cost of 
replacing employees.16 Businesses also report increases in employee productivity 
and profitability, with one cross-industry analysis finding increases of more than 
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50% in productivity implementing PFML programs.17 Fortune 500 companies also 
report an increase in share prices after implementing PFML programs.18 
II. Workers without paid family and medical leave are suffering, as are 
their families. 
Access to paid family and medical leave should not depend on luck or location. 
While KaiLani, Emilie, and Luisa were able to get the pay and job protection they 
needed to care for their loved ones and maintain economic security, far too many 
workers we hear from on our helpline do not have that same right. Below are just 
a few of their stories: 

• Brenda Castillo, from Erie, Pennsylvania, was diagnosed with cancer this 
year and has not received a paycheck since August 19th due to her undergoing 
needed treatment. As a result, she has been left with no income to pay for her 
rent, utilities, or other basic needs. When she contacted our helpline, we had 
to inform her that unfortunately her state does not guarantee the right to paid 
medical leave. Brenda told us it is ‘‘hard with no funds to live on’’ and that 
there is ‘‘no reason’’ why someone in her situation should be ‘‘on the verge of 
homelessness.’’ 

• Deanna is a 29-year-old counselor in Grand Rapids, Michigan. Earlier 
this year, Deanna’s daughter was born two months prematurely and spent the 
first weeks of her life in the NICU. While Deanna qualified for 12 weeks of un-
paid, job-protected time off to bond with her baby under the federal Family & 
Medical Leave Act (FMLA), she could not afford to actually take that time. 
Deanna told us, ‘‘Since my child spent the majority of my 6 week leave in the 
NICU, I was not able to fully bond with my child. When it was time for her 
to come home, it was not possible financially to stay at home without income 
due to additional hospital expenses.’’ 

• Alexzandria, from Michigan, worked as a studio manager at a massage stu-
dio in Michigan. After she announced her plans to start a family, her boss hand-
ed her an agreement to sign indicating that if she were ever to take leave for 
more than two days at a time, her salary would be suspended. Alexzandria was 
very concerned about receiving income while recovering from childbirth, as she 
did not have access to short-term disability benefits through her company. She 
was also concerned that there was no guarantee her job would be held while 
she was on maternity leave. She ultimately made the difficult decision to resign 
and accept another job offer after her boss told her that maternity benefits 
‘‘can’t be that important.’’ 

• Nathaniel Cunningham is a public utility worker in the Montrose, Colo-
rado area. He is a father of four daughters and recently needed to take time 
off work to care for his wife after a complicated delivery of their youngest 
daughter. Nathaniel exhausted his employer’s vacation policy to take care of his 
wife after her emergency c-section. His newborn child is currently in the NICU, 
and Nathaniel’s employer told him that if he did not return to work, he would 
be fired. Nathaniel was forced to choose between his job and taking care of his 
family. Nathaniel could not afford to lose his job, so he returned to work and 
was unable to take care of his wife. Colorado’s Family and Medical Leave Insur-
ance program will allow Colorado workers to take paid leave to take care of 
themselves or their family members. Nathaniel would be eligible for this law; 
however, the act does not go into effect until January 2024. 

• Nicole, from Maryland, was terminated from her retail job on December 26, 
2021 when she needed to be absent for medical reasons due to severe pre- 
menopausal bleeding, despite informing her manager of the medical problems 
she was having, and indicating that the absence was for medical issues when 
she called out from work. She was denied FMLA leave since she had not yet 
been working there for a year. 

• Samuel 19 from North Dakota, called and shared his story with us: ‘‘I have 
almost 2 decades of experience working in the truck driving industry with a 
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pristine driving record and multiple driving safety awards to my name. Last 
year, I started a new job as a driver for a trucking company in North Dakota. 
With this job, I felt like I’d finally found my niche. I loved getting to travel to 
dairy farms across the region where I would often be welcomed with home- 
cooked meals by the farmers and their families after delivering my load. This 
was truly an awesome job, yet I lost it because I chose to be there for my elderly 
father when he was ill and needed me. My father, a Korean War veteran, suf-
fered a stroke last summer. At first, I tried to manage visiting him in the hos-
pital while continuing to perform my job, but his condition was deteriorating, 
and it eventually got to a point where I had to make a decision. I told my em-
ployer that I needed to go home to say goodbye to my dad. I knew that if he 
passed away while I was on the road, and not there with him, I would regret 
it for the rest of my life. My company informed me that if I left my job to care 
for my father, I would be terminated, but I could ‘reapply’ when I was ready 
to come back. Now that I am able to return to work, my employer is not willing 
to even consider bringing me back because they are so angry with me for leav-
ing. I believe everyone should have the right to take time off work to be with 
their loved ones in critical moments, and no one should be made out to be a 
‘bad’ employee for doing so.’’ 

• Caryn 20 works in the healthcare industry in Idaho. She underwent an 
invasive major surgery mere months after having a growth removed. Initially, 
Caryn anticipated having only one procedure. She and her husband—who care 
for their five minor children currently living at home—made financial plans for 
it. When it became apparent that Caryn needed a second surgery as soon as 
possible, she felt she had no choice but to delay it due to financial reasons, even 
though she was in extreme pain. ‘‘This surgery should’ve been done 6 months 
ago when I had the original surgery,’’ Caryn said, ‘‘but I had to wait to accrue 
more sick leave and PTO to cover this [recovery period].’’ Still, Caryn will only 
be paid for the first 2 weeks of what will be a 5–8 week recovery period. ‘‘This 
has definitely impacted us financially,’’ Caryn said, ‘‘I’m going to have medical 
bills rolling in, student loan repayments, mortgage payments, our farm. We will 
just have to make it work, whether that means tightening our budget when it 
comes to groceries, animal care, livestock feed. We’re going to have to pinch 
pennies in order to accommodate for it. People shouldn’t have to choose between 
their health and well-being or necessary medical procedures, and their income. 
People should never be in that position to where they are waiting [to have nec-
essary medical treatment] for fear of financial repercussions.’’ 

• Arthur,21 from Wisconsin, shared with us: ‘‘I live and work in the state of 
Wisconsin. I have a family of four, and taking care of my family is my priority. 
I have been a dedicated employee at my company, where I work as a mechanic, 
for 13 years. This year, I started feeling more ill than I ever had before, and 
eventually I learned that I had an infection which developed into sepsis, and 
I needed to stay in the hospital for nearly a week, plus 2 weeks of recovery 
time. When I was well enough to return to work, my employer informed me that 
my pay was going to be reduced by $100 per week for numerous weeks, as pun-
ishment for ‘missing too many hours’ . . . This very unfortunate reduction in 
pay came at a time when my family was already struggling financially and 
going through some other very serious hardships.’’ 

• Kathryn Vaughn, from Tennessee, told us: ‘‘I have been blessed to serve as 
a Tennessee elementary teacher for the last seventeen years and in the Fall of 
2021 my husband, a proud Air Force combat veteran, and I welcomed our first 
child, a son we named Wyn. He was our greatest win after a decade of failed 
infertility treatments and a beautiful surprise after relinquishing our dreams 
of ever becoming parents. What should have been the happiest time was soon 
disrupted because after teaching through a pandemic and years using my sick 
and personal days, I was left with just 3 weeks of paid sick leave to spend with 
my son once he was born. . . . I returned to work before my body even had 
time to heal. I dove head first into teaching and working the after-school pro-
gram, only seeing my newborn in the daylight on the weekends. It was a strug-
gle, trying to recover, adjust to being a working mother, and find breaks to 
pump and send home breast milk to feed my child. I carry a lot of guilt about 
that time. I was unable to be there for feedings, naptimes, doctors’ appoint-
ments, and tragically missed so many of our child’s development mile-
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stones. . . . Every day we are losing highly qualified Tennessee teachers to 
other states and other professions that offer paid parental leave.’’ 

These stories typify the struggle millions of workers are facing in this country. They 
also underscore the need for a comprehensive PFML program, one that allows work-
ers to address personal medical needs, care for an ill loved on, and bond with a new 
child. Outlined below are the components of what comprises a successful and mean-
ingful right to PFML. 

III. State programs include key policies that any Federal paid leave pro-
gram should also include. See our fact sheet: https://www.abetterbalance.org/re-
sources/key-components-the-essential-elements-of-strong-paid-family-and-medical- 
leave-law/. 

All workers should be covered, with achievable and equitable eligibility 
standards. First and foremost, universal coverage is a key principle for a national 
paid leave system. All American workers deserve access to the paid family and med-
ical leave they need. Requirements of attachment to the workforce should mirror 
state programs for PFML, which generally require a minimum amount of total earn-
ings across a base period.22 These state requirements allow workers to combine in-
come from multiple employers. Any worker meeting those requirements should be 
eligible to receive benefits. Carveouts based on employer size or type make no sense 
in a program like this, which should be a basic benefit for all workers. 

Workers need a decent wage replacement in order to be able to take time 
off, especially workers at the bottom of the economic spectrum. The wage 
replacement rate (the percentage of their own income workers receive while on 
leave) is an important element of a PFML law: if the rate is too low, workers will 
not be able to afford to take the leave they need. This problem is especially acute 
for low-income workers living paycheck to paycheck, who need every dollar of their 
income to pay their bills. Though low-income workers are the most vulnerable, 
workers of any income level can find themselves unable to afford to take leave if 
the wage replacement rate is too low. In a major California study, workers across 
income levels reported that the 55% wage replacement level made it difficult to af-
ford to use the program, potentially contributing to low rates of use.23 For this rea-
son, California amended their statute to raise the wage replacement rate, especially 
for low-wage workers. Congress can learn from the experience of existing programs 
and create a benefit level that works for workers. Most state PFML laws provide 
a progressive wage replacement rate.24 Typically, this means that the program re-
places a higher percentage of income up to a threshold amount, then replaces a 
lower percentage of income above that amount. This creates a sliding scale of in-
come replacement. For example, the PFML program in Washington State provides 
90% of workers’ wages up to 50% of the state average weekly wage (currently, ap-
proximately $627.50) and provides 50% of workers’ wages above that amount,25 with 
benefits capped at $1,000 per week, to be adjusted in subsequent years.26 Wash-
ington, D.C.; Massachusetts; Connecticut; and Oregon will all use progressive wage 
replacement systems following this model, though their exact bend points and rates 
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of replacement vary.27 California already provides progressive wage replacement 
benefits.28 
Job protection is critical to the ability of a worker to take this benefit. A 
strong PFML law protects the jobs of workers taking leave by ensuring they have 
the right to return to work following their leave. Job protection for all employees 
covered by the program is an essential element—without it, although it is a money 
benefit, it’s not leave. This is especially important for low-income workers, who will 
often have less job security than other workers, because they change jobs more often 
than other workers 29 and are more likely to be working part time 30 (including 
many part-time workers who would prefer to be working full time).31 States are 
leading the way in providing paid leave with job protection. Massachusetts provides 
job protection to all employees covered by its paid family and medical leave law.32 
Connecticut and Oregon provide job protection to workers who have been employed 
for approximately three months.33 New York and Rhode Island provide job protec-
tion to all employees covered by their paid family leave laws.34 Colorado, Minnesota 
and Maine will also provide job protection when their programs go into effect.35 The 
need for job protection for workers in a PFML program cannot be overstated. The 
need for such leave occurs at some of the most stressful times in a person’s life: the 
arrival of a new child, a health crisis in the family, or a looming deployment. At 
these times, workers shouldn’t have to worry whether they will have a job to return 
to after their leave. Without a legal right to get their job back, many workers will 
be unwilling to risk their livelihood by taking the leave they need, as the risk to 
their long-term economic security will be too great. In one California study, fear of 
being fired was a commonly cited reason workers who were eligible for paid family 
leave under that state’s program did not take it.36 In Rhode Island, 45% of workers 
who took leave under their state’s paid family leave law (which provides job protec-
tion) said that without the law they would not have taken leave for fear of losing 
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individual who lives alone, and in an emergency or during an illness, many of these individuals 
rely on care from close loved ones. See Selected Social Characteristics in the United States, 2013– 
2017 American Community Survey 5-Year Estimates, U.S. Census Bureau, https://factfinder. 
census.gov/faces/tableservices/jsf/pages/productview.xhtml?pid=ACS_14_5YR_DP02&prodType 
=table%20c%20(last%20accessed%20September%202018 (last visited Jan. 30, 2020). Additionally, 
in a 2016 national survey, 32% of people in the U.S. reported that they took time off work to 
provide care for a chosen family member. Katherine Gallagher Robbins et al., People Need Paid 

their job.37 Job protection keeps workers attached to the workforce. When workers 
are unable to take short-term leave and then return to their job, they are often 
pushed out of the workforce altogether. One study estimated that men who leave 
the labor force early due to caring for an aging parent lose almost $90,000 in wages, 
while women who do so lose over $140,000 in wages.38 Women who take paid leave 
after having a baby are more likely to be working 9 to 12 months after the birth 
than women who take no leave.39 And keeping workers on the job saves taxpayers 
money. Both men and women who return to work after taking paid leave are much 
less likely to be receiving public assistance or food stamps in the year following 
their child’s birth than those who return to work without taking family leave.40 A 
strong PFML law would also ensure that all workers are protected against retalia-
tion for using their rights under the law. This protection is especially important in 
light of the rise of punitive absence control policies, where workers are assigned 
points for each absence and subject to punishment when they receive too many 
points.41 States are also leading the way in prohibiting retaliation. For example, 
Massachusetts’s paid family and medical leave law offers particularly robust protec-
tions against retaliation. The law includes a rebuttable presumption that any ad-
verse action taken within six months of the exercise of a protected right was retalia-
tory.42 Similarly, as part of a set of recent amendments to expand and improve their 
paid family and medical leave law, New Jersey added new strong anti-retaliation 
protections.43 In addition, a strong PFML program also should ensure that workers 
won’t lose their health insurance coverage while they are on leave. Massachusetts 
and Oregon guarantee continuation of health insurance coverage as long as they 
have been employed by their employer for at least 90 days prior to taking leave.44 
New York and Rhode Island guarantee continuation of coverage to all workers tak-
ing paid family leave.45 
A strong paid family and medical leave bill reflects and protects the diver-
sity of today’s American families. Families today take many forms: they are 
multi-generational, blended,46 LGBTQ,47 and increasingly include close loved ones 
who aren’t biologically or legally related.48 To work for all American families, a 
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Leave Policies That Cover Chosen Family, Center for American Progress 2 (2017), https:// 
cdn.americanprogress.org/content/uploads/2017/10/26135206/UnmetCaregivingNeed-brief.pdf. 

49 ‘‘[T]he share of adults ages 18 to 44 who have ever lived with an unmarried partner (59%) 
has surpassed the share who has ever been married (50%). . . .’’ Juliana Menasce Horowitz et 
al., Marriage and Cohabitation in the U.S., Pew Research Center (Nov. 6, 2019), https:// 
www.pewsocialtrends.org/2019/11/06/marriage-and-cohabitation-in-the-u-s/. 

50 Renee Stepler, Number of U.S. Adults Cohabiting with a Partner Continues to Rise, Espe-
cially Among Those 50 and Older, Pew Research Center (Apr. 6, 2017), https://www. 
pewresearch.org/fact-tank/2017/04/06/number-of-u-s-adults-cohabiting-with-a-partner-con-
tinues-to-rise-especially-among-those-50-and-older/. 

51 Richard Fry & Jeffrey S. Passel, In Post-Recession Era, Young Adults Drive Continuing Rise 
in Multi-generational Living, Pew Research Center (July 17, 2014), https://www. 
pewsocialtrends.org/2014/07/17/in-post-recession-era-young-adults-drive-continuing-rise-in- 
multi-generational-living/#fn-19695-1. Multi-generational households are particularly prevalent 
in communities of color; approximately 25% of Latinx and Black Americans, and 27% of Asian 
Americans live in a multi-generational household. Id. 

52 Rachel Dunifon et al., Siblings and Children’s Time Use in the United States, 37 Demo-
graphic Res. 1611, 1612 (2017). 

53 As more people with disabilities outlive their parents, an increasing number of adult sib-
lings have taken on primary caregiving responsibilities. Rajan A. Sonik et al., Sibling Caregivers 
of People With Intellectual and Developmental Disabilities: Sociodemographic Characteristics 
and Material Hardship Prevalence, 54 Intell. & Developmental Disabilities 332 (2016). Over 50% 
of sibling caregivers report having an annual income of less than $25,000, making paid leave 
crucial. John Reagan et al., Research Brief: Sibling Caregivers Experience Less Choice and Con-
trol, Family Support Research and Training Center at the University of Illinois at Chicago 
(2016), https://fsrtc.ahslabs.uic.edu/wp-content/uploads/sites/9/2016/11/FSRTC-Data-Brief_1 
_2016-3-3.pdf. 

54 42% of LGBT individuals and people with disabilities reported ‘‘taking time off to care for 
chosen family,’’ compared with 31% of non-LGBT people and 30% of people without disabilities. 
Gallagher Robbins et al., supra note 3, at 3. Family networks are particularly important to older 
LGBTQ adults who are especially likely to rely on those loved ones. MetLife Mature Mkt. Inst. 
& Am. Soc’y of Aging, Still Out, Still Aging: The MetLife Study of Lesbian, Gay, Bisexual, and 
Transgender Baby Boomers 15–17 (Mar. 2010), https://www.asaging.org/sites/default/files/ 
files/mmi-still-out-still-aging.pdf. 

strong paid leave law would include a broad family definition that specifically covers 
spouses, domestic partners, children (regardless of age), parents, parents of a spouse 
or domestic partner, grandchildren, grandparents, siblings, nieces and nephews, 
aunts and uncles, and any other individual related by blood or affinity whose close 
association with the worker is the equivalent of a family relationship. Nationwide 
trends regarding family structures show that broad family coverage is imperative 
for strong paid leave laws. Today, adults ages 18 to 44 are more likely to have lived 
with an unmarried significant other than to have ever been married,49 and as of 
2016, the rising number of cohabiting adults in the U.S. reached about 18 million.50 
Thus, coverage of domestic partners and significant others is critical to many work-
ers in long-term, committed relationships. In addition to caring for spouses, chil-
dren, and parents, workers often provide care to—or rely on care from—other bio-
logical, legal, and extended relatives with whom they share a close relationship. 
Since 1980, for example, the number of Americans living in multi-generational 
households has doubled to 57 million.51 Given the prevalence of multi-generational 
households across the country, it is extremely important that any paid family and 
medical leave program cover grandparents and grandchildren. Furthermore, chil-
dren of all ages should be covered because adult children with a serious illness are 
no less in need of care from their parents than any other adult to whom the worker 
is related; and older children, especially those who have not formed a family, will 
still rely on their parents for care in the face of a serious illness. Nationwide, 82% 
of children under the age of 18 live with at least one sibling, and as a long-lasting 
family relationship, many siblings look to their sisters or brothers as the first per-
son to whom they would turn for care in the event of a serious illness.52 This is 
often true for people with disabilities; as more people with disabilities outlive their 
parents, an increasing number of individuals are receiving primary care from sib-
lings and extended family.53 When an individual is sick or has a medical emergency, 
they often rely on individuals they live with—even absent a blood or legal relation-
ship—for help and caregiving. While relationships with such close loved ones are 
important to many workers, a 2016 national survey showed that they are even more 
significant for LGBTQ people and people with disabilities.54 An inclusive family def-
inition is also important to members of the armed forces because many of those in-
jured or ill as a result of their military service rely on friends or neighbors for care, 
particularly true for those who were ill or injured as a result of their service after 
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56 Nine states have passed paid family and medical leave laws with inclusive family defini-
tions that can be found at: Rhode Island (28 R.I. Gen. Laws Ann. § 28–41–34 (West 2019)); Cali-
fornia (Cal. Unemp. Ins. Code § 3302(f) (West 2019)); New Jersey (N.J. Stat. Ann. § 43:21–27(n) 
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57 28 R.I. Gen. Laws Ann. § 28–41–34(1) (West 2019); Cal. Unemp. Ins. Code § 3302(c); N.J. 
Stat. Ann. § 43:21–27(k) (West 2019); N.Y. Workers’ Comp. Law § 201(16) (McKinney 2019); D.C. 
Code Ann. § 32–541.01(7)(A) (West 2020); Wash. Rev. Code Ann. § 50A.05.010(1) (West 2020); 
Mass. Gen. Laws Ann. ch. 175M, § 1 (West 2019); 458 Mass. Code Regs. 2.02 (2019); S.B. 1, 2019 
Gen. Assemb. § 17(6), (15) (Conn. 2019); H.B. 2005, 80th Legis. Assemb., Reg. Sess. § 2(18)(b), 
(6) (Or. 2019). 

58 While Rhode Island, California, New Jersey, Washington, D.C., Washington State, and Or-
egon require that domestic partners be registered, New York and Massachusetts both have flexi-
ble domestic partner definitions that do not require legal registration. 28 R.I. Gen. Laws Ann. 
§ 28–41–34(6) (West 2019); Cal. Unemp. Ins. Code § 3302(d) (West 2019); N.J. Stat. Ann. 
§ 43:21–27(l) (West 2019); D.C. Code Ann. § 32–541.01(7)(C) (West 2020); Wash. Rev. Code Ann. 
§ 50A.05.010(22) (West 2020); H.B. 2005, 80th Legis. Assemb., Reg. Sess. § 2(18)(g), (9) (Or. 
2019); N.Y. Workers’ Comp. Law § 201(17) (McKinney 2019); Mass. Gen. Laws Ann. ch. 175M, 
§ 1 (West 2019); 458 Mass. Code Regs. 2.02 (2019). 

59 Cal. Unemp. Ins. Code § 3302(f) (West 2019); Mass. Gen. Laws Ann. ch. 175M, § 1 (West 
2019); N.J. Stat. Ann. § 43:21–27(n) (West 2019); D.C. Code Ann. § 32–541.01(7)(E) (West 2020); 
Wash. Rev. Code Ann. § 50A.05.010(10) (West 2020); S.B. 1, 2019 Gen. Assemb. § 17(6) (Conn. 
2019); H.B. 2005, 80th Legis. Assemb., Reg. Sess. § 2(18)(d) (Or. 2019). 

60 Cal. Unemp. Ins. Code § 3302(f) (West 2019); Mass. Gen. Laws Ann. ch. 175M, § 1 (West 
2019); N.J. Stat. Ann. § 43:21–27(n) (West 2019); N.Y. Workers’ Comp. Law § 201(20) (McKinney 
2019); Wash. Rev. Code Ann. § 50A.05.010(10) (West 2020); S.B. 1, 2019 Gen. Assemb. § 17(6) 
(Conn. 2019); H.B. 2005, 80th Legis. Assemb., Reg. Sess. § 2(18)(f) (Or. 2019). 

61 N.J. Stat. Ann. § 43:21–27(n) (West 2019) (‘‘ ‘Family member’ means . . . any other indi-
vidual that the employee shows to have a close association with the employee which is the 
equivalent of a family relationship.’’); S.B. 1, 2019 Gen. Assemb. § 17(6) (Conn. 2019) (‘‘ ‘Family 
member’ means . . . an individual related to the employee by blood or affinity whose close asso-
ciation the employee shows to be the equivalent of those family relationships.’’); H.B. 2005, 80th 
Legis. Assemb., Reg. Sess. § 2(18)(h) (Or. 2019) (‘‘ ‘Family member’ means . . . [a]ny individual 
related by blood or affinity whose close association with a covered individual is the equivalent 
of a family relationship’’). 

62 Colo. Rev. Stat. § 8–13.3–503(11); Minn. Stat. 268B.01(23) (2023); 1 M.R.S. § 850–A(19) 
(2023). 

September 11, 2001, as those service members are nearly twice as likely as their 
civilian counterparts to rely on care from friends and neighbors.55 
States with paid family and medical leave laws understand the demographics of 
working families and have led the way with inclusive family definitions. All paid 
family leave jurisdictions cover at least workers’ parents, spouses, children, grand-
parents, and parents-in-law.56 Additionally, in all jurisdictions the definition of 
‘‘child’’ includes adult children,57 and in eight of nine states with paid family and 
medical leave, domestic partners are explicitly covered.58 California, Massachusetts, 
New Jersey, Washington, D.C., Washington State, Connecticut, and Oregon also 
cover workers’ siblings.59 California, Massachusetts, New Jersey, New York, Wash-
ington State, Connecticut, and Oregon also cover workers’ grandchildren.60 In New 
Jersey, Connecticut, and Oregon workers can also take leave to care for other loved 
ones—whether biologically or legally related or not—to whom the worker has a close 
association that is the equivalent of a family relationship, though their exact defini-
tions slightly differ. This definition includes close relationships with biological or le-
gally related family members (such as aunts, uncles, nieces, and nephews), as well 
as close loved ones with whom the worker lacks a biological or legal relationship 
(such as a significant other or a best friend who is like a sibling).61 When they take 
effect, the new programs enacted in Colorado, Minnesota, and Maine will also all 
have inclusive definitions of family that will protect most members of workers’ ex-
tended and chosen families.62 The federal government also has a successful track 
record of providing essential protections for the varied forms of working families— 
the expanded definitions of family used in PFML laws around the country borrow 
from a federal definition of family that includes workers’ spouses, domestic partners, 
adult and minor children, parents, grandparents, grandchildren, siblings, and those 
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63 The relevant language covers ‘‘any individual related by blood or affinity whose close asso-
ciation with the employee is the equivalent of a family relationship.’’ Absence and Leave: Fu-
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1 Logan, T.K., Lisa Shannon, Jennifer Cole, and Jennifer Swanberg. ‘‘Partner Stalking and Im-
plications for Women’s Employment.’’ Journal of Interpersonal Violence 22, no. 3 (March 1, 
2007): 268–91. https://doi.org/10.1177/0886260506295380. 

2 See Schumacher, Shannon, Marley Presiado, Isabelle Valdes, and 2023. ‘‘Americans’ Experi-
ences With Gun-Related Violence, Injuries, and Deaths.’’ KFF (blog). Accessed September 14, 
2023. https://www.kff.org/other/poll-finding/americans-experiences-with-gun-related-violence- 
injuries-and-deaths/. 

3 Kathleen C. Basile, Ashley S. D’Inverno, and Jing Wang, ‘‘National Prevalence of Sexual Vio-
lence by a Workplace-Related Perpetrator,’’ American Journal of Preventive Medicine 58, no. 2 
(February 2020): 216–23, https://doi.org/10.1016/j.amepre.2019.09.011; K.C. Basile et al., ‘‘The 
National Intimate Partner and Sexual Violence Survey: 2016/2017 Report on Sexual Violence,’’ 
Atlanta, GA: National Center for Injury Prevention and Control, Centers for Disease Control 
and Prevention, 2022. 

whose close association with the employee is the equivalent of a family relationship 
and those definitions have been used since 1969.63 
Thank you for your consideration and your attention to this important issue. We 
welcome the opportunity to continue working with you to pass the strong, com-
prehensive paid family and medical leave law America’s working families need. 
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The signed organizations commend the Senate Committee on Finance for holding 
the hearing titled, Exploring Paid Leave: Policy, Practice, and Impact on the Work-
force. Paid leave is necessary for survivors of violence, just as it is for all workers. 
However, survivors of violence have additional, critical needs. As the Committee ex-
plores paid leave, we urge you to include paid safe leave to take time away from 
work to seek services or safety for workers who are, or whose family members are, 
victims of domestic violence, dating violence, sexual assault, stalking, trafficking, or 
other forms of gender-based violence and/or harassment. 
Millions of workers experience domestic violence, sexual assault, trafficking, stalk-
ing, sexual harassment, and other forms of violence every day.1 Millions more are 
supporting family members, grieving the loss of a loved one, or seeking healing and 
safety due to violence.2 In 2016, nearly half of all women, and four out of ten men 
reported experiencing domestic violence in their lifetime.3 Across the country, Amer-
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vember 1, 2022): 106013. https://doi.org/10.1016/j.econmod.2022.106013. 
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Views on Safety and Justice.’’ Crime Survivors Speak. Alliance for Safety and Justice, Sep-
tember 2022. https://allianceforsafetyandjustice.org/wp-content/uploads/2022/09/Alliance-for- 
Safety-and-Justice-Crime-Survivors-Speak-September-2022.pdf. 

8 Bureau of Labor Statistics. ‘‘Table 6. Selected Paid Leave Benefits: Access—2023 A01 Re-
sults.’’ Accessed September 26, 2023. https://www.bls.gov/news.release/ebs2.t06.htm. 

9 Bureau of Labor Statistics. ‘‘Table 6. Selected Paid Leave Benefits: Access—2023 A01 Re-
sults.’’ Accessed September 26, 2023. https://www.bls.gov/news.release/ebs2.t06.htm. 

icans experience rape, trafficking, gun violence or other forms of violent victimiza-
tion, at a rate of 23.5 victimizations per 1,000 persons age 12 or older.4 This vio-
lence impacts every workplace, every industry and nearly every American family. 

Definition of Safe Leave 
‘‘Safe leave’’ generally refers to paid time away from work that a worker may use 
to address impacts of abuse and the needs that a worker may need to address be-
cause of domestic violence, dating violence, sexual assault, stalking, trafficking, 
other forms of gender-based violence or harassment, or other forms of violent victim-
ization. As survivors of violence navigate their lives, they sometimes need time off 
of work to keep themselves and their families safe and secure. 

Survivors might need to take time away from work for a wide variety of reasons 
connected to the violence they have experienced.5 For example, survivors may need 
time for legal proceedings to seek safety for themselves and their families, such as 
to get a restraining order, file for separation/divorce and child custody, or partici-
pate in criminal proceedings. They may also need to seek supportive services, enroll 
their children in a new school, find child care, or move to a new home for safety 
reasons. Survivors may have needs related to their physical or mental health which 
are not fully addressed by other kinds of leave. In many cases, these needs may be 
extremely urgent or only possible to address during working hours. Violence often 
co-occurs alongside other needs, such as medical conditions, meaning that existing 
laws do not offer survivors sufficient time to heal.6 

In addition, people close to survivors may need to leave to support their loved ones, 
providing critically needed, and often unscheduled, assistance. A close friend might 
accompany a sexual assault survivor to obtain emergency health care 7 or assist 
with moving to a safer home. A family member may be called to provide a victim 
impact statement in a legal proceeding or to care for a survivor’s children while the 
survivor is getting needed assistance. In tragic cases where a victim is killed in a 
violent act, a loved one reeling from unexpected violent loss may need time to make 
funeral arrangements and grieve, and take other safety-related measures where 
there is an ongoing threat. 

Current Access to Safe Leave 
Unfortunately, many Americans do not have access to any paid time off from work, 
let alone paid safe time or paid sick time, even to recover from violence. As of March 
2023, 78 percent of all private sector workers had access to paid sick leave—in other 
words, more than one in five workers are excluded.8 Among part-time workers, half 
had no paid sick leave. Among the lowest-paid ten percent of private sector workers, 
more than 60 percent had no access to paid sick leave.9 Low-income and part-time 
workers are also disproportionately likely to lack access to paid vacation time or 
other sources of paid time off, meaning that many vulnerable workers may have no 
paid time off at all. Moreover, even where workers have access to paid sick leave 
or other forms of paid time off, they may not be able to use it to address all their 
needs in relation to violence, particularly for non-medical needs. 

A growing number of workers have access to job-guaranteed safe time, but most do 
not have the full range of protections they need. At the federal level, Executive 
Order 1370634, issued by President Obama, ensures the right to paid sick and safe 
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content/uploads/2017/01/State-Employment-Guide.pdf. 

18 See Espinoza, Lucas Enrique, Luis Enrique Espinoza, Rosalva Resendiz, Noe Leal, Jennifer 
L. Talleff, Zoraya Berlanga Aguilar, Rebecca Rouse, and Kathleen Ayako Anangwe. ‘‘Intimate 
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Ethnicity in Criminal Justice 20, no. 3 (July 3, 2022): 209–26. https://doi.org/10.1080/ 
15377938.2022.2096735.; Lonsway, Kimberly A., and Joanne Archambault. ‘‘The ‘Justice Gap’ 
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leave for many employees of federal contractors.10 However, no federal law guar-
antees the right to paid safe leave for any other employees. 

Eighteen states and the District of Columbia guarantee a right to paid time away 
from work that can be used for safe leave purposes. Fifteen states and the District 
of Columbia provide explicit paid safe leave protections under their state paid sick 
time laws, though exact coverage varies by state.11 These laws guarantee covered 
employees the right to earn and use paid time off based on how much they work, 
typically up to around 40 hours per year.12 In addition, Maine, Nevada, and most 
recently Illinois have passed laws allowing covered employees to earn and use a lim-
ited amount of paid time off for any purpose, which can include safe leave needs.13 
For more extended needs, five states provide or will provide paid safe leave protec-
tions for some survivors through their state paid family and medical leave laws, 
which provide benefits for up to several weeks through social insurance systems.14 
One state, Maine, will provide safe leave for survivors of a broader range of violence 
through their new paid family and medical leave law.15 Note that all six of these 
states also have paid sick time or paid time off laws, such that workers in those 
states have additional important protections. These states provide an example 
of how to include survivors of violence in a broader ecosystem of work-
place protections. 

Beyond these laws, some states have laws that guarantee the right to unpaid leave 
in connection with various forms of violence. These protections are critical but are 
all too often out of reach for those who cannot afford to go without a paycheck, espe-
cially at particularly difficult or vulnerable moments.16 Some states only offer un-
paid safe leave for survivors of specific crimes, usually domestic violence and sexual 
assault. And, many of these laws narrowly define violence or require specific ‘‘certifi-
cations’’ or proof of violence from law enforcement agencies.17 The requirement to 
report to law enforcement to qualify creates barriers, as many survivors of crime 
do not report to police.18 Nearly 6 in 10 violent victimizations are never reported 
to law enforcement.19 Reporting rates are especially stark when it comes to sexual 
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violence—nearly 8 in 10 sexual assaults are not reported to law enforcement.20 Most 
states also have laws guaranteeing some form of unpaid leave or job protection for 
crime victims or witnesses, but these laws are often limited to very specific actions 
in relation to the criminal legal system, such as responding to a subpoena.21 And 
15 states do not even guarantee unpaid leave for any crime victims.22 

The result is an incomplete and inadequate set of protections, despite important 
gains in recent years. Even where they have protections, many survivors are un-
aware of the availability of paid or unpaid safe leave until it is too late to meaning-
fully exercise that right.23 Thus, the millions of workers whose lives are touched by 
violence each year in the U.S. are forced to make impossible choices between em-
ployment and safety and recovery from violence. This is why all American fami-
lies deserve access to safe leave. 
The Lack of Safe Leave Harms Families 
Experiencing violence can mean missing work.24 Without paid safe leave, it also 
means missing a paycheck or losing a job. Across the board, those who experience 
sexual and domestic violence, stalking, and other forms of harassment and violence 
miss work and lose their jobs as a consequence of their experiences. Many survivors 
report being demoted or even losing their jobs as a result of absences due to violence 
and harassment.25 A 2020 survey found that 76 percent of survivors of domestic vio-
lence said that their partners made it hard to keep a job.26 A 2022 survey of sur-
vivors of crime found that one-third reported difficulty with school or work as a di-
rect result of their victimization.27 One in six survivors of violence lost a job or were 
demoted due to needing time off work. Another study found that victims who were 
stalked lost an average of 10.1 days of paid work per year, those who were raped 
lost an average of 8.1 days per year, and those who experienced physical violence 
lost 7.2 days per year.28 Some of those absences may be paid, but many are not, 
depriving workers of the income they need to support themselves and their families. 
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Paid safe leave will keep survivors in the workforce while limiting the economic 
harms of abuse.29 

Economic Insecurity Endangers Survivors and Community Safety 
A primary reason domestic violence survivors are unable to leave an abusive rela-
tionship is a lack of economic security to support themselves.30 Compounding this, 
deepening economic insecurity increases vulnerability to violence and makes it more 
difficult to leave a violent relationship.31 Survivors of violence are often caught be-
tween two barriers; they need work to be able to leave a violent situation but the 
violence they’re subjected to severely impacts their ability to work. The con-
sequences of violence compromise economic security—and with it, safety. 

Life stressors like job insecurity are among the factors that can increase a survivor’s 
risk of developing PTSD, and can have lasting impacts on employment and housing 
stability for people who have experienced violent victimization.32 According to a 
2022 survey, more than 9 in 10 people with an arrest or conviction record have been 
a victim or a crime, compared to less than half of people (44%) who do not have 
a record.33 Eighty-six percent of incarcerated women were victims of violence prior 
to incarceration.34 Experiencing violence is also a central risk factor for chronic 
houselessness and substance-use disorder.35 These effects are not limited to the sur-
vivor but also impact community safety. One study found that more than half (59%) 
of mass shootings between 2014 and 2019 were related to domestic violence, where 
at least one of the victims was a partner or family member of the shooter.36 Thus, 
providing survivors of violence with adequate time to heal and get to safe-
ty is violence prevention and a way to make us all safer.37 

Paid Safe Leave Can Make Justice a Meaningful Choice 
The economic impacts of violence also affect a survivor’s ability to meaningfully pur-
sue their versions of justice and accountability. Researchers have found that job loss 
and economic pressure are the primary reasons survivors of violence decline to pur-
sue protection orders and other safety measures.38 Safe leave promotes consistency 
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and participation in the legal system, giving survivors further options for justice.39 
As 15 states do not guarantee unpaid leave for any crime victims, many survivors 
are forced to choose between working and participating in the justice process.40 En-
suring the survivors of crime can actually attend court will save the courts and 
criminal legal system resources lost due to rescheduled hearings and dismissed 
cases. Furthermore, by facilitating the logistics of participating in the justice sys-
tem, paid safe leave gives survivors a meaningful choice. 

Paid Leave Advances Equity in the Workforce 
Some communities, such as American Indian or Alaska Native women, people with 
disabilities, and LGBTQ+ people, experience disproportionate rates of violence, 
which can make it harder for these populations to obtain and maintain employment 
or education.41 

Experiencing violence often forces survivors into part-time or low-wage work.42 
Workers in low-wage jobs, including undocumented immigrants, women, and people 
of color—some the same workers who face higher risks of experiencing violence and 
greatest barriers to accessing help 43—are less likely to have access to paid time 
away from work.44 Paid safe leave will support our economies’ most vulnerable 
workers, advancing economic equity and decreasing future risk of violence. 

Paid Safe Leave Is Good for Business and the Economy 
Ensuring that survivors of violence have access to safety and healing also has wide-
spread benefits for the entire economy. Paid leave will support businesses and the 
economy by reducing lost productivity and the costs of increased turnover.45 Vio-
lence creates various barriers to successfully applying for work, keeping a job, or 
completing an education or training program.46 This leaves many qualified and 
hardworking survivors out of the workforce entirely. 
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Furthermore, every year an estimated eight million days of paid work are lost by 
survivors of intimate partner violence, approximately 32,114 full-time jobs.47 This 
has consequences not only for survivors and their families but for our economy as 
a whole. A 2017 study estimated that rape alone cost the U.S. economy more than 
$1.6 trillion in lost productivity.48 By creating pathways to remain in the workforce 
and adequately support survivors of violence, the American economy will reduce lost 
productivity and retain talented and innovative workers. 

Paid Leave Will Support Child Well-Being 
Paid safe leave addresses two critical factors in child health and well-being; expo-
sure to violence and economic insecurity.49, 50 Research indicates that parents expe-
riencing intimate partner violence (IPV) often recognize and are concerned about the 
potentially harmful effects of the violence on their children, and consider their chil-
dren in making decisions about help-seeking.51 However, economic insecurity is a 
central challenge for survivors of violence, particularly those with children.52 Paid 
safe leave will increase the economic security of survivors of violence, allowing them 
to heal from violence, alongside their children.53 

Conclusion 
Paid safe leave gives survivors of violence options; ways to navigate safety, time to 
maintain their economic security, and the chance to find healing. One of the meas-
ures American families across the country need to manage their safety, care for 
their families, and remain in the workforce is paid safe leave. Survivors, who have 
already faced immense trauma, should not be forced to make a choice between per-
sonal and family well-being or financial stability. 

As the Committee explores policies, practices, and the impact of paid leave on the 
workforce, we urge its members to include paid safe leave for survivors of violence. 
We urge the explicit and specific inclusion of survivors of violence in current or fu-
ture proposed legislation of paid leave. Survivors of violence can be included in 
broader legislation on paid leave for all workers or standalone legislation specifically 
for survivors of violence. Safe leave should cover leave to address the impacts of do-
mestic violence, dating violence, sexual assault, stalking, family violence, sexual 
harassment, trafficking, other forms of gender-based violence or harassment, or an-
other qualifying act of violence if the time is for the individual or individual’s family 
member as described above. Future paid leave legislation should include as permis-
sible reasons for taking the leave the various reasons survivors of violence need safe 
leave and integrate multiple methods of certification of qualifying needs. As sur-
vivors experience violence in addition to illness or other conditions, paid safe leave 
should be considered additive to family or medical leave and articulated within sep-
arate leave provisions. Furthermore, we ask the Committee to consult the experi-
ences of survivors of violence and the advocates that serve them in crafting future 
legislation. 

Upon consideration of legislation or hearings advancing paid safe leave, the signed 
organizations offer detailed recommendations and model legislative text. 



98 

1 See https://www.americanbenefitscouncil.org/pub/?id=58B7B918-1866-DAAC-99FB-B472DD 
042A10. 

2 See https://www.fau.edu/newsdesk/articles/paid-sick-leave-business-study.php. 

Thank you for your continued commitment to highlighting the paid leave needs of 
American workers. 

Best Regards, 

A Better Balance Alliance for Safety and Justice 
Clayton Early Learning Crime Survivors for Safety and Justice 
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Defense and Education Fund 
The National Domestic Violence Hotline National Network to End Domestic 

Violence 

AMERICAN BENEFITS COUNCIL 
1501 M Street, NW, Suite 600 

Washington, DC 20005 
(202) 289–6700 

https://www.americanbenefitscouncil.org/ 

Statement of Ilyse Schuman, 
Senior Vice President, Health Policy 

The American Benefits Council (‘‘the Council’’) commends the Senate Finance 
Committee for holding a hearing exploring the policy, practice and impact on the 
workforce of paid leave. 

The Council is dedicated to strengthening employer-sponsored benefit plans. The 
Council represents more major employers—over 220 of the world’s largest corpora-
tions—than any other association that exclusively advocates on the full range of em-
ployee benefit issues. Members also include organizations supporting employers of 
all sizes. Collectively, Council members directly sponsor or serve benefit plans cov-
ering virtually all Americans participating in employer-sponsored programs. 

The Council strongly supports federal paid leave legislation that builds on private- 
sector solutions and allows employers to treat workers equitably regardless of where 
they live or work. It is, therefore, important for the Senate Finance Committee to 
be aware of the significant challenges facing nationwide companies who support 
paid family leave but are required to navigate a maze of increasingly complex and 
inconsistent, state paid leave mandates. To support and leverage employer-provided 
paid leave benefits, it is critical that federal legislation promote the harmonization 
of state programs so that multistate employers can treat their workers equitably 
across the country. 

Council Member Companies Recognize the Value of Paid Leave Benefits 
The Council strongly supports universal paid leave, as reflected in our statement 

of principles.1 Our member companies recognize the importance of helping employ-
ees care for a new child or tend to their own—or a family member’s—serious health 
issue. Financial pressure makes unpaid leave out of reach for many working fami-
lies seeking to address the demands of parenting, health and family. As with all 
types of employee benefits, Council member companies are at the forefront of com-
prehensive and innovative programs to provide essential protections to employees 
and to help them balance personal and work responsibilities. This includes generous 
paid leave benefits. Our member companies understand that paid leave is also good 
business.2 Such employer-provided paid leave programs, if effectively designed and 
administered, can foster greater productivity, serve as a valuable recruitment and 
retention tool, and contribute to the success of the business. 

Employer-provided paid leave is valuable for employees. Employees can obtain 
and manage their valued leave seamlessly and promptly without requiring applying 
for, and waiting to receive, government benefits. Federal, state and local govern-
ments and taxpayers benefit from employer-sponsored plans that mitigate the cost 
and complexity of public programs. Efforts to expand access to paid leave for work-
ers not currently offered paid leave benefits must also protect and promote existing 
employer-provided paid leave programs. 
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The Patchwork of Inconsistent State and Local Paid Leave Requirements 
Has Created a Complex Administrative and Compliance Challenge for Em-
ployers, Forcing Them to Treat Employees Differently Based on Their Lo-
cation 

Council members typically have nationwide operations—often in all 50 states. 
Currently, 13 states, plus Washington, D.C., have enacted a patchwork of incon-
sistent mandatory paid family and paid family medical leave (PFML) programs. Ac-
cordingly, it has become increasingly difficult for multistate employers to consist-
ently offer and administer paid leave to employees nationwide. Compliance, admin-
istrative simplicity and equity—cornerstones of nationwide benefit policies—are be-
coming ever more challenging to achieve. 

Why is the existing patchwork of mandatory state PFML programs so chal-
lenging? The answer starts with how varied these laws are in terms of their sub-
stantive and procedural components. Mandatory state paid family and medical leave 
programs are comprised of more than 30 substantive, technical requirements, many 
of which have additional layers, such as definitions, formulas, and administrative 
standards. When examined, it is clear that many of these measures are mismatched 
and misaligned. 

The attached document prepared by the Council and the law firm Seyfarth Shaw 
LLP 3 describes these state law differences. Wide variation and nuance exists across 
four select key PFML substantive areas—(1) qualifying absences, (2) covered family 
members, (3) duration of leave benefits and (4) amount of pay. Furthermore, these 
topics account for only a small portion of state PFML law substantive criteria. For 
example, deviations with respect to coordination with employer policies and the pri-
vate plan option approval standards and inconsistency with the federal Family and 
Medical Leave Act (FMLA) create challenges and complexities for employers and 
employees alike. The increasingly remote and mobile nature of the workforce in the 
wake of the COVID–19 pandemic makes this picture even more complex. 

The burden of compliance and the range of different requirements mean that the 
resources designated for such programs are applied to navigating administrative 
complexities. This results in employers being compelled to treat workers inconsist-
ently based upon where they work or live. It is vitally important for the Senate Fi-
nance Committee to be aware of the extraordinary challenges facing nationwide 
companies who support paid leave but are required to navigate this maze of increas-
ingly complex, inconsistent, administratively burdensome and overlapping paid 
leave mandates across the country. 

For multistate employers, the burden of administering the numerous state and 
local paid leave mandates is significant. In the Council’s informal poll of large em-
ployers on state paid leave laws, 45 of 66 (68%) nationwide businesses characterized 
the administrative burden imposed by multiple state and local paid leave laws as 
‘‘very significant,’’ with an additional 18 (27%) calling it ‘‘somewhat significant.’’ 
However, this is not just a matter of administrative cost and burden for employers. 
It is also a matter of fundamental fairness and equity for employees, particularly 
in light of the increasingly mobile and remote workforce. 

The maze of applicable leave mandates and processes is also overwhelming and 
confusing for employees, who are not sure which laws apply to them and to which 
leaves they may be entitled. This patchwork is transforming the traditional role of 
employers as the single point of contact for employee benefit programs and can neg-
atively impact the employee experience. For many employers that want to provide 
the best and most efficient experience for employees relative to the various benefits 
offered, a single point of administration is frequently essential for a highly desired 
simplified claim reporting experience for employees, including those filing for leave. 
Employees who previously received benefits at no additional cost from their employ-
ers in some cases must now pay an employee contribution, imposed by some state 
programs, for those same benefits. Employees who previously enjoyed a user- 
friendly experience in going directly to their employer to request benefits in some 
cases must now go to the state agency administering the applicable paid family and 
medical leave program in addition to their employer. That places a complicated and 
time-consuming burden on employees at the very time that what they need and are 
requesting is time off to deal with personal and family obligations. 
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In the Council’s informal poll, on the question of employers’ chief concerns about 
the growing number of state and local laws (they were allowed to choose more than 
one option), 97% of the Council’s survey respondents selected ‘‘administrative bur-
den,’’ 88% selected ‘‘employee confusion’’ and 74% selected ‘‘inequitable treatment of 
employees’’ all significantly greater than the 56% who cited cost as a concern. This 
point underscores the message that Council member companies are committed to 
providing paid leave. It is the administrative burden on employers and confusion 
and inequities for workers caused by state and local laws that are the principal con-
cerns. 

Federal Legislative Solutions That Work for Businesses and Workers 
We recognize that not all workers have access to generous paid leave benefits, and 

gaps remain that need to be filled. The federal government plays an essential role 
in helping to fill the gaps in leave benefits nationwide and can do so while pre-
serving employer plans at the same time. Indeed, a federal legislative solution to 
expand access to paid family and medical leave benefits cannot be realized without 
leveraging private-sector solutions. Nationwide harmonization of paid leave benefits 
for multistate employers is foundational to leveraging employer-provided paid leave 
benefits. 

Nationwide harmonization is a bedrock principle of employer-provided benefits for 
multistate employers. As you consider the contours of potential federal paid leave 
proposals, future legislation should incentivize employers to provide innovative, gen-
erous paid leave plans by following a similar approach that allows employers to 
treat employees equitably regardless of where they live or work. 

According to a statistically valid nationwide poll of 850 likely voters,4 conducted 
by ALG Research, working Americans prefer to have their paid leave benefits ad-
ministered by their employer alone and support a more careful approach that em-
phasizes administrative simplicity and equity in the workplace. By a two-to-one 
margin (59% to 29%), a majority of voters would prefer to have their paid leave ben-
efits administered by their employer alone, rather than a combination of their em-
ployer and their state government or the federal government. Workers should not 
have to cope with confusing administrative burdens especially during times when 
personal and family health should be their sole focus. 

By a similar margin (53% to 23%), a majority of voters believe that ‘‘employees 
working the same job for the same company should receive the same amount of paid 
leave regardless of the state in which they work,’’ as opposed to receiving ‘‘the 
amount of leave determined by their state government.’’ Voters who already have 
employer-provided paid family and medical leave feel especially strongly about this, 
by a nearly three-to-one margin (68% to 23%). This speaks to the need for harmoni-
zation, so multistate employers are allowed to provide fair and equitable benefits 
across their nationwide workforce. 

We urge Congress to craft federal paid leave legislation that addresses the chal-
lenge faced by working families and also the complexity of often conflicting state 
and local leave laws. Thank you for your consideration of our comments. Please let 
me know how the Council can further assist in your efforts. 

American Benefits Council/Seyfarth Shaw LLP 

Mandatory Paid Family Medical Leave Laws in the United States 

American companies provide generous paid leave benefits to millions of employees 
to help balance work and personal health, caregiving and parental responsibilities. 
Meanwhile, 13 states, plus Washington, D.C., have enacted a patchwork of incon-
sistent mandatory paid family and paid family medical leave (collectively, ‘‘PFML’’ 
or ‘‘PFL’’) programs, each with differing substantive and procedural requirements. 
Importantly, not only is there a current patchwork of inconsistent mandatory PFML 
programs around the country that are challenging to navigate given their many 
variations, but the patchwork continues to expand as these laws evolve and enter 
into new locations. 
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For instance, since the start of 2022, four states have enacted new mandatory 
PFML programs—Maryland and Delaware in 2022, and Minnesota and Maine in 
2023. Several other states—nonexclusively, Colorado, Connecticut, Massachusetts, 
Oregon, and Washington—plus Washington, D.C., have updated their respective 
PFML programs through formal amendments, additional rulemaking, or issuing ad-
ministrative guidance. Further adding to the complexity is that other states are en-
acting voluntary PFML programs or adding paid family leave as a class of insur-
ance. Navigating this patchwork has become a significant burden for multistate and 
nationwide employers, as well as led to hardships and inequities for their employ-
ees. 
Why is the existing patchwork of mandatory state PFML programs so challenging? 
The answer starts with how varied these laws are in terms of their substantive and 
procedural components. Mandatory PFML programs are comprised of more than 30 
substantive, technical requirements, many of which have additional layers, such as 
definitions, formulas, and administrative standards. When examined, it is clear that 
many of these measures are mismatched and misaligned. 
Deviations across four select key PFML substantive areas—(1) qualifying absences, 
(2) covered family members, (3) length of benefits and duration of leave, (4) amount 
of pay—are reflected in the graphic below. As highlighted, wide variation and nu-
ance exist across each topic. Further and notably, these topics account for only a 
small portion of PFML law substantive criteria. Examples of other mandatory 
PFML conditions include: (5) employee eligibility, (6) employer coverage, (7) treat-
ment of remote, hybrid and mobile workers, (8) benefit year calculation, (9) key defi-
nitions, such as ‘‘parent,’’ ‘‘child,’’ ‘‘serious health condition,’’ etc., (10) job protection, 
(11) funding, (12) waiting periods, (13) intermittent leave, (14) employee notice and 
scheduling, (15) documentation, (16) medical recertification, (17) interplay with em-
ployer-provided leave and time off, (18) interplay with other laws, (19) notice to em-
ployees, including new hires, (20) posting, (21) claim filing processes, (22) benefits 
continuation, (23) employee disqualification, (24) confidentiality, (25) recordkeeping, 
(26) anti-retaliation, discrimination and interference, (27) reporting and remitting, 
(28) treatment of union workers, (29) treatment of self-employed workers, (30) writ-
ten policy requirements, and (31) private plans. 

Discrepancies and dissimilarities shown in the above graphic, as well as that exist 
in other areas of PFML laws, lead to complexities and challenges for employers and 
employees alike. Nonexclusive representative examples of these challenges include: 

• Treating Similarly Situated Workers Differently. Because of deviations in 
the duration of leave, scope of qualifying absences, scope of covered family mem-
bers, amount of pay, etc., multistate companies are forced to treat employees 
who are similarly situated (i.e., doing the same job, with the same job respon-
sibilities, etc.) differently based on their location, which leads to inequity among 
workers and administrative hardship for employers. 
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• Percentage of Wage Replacement: Variation in the percentage of wage re-
placement provided to employees under state PFML laws, which can range from 
60 to 100% up to certain thresholds, is especially impactful on low wage earn-
ers. In addition, wage replacement variations can lead to payroll challenges, as 
well as wage and hour law compliance risks, for employers seeking to ‘‘top off ’’ 
employees’ PFML benefits where wages provided by the PFML law are replaced 
at less than 100% of the employee’s normal pay. 

• Remote, Hybrid and Mobile Workers: Remote, hybrid and mobile work ar-
rangements where employees work in more than one jurisdiction with a manda-
tory PFML law exacerbate complications for employees. Not every mandatory 
PFML jurisdiction has a standard on determining whether a remote, hybrid or 
mobile employee is eligible for PFML benefits. In addition, even where multiple 
laws do contain such standards, they often are unclear as to how PFML eligi-
bility and coverage operates for employees who split time between the jurisdic-
tions. In the wake of the COVID–19 pandemic, the problem has become more 
complex as employees continue to work remotely from home, but increasingly 
have relocated their residence to different states. 

• Inconsistency with the FMLA: Mandatory PFML laws are inconsistent with 
the federal FMLA on a number of topics, including having lower thresholds for 
employee eligibility, broader reasons for use and covered family members, and 
greater length of benefits. These differences lead to ‘‘stacking’’ of benefits where-
by the leaves under two laws do not run concurrently, thus leading to increased 
absenteeism and costs to the business, and a greater burden on co-workers and 
managers. 

• Coordination with Employer Policies: Several PFML laws do not clearly ad-
dress how their benefits interact with employer provided leave and time off. 
Further, several PFML laws do not differentiate between coordination with 
employer-provided leave (i.e., short-term disability, paid parental leave, etc.) 
and time off (i.e., sick time, vacation, PTO, etc.). Adding to the complexity, cer-
tain PFML laws, such as Washington State, do not allow employers to run 
company-provided leave or time off benefits concurrently with statutory PFML. 
These differences, as well as an inability to run benefits concurrently, lead to 
‘‘stacking’’ of benefits and corresponding absenteeism that far exceeds the 
length of leave contemplated by PFML laws. 

• Lack of Job Protection: Only some state PFML laws provide employees with 
job protection, i.e., a right to be reinstated to the same or an equivalent position 
following the receipt of PFML benefits. In addition, several state PFML laws 
that do contain a job protection provision attach certain criteria that employees 
must satisfy in order to receive the full scope of the job protection. Employees 
often assume that their job will be secure when taking statutory time off under 
a PFML law. However, because multiple PFML laws only offer wage replace-
ment benefits, rather than job protection to employees, workers can take time 
off without fully understanding the scope of their rights and potential loss of 
employment that could follow the time off. 

• Understanding Overlapping Leave Laws and Policies: Similarly, nation-
wide and multistate employers struggle to manage day-to-day employee leaves 
because determining how much leave an employee is entitled to in a given state 
varies based on applicable federal, state and local law, and company policies. 
Differences in whether the benefits run concurrently, which benefits provide 
pay (and up to what percentage), and which portions of the employee’s absence 
are ‘‘job protected’’ all vary based on the state and the nature of the employee’s 
absence. Company departments, such as Human Resources, Benefits, Legal, 
People Relations and Payroll, can struggle to understand this interplay, espe-
cially where the employer lacks robust teams in these departments. This has 
a trickle-down effect to workers and can lead to unnecessary confusion. The 
most complicated scenario is in the context of combined medical and family 
leave for the birth parent following the birth of a child. 

• Private Plans: While 12 of the 14 jurisdictions with mandatory PFML laws 
have a private plan exemption available for employers to avoid the state public 
PFML program, private plan approval standards are burdensome and varied. 
Notably, employers generally must show that it meets or exceeds the jurisdic-
tion’s substantive PFML criteria to obtain approval. Private plan approval also 
involves satisfying broad administrative standards, i.e., application fees, regular 
reapproval, employee consent, reporting requirements, solvency standards, and 
so on. Due to the high bar for private plan approval, employers lack the ability 
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to offer a ‘‘one-size-fits-all’’ PFML policy to their employees. This deficiency neg-
atively affects both employers and employees. Employers must incur heavy ad-
ministrative burdens that vary by state to obtain PFML private plan approval, 
and after obtaining approval, the employer must manage different private 
plans. Meanwhile, employees lose out on having their employer design a 
uniquely tailored paid leave program for them based on the nature of their 
work, industry, and other company-provided leave and time off benefits due to 
PFML law red tape. 

• Intermittent Leave: Existing state PFML laws lack a unified standard for 
handling intermittent absences, particularly when PFML benefits are used to 
bond with a new child. Unlike the FMLA, which only permits intermittent 
bonding absences with employer and employee consent, a vast majority of man-
datory state PFML laws allow employees to receive benefits for qualifying bond-
ing absences intermittently, often in increments as small as one day. Permitting 
employees to start and stop work on an intermittent basis, specifically in the 
context of bonding with a new child, can create major disruptions in the work-
place that put unnecessary strain on the employee’s co-workers and managers, 
as well as the individuals responsible for administering the PFML absence. 

Nationwide uniformity is a bedrock principle of employer-provided benefits for 
multistate employers. For nearly 50 years, Congress has embedded flexibility in the 
design and operation of health and retirement plans for different workforces, along-
side federal uniformity for employers who operate in more than one state. As Con-
gress assesses the contours of potential federal PFML proposals, future legislation 
should incentivize employers to provide innovative, generous paid leave plans by fol-
lowing a similar approach. Further, to support and leverage employer-provided paid 
leave benefits, it is critical that federal legislation promotes the harmonization of 
state PFML programs so that nationwide and multistate employers can treat their 
workers equitably regardless of where they work or live. 

CARING ACROSS GENERATIONS 
45 Broadway, Suite 320 

New York, NY 10006 

To Chairman Wyden and Ranking Member Crapo, 
Caring Across Generations is a national organization of family caregivers, care 
workers, disabled people, and aging adults working to transform the way we care 
in this country so that care is accessible, affordable and equitable—and our systems 
of care enable everyone to live and age with dignity. We appreciate the opportunity 
to submit written comments for the record on the importance of paid family and 
medical leave. 
Everyone will need to take time off work to care for themselves or loved ones at 
some point in their lives. Yet, most Americans do not have access to policies on the 
state or federal level that would protect their jobs and wages when it’s time to care. 
Only 23% of workers in the United States have access to paid family leave through 
their employers, and just 41% have access to personal medical leave through 
employer-provided short-term disability insurance.1 And although the federal Fam-
ily and Medical Leave Act (FMLA) provides important job protections, nearly half 
of workers are not eligible—and many can’t afford to take unpaid leave.2 
The U.S. is one of few countries worldwide that does not provide some form of paid 
leave.3 While some states have led the way in establishing their own paid family 
medical leave programs and providing workers with paid time off to care, no one 
should be forced to make difficult choices between their health and financial well- 
being. A comprehensive, national paid family and medical leave program is a critical 
tool that will help to meet the needs of parents, older adults, disabled people and 
people with serious illnesses, underpaid and part-time workers, and the growing 
number of family caregivers who will need to take leave to help care for an aging 
adult. 
Paid leave is good for workers, families, caregivers, and disabled people. 
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All workers are impacted by a lack of paid family leave on the national level, and 
especially the most underpaid workers. Access to paid leave is unequally distrib-
uted. Nationwide, only 23% private workers receive paid leave benefits through 
their employer.4 Part-time and low-wage jobs are even less likely to offer paid leave 
benefits, and research shows that workers of color and women are particularly im-
pacted due labor market discrimination.5 Women of color are more likely to be key 
and sole breadwinners for their families, and are also more likely to be primary 
caregivers for their loved ones, making opting out of the labor force or taking unpaid 
leave when care needs arise often impossible.6 
It’s important that new parents have access to paid family leave, and workers need 
access to leave throughout the entire life cycle. 70% of people turning 65 can expect 
to need some form of medium- to long-term care during their lives, often resulting 
in a family member needing to take leave from work beyond what would be covered 
by paid sick time off. A large majority of caregiving work is unpaid and performed 
by mostly women and women and color, and as the U.S. population ages, the need 
for care will only grow.7 Already, 1 in 5 adults in the U.S. are unpaid family care-
givers.8 Paid family leave can allow workers who are unpaid family caregivers to 
remain in the labor force and take care of themselves while caring for aging loved 
ones. 
Paid family leave is also a vital support for disabled people and their families. 
Workers with disabilities may be even less likely than other workers to have access 
to paid leave, because they are disproportionately employed in part-time and under-
paid work, where less than 10% of the workforce has access to paid family leave.9 
Additionally, disabled people are not just often recipients of care—they’re often care-
givers themselves. Analysis of the Department of Labor’s 2018 FMLA Survey found 
that 29% of workers who may have a disability—because they took medical leave 
for an ongoing health condition in the past 12 months—were also caring for one or 
more children under the age of 18.10, 11 
Paid leave is good for business and the economy. 
Employers recognize that their employees will need to take time off of work to care 
for themselves or their families, and states have demonstrated that employers stand 
to benefit from a publicly-administered paid family and medical leave program. For 
example, when employers have a public paid leave program to offer, they are able 
to retain employees, and consequently incur fewer turnover costs. In California, 83% 
of workers in ‘‘lower quality’’ jobs who used the state’s paid leave program returned 
to their previous employer—a 9-point improvement over workers who did not use 
the program.12 And research has shown that it improves employee morale and re-
sults in higher productivity, which can also add to improved recruitment and reten-
tion, and give employees the peace of mind needed to do their best work.13 
Small businesses benefit from paid leave policies for all of the above reasons, and 
because it helps them compete with larger employers that would otherwise put them 
at a hiring disadvantage. The cost of the programs is shared, making it more afford-
able than private plans. And states with programs have adjusted well—in New Jer-
sey, a survey conducted for the New Jersey Business and Industry Association found 
that, regardless of size, businesses say they have had little trouble adjusting to the 
state’s law.14 
A strong national paid leave policy can help families thrive. 
Thanks to the states that have led the way in providing paid leave to families, it’s 
clear what a strong paid family leave program looks like. A strong program would: 
be national and inclusive of all employers; be publicly administered; feature mean-
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ingful wage replacement, as close to 100% as possible; offer as many weeks of leave 
possible (12 weeks or more); cover a broad range of care needs; have a broad and 
inclusive family definition, including ‘‘chosen family’’; protect jobs so workers can 
take leave without fear of being fired, laid off, or retaliated against; dedicate fund-
ing for outreach, education, and enforcement; and be portable, so that it’s attached 
to the worker, rather than the employer. 
We thank you for your focus on paid family and medical leave, and we urge you 
to support a national paid family and medical leave policy. If you have any ques-
tions or would like to discuss further, please contact Kathy Mendes, Policy Associate 
with Caring Across Generations at kathy@caringacross.org. 
Sincerely, 
Kathy Mendes, Policy Associate 

CENTER FOR AMERICAN PROGRESS 
1333 H Street, NW 

Washington, DC 20005 
202–682–1611 

https://www.americanprogress.org/ 

Statement of Molly Weston Williamson, Senior Fellow 

Thank you to Chairman Wyden and the committee for holding this hearing on paid 
leave, the first ever such hearing before the full committee. As committee members 
highlighted at the historic hearing, the United States stands nearly alone among 
its economic peers in failing to guarantee paid leave for all workers. While thirteen 
states and the District of Columbia have enacted their own policies, most have not, 
leaving too many workers to fall through the cracks.1 This critical gap has profound 
and harmful consequences for the health and economic security of working families 
as well as for the economy as a whole. 
The Center for American Progress (CAP) is an independent, nonpartisan policy in-
stitute that is dedicated to improving the lives of all Americans through bold, pro-
gressive ideas, as well as strong leadership and concerted action. For nearly our en-
tire history, CAP has fought for comprehensive, inclusive paid family and medical 
leave through research, advocacy, and outreach. As CAP research has shown again 
and again, paid leave is an all-around win: a win for workers and their families, 
a win for employers, and a win for the nation’s economy. 
The following represent key findings from Center for American Progress 
research: 

• The United States loses over $22.5 billion in wages each year due to 
lack of paid leave.2 The absence of a federal paid leave policy is a drag on 
the nation’s economy and on families’ economic security. As CAP has repeated 
this analysis over the years, the cost of inaction has only grown over time.3 

• Paid leave boosts labor force participation by ensuring workers can take 
the time they need and return to work ready, rather than being pushed out en-
tirely. For example, California’s paid leave program increased labor force par-
ticipation by those caring for a loved one by 8% in the short run and 14% in 
the long run.4 
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• Guaranteeing paid leave bolsters retirement security, particularly for 
women. By keeping Americans connected to the workforce, paid leave can 
mean higher Social Security benefits, greater opportunities for private retire-
ment savings, and reduced need to divert retirement savings for other needs.5 

• In a changing economy, paid leave for the self-employed can expand ac-
cess to entrepreneurship and transform the experience of self- 
employment.6 Millions of Americans are self-employed, including dispropor-
tionately high numbers of immigrants, older adults, people with criminal 
records, and people with disabilities;7 self-employed individuals without employ-
ees are the overwhelming majority of small business owners.8 Ensuring access 
to paid leave for these workers, as state programs have already begun pro-
viding,9 would remake the reality of self-employment and open opportunities to 
new entrepreneurs.10 

• Paid leave policies must protect workers’ ability to provide care for all 
those they consider family, including ‘‘chosen family’’—loved ones to 
whom workers may not have a legal or biological relationship. CAP research 
found that 58% of LGBTQI+ people, along with 46% of non-LGBTQI+ people, 
have been called on by chosen family for support with a health-related need.11 

• Ensuring access to paid leave is a matter of racial and economic jus-
tice.12 Each year, of the 17 million leaves working women need, 3.8 million are 
taken unpaid and nearly 6 million are not taken at all.13 For Black women, 
these numbers are even more stark: more than 60% of needed leaves are either 
taken without pay or not taken at all.14 

• Workers with disabilities and their families need paid leave.15 According 
to CAP research, workers who may have disabilities ‘‘are less likely to receive 
pay and more likely to experience financial difficulty while on leave than all 
workers who take leave.’’16 

• Veterans and military families need paid leave, for deployment related 
needs, care for service-connected health conditions, and for the needs that affect 
all families.17 For example, over a quarter (28%) of former active duty service 
members have taken time off work to care for chosen family or friends with a 
health need.18 

Thank you again for the opportunity to submit this statement and for lifting up this 
important conversation. As Chairman Wyden noted in his opening statement, ‘‘our 
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country is strong enough and good enough to make paid leave happen for all Ameri-
cans.’’ At CAP, we strongly agree and are committed to continuing the push until 
each and every American has the paid leave they need when they need it the most. 

CENTER FOR LAW AND SOCIAL POLICY 
1200 18th Street, NW, Suite 200 

Washington, DC 20036 
(202) 906–8000 

https://www.clasp.org/ 

Dear Chairman Wyden, Ranking Member Crapo, and Members of the Committee: 
Thank you for convening the first ever Senate Finance Committee hearing on paid 
family medical leave. The Center for Law and Social Policy (CLASP) is grateful for 
the opportunity to submit this statement for the record to the Senate Finance Com-
mittee on ‘‘Exploring Paid Leave: Policy, Practice, and Impact on the Workforce.’’ 
CLASP is a national, nonpartisan, nonprofit advancing anti-poverty policy solutions 
that disrupt structural and systemic racism and sexism and remove barriers block-
ing people from economic security and opportunity. With deep expertise in a wide 
range of programs and policy ideas, longstanding relationships with anti-poverty, 
child and family, higher education, workforce development, and economic justice 
stakeholders, including labor unions and worker centers, and over 50 years of his-
tory, CLASP works to amplify the voices of directly-impacted workers and families 
and help public officials design and implement effective programs. 
CLASP seeks to improve the quality of jobs for low-income workers, especially work-
ers of color, women, immigrants and youth. Our work includes working with policy-
makers to raise wages, increase access to benefits, implement and enforce new and 
existing labor standards, and ensure workers can strengthen their voice through col-
lective bargaining. Quality jobs enable workers to balance their work, school, family, 
religious, community, and other responsibilities—promoting economic well-being and 
strengthening our society. 
Almost all working people will experience a caregiving need at some point in their 
lives, whether they are in need of care or need to care for a close family member. 
Despite this nearly universal need, the U.S. does not guarantee working people any 
paid time away from work, and many workers aren’t even entitled to unpaid leave. 
In the absence of a federal policy, 14 states, including Washington, DC, have estab-
lished state family and medical leave programs. Under these state programs, work-
ing people can take time away from work to care for a new child, a seriously ill 
loved one, or recover from a medical illness or injury, and receive a portion of their 
income. State programs demonstrate the numerous employment, income and health 
impacts paid family and medical leave can have on families, and how it can help 
strengthen families and businesses. The state programs also provide tested models 
for how to create and administer a federal paid leave program. 
The State of Paid Leave in the U.S. 
The U.S. remains the only Organisation for Economic Co-operation and Develop-
ment (OECD) member country without even a paid parental leave program.1 Accord-
ing to the U.S. Bureau of Labor Statistics (BLS), only 27 percent of U.S. workers 
have access to paid family (including parental) leave through their employers, leav-
ing 106 million workers without pay when caring for a new child, aging parent or 
sick family member.2 The situation is more pronounced for workers paid low-wages. 
While 48 percent of the highest-paid workers have access to paid family leave, only 
6 percent of the lowest paid workers have access.3 Similar inequities are generally 
true for access to paid medical leave, typically through employer-provided temporary 
disability insurance (TDI). Sixty-five percent of the highest paid workers have ac-
cess to paid medical leave through an employer provided TDI plan, while only 10 
percent of the lowest paid workers have access.4 
While the data doesn’t break out access by gender or race and ethnicity, occupa-
tional segregation means women of color are disproportionately likely to work in 
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low-paid jobs,5 so this data suggests gender and racial inequities in access to paid 
leave are likely. Additionally, due to gendered caregiving norms, women bear a dis-
proportionate share of family caregiving responsibilities,6 compounding the impact 
that the lack of paid leave has on women and their families. 
The Family and Medical Leave Act (FMLA) provides unpaid, job-protected leave to 
millions of working people for family caregiving or medical needs. While passage of 
the FMLA was a monumental achievement for its time, coverage and eligibility re-
strictions mean that over 40 percent of the workforce are excluded from its protec-
tions.7 Since the FMLA guarantees only unpaid leave, it’s inaccessible to the mil-
lions of low-paid workers who can’t afford to lose their paychecks for any period of 
time. 
It’s important to note that working people in the U.S. are not guaranteed paid sick 
leave either. According to the BLS, 78 percent of private sector workers have access 
to paid sick leave. Among the lowest paid workers, only 39 percent have access, 
compared to 96 percent of the highest paid workers.8 
The Consequences a Lack of Paid Leave has on Women and Families 
Without access to paid leave, workers are forced to return to work instead of taking 
care of their health or their loved ones, while others receive and provide care at the 
cost of their economic security. This impossible choice often leads to work and in-
come instability, or worse. The scope of unmet leave extends beyond the work-
place—not taking needed leave can lead to compounding health and financial costs. 
Economic Insecurity 
Research from the Urban Institute finds that access to paid leave is lowest among 
workers with the greatest needs, including workers of color, and part-time and hour-
ly workers. While 72 percent of white workers surveyed have access to paid leave, 
only 58 percent of Latinx and 67 percent of Black workers have access.9 
Some part-time workers work part-time involuntarily due to a lack of full-time jobs, 
earning less income than they would prefer. Part-time jobs offer relatively lower 
hourly wages and benefits and have more variable and unpredictable work sched-
ules, resulting in incomes that can fluctuate weekly.10 Some employers—especially 
in the service sector—are reluctant to offer full-time positions. Instead, they hire 
multiple part-time staff so they can adjust staffing on short notice and reduce wage 
costs. As a result, many part-time workers are denied opportunities to advance into 
full-time jobs where access to paid leave may be greater.11 
The Center for American Progress estimates that the total cost to workers due to 
a lack of access to comprehensive paid family and medical leave and affordable child 
care is $31.9 billion in annual lost wages: $9.4 billion in lost wages due to child care 
challenges and $22.5 billion in lost wages due to a lack of paid family and medical 
leave.12 
While the need for paid leave stretches across race, ethnicity and gender, the im-
pacts are not borne equally. Working mothers play a critical role in their families’ 
economic security, and women of color are more likely to have an outsized role. The 
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vast majority of Black mothers—68 percent—are primary breadwinners 13 and are 
also most likely to be pushed into industries that pay low wages.14 The com-
pounding impacts of systemic racism and sexism means that women of color face 
the most dire consequences of unmet need for leave. Six out of ten Black women— 
who are disproportionately primary breadwinners—either don’t take leave or do so 
without pay, costing them an estimated $3.9 billion in lost wages each year. Overall, 
5.9 million leaves are needed but not taken by women each year.15 

Maternal Health Crisis 
The inability to take leave also results in serious health complications that jeop-
ardize the lives of pregnant people. One in four U.S. employed mothers return to 
work within two weeks of giving birth,16 forcing back into the workplace mothers 
who are exhausted from a major medical event—and who may have trouble walking 
up stairs or standing for long periods of time—or who have wounds that are still 
stitched and healing. The U.S. has the highest maternal mortality rate of any 
OECD country, averaging over three times the rate of most other high-income coun-
tries.17 According to the Centers for Disease Control, 53.3 percent of pregnancy- 
related deaths occur between 7 days and one year postpartum, and over 80 percent 
of all pregnancy-related deaths are preventable.18 Moreover, the U.S. continues to 
face a harrowing Black maternal mortality crisis—Black women are three times 
more likely to experience fatal outcomes from pregnancy-related complications than 
white women.19 Reflecting the impact of racism in our health care system and be-
yond, maternal mortality rates for Black women increased 87 percent from 2018 to 
2021.20 

Paid Leave Can Lead to Positive Health Outcomes 
It’s critical we deploy all the tools necessary to protect maternal and infant health, 
including guaranteed paid leave to recover from childbirth and bond with a new 
child. Without a federal guarantee to paid family and medical leave, the vast major-
ity of people giving birth lack the ability to take time off to heal after delivery and 
care for themselves and their newborn. The postpartum period brings with it emo-
tional changes, recovery from birth, and the challenges of caring for an infant that 
can all feel overwhelming.21 

Research suggests that paid parental leave improves maternal mental and physical 
health.22 Paid parental leave is associated with a decline in depressive symptoms, 
a reduced likelihood of severe depression, as well as improvement in overall mater-
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nal health,23 and lowered rates of hospital admissions for mental health condi-
tions.24 Federal action to ensure all workers have access to paid family leave is crit-
ical to address the alarming rates of maternal health concerns, the related maternal 
mortality rates, and the disproportionate harm borne by Black women and families. 
Improving parental outcomes can also lead to better health outcomes for infants. 
The early years of a child’s life are shown to have significant future learning, behav-
ior and health impacts. This time period is critical for a child’s development, and 
research demonstrates that positive interactions with caregivers during these years 
can produce long-term benefits for children, families and society.25 
Paid Leave is Good for the Economy 
Peer countries like Canada, Germany, and the United Kingdom, provide working 
people with paid family leave.26 The National Partnership for Women and Families 
estimated that if labor force participation for American prime-age women—those 
aged 25 to 54—was at rates similar to those of women in those counties, there 
would have been up to 4.85 million more women in the workforce in 2021. That 
amounts to $237 billion in lost wages per year for women and families, and $650 
billion per year to the economy overall—2.9 percent of total GDP.27 
Evidence from states with paid leave programs shows us that access to comprehen-
sive paid leave is essential to maintaining economic stability for families in the 
midst of health crises and life changes. For example, in California, the paid family 
leave program has increased labor force attachment and long-term wages for house-
holds with lower incomes.28 Access to paid leave in California has also lowered the 
risk of poverty among mothers of infants by 10.2 percent and increased household 
income for those mothers by 4.1 percent.29 
Paid Leave is Good for Business 
Paid family and medical leave is good for businesses. Paid leave can help lower 
turnover costs through greater retention, and increase worker morale and business 
productivity. In California, 93 percent of employers reported that leave had a posi-
tive or neutral effect on employee turnover, while also seeing increased productivity 
(89 percent) and boosted employee morale (99 percent).30 Additionally, firm-level 
analysis of employers in California before and after paid family leave was imple-
mented confirmed that for the average firm, wage costs had not increased.31 In New 
Jersey, employers noted that the state paid leave program helped decrease stress 
and improve morale among employees who took leave and their co-workers.32 The 
Federal Employees Paid Leave Act, which provides up to 12 weeks of paid parental 
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leave to qualifying federal employees, is anticipated to save the federal government 
$50 million annually in costs related to employee turnover.33 

Paid family and medical leave also helps level the playing field between small busi-
nesses and larger firms. Small businesses may have trouble matching more gen-
erous leave benefits offered by larger employers, potentially putting them at a hir-
ing disadvantage. A federal paid leave program would help small businesses provide 
this critical benefit, without having to shoulder the entire cost. 
In states with paid leave, small businesses have adapted well to new programs. The 
California Society for Human Resource Management, which initially opposed the 
law, stated that it is less onerous than expected, and few businesses reported chal-
lenges resulting from workers taking leave.34 In New Jersey, a survey conducted for 
the New Jersey Business and Industry Association found that businesses of all sizes 
had little trouble adjusting to the paid leave law.35 In New York, a survey among 
businesses with fewer than 100 employees, found that the majority were supportive 
of the paid family leave program. The program also led to an increase in employers’ 
ease of handling long employee absences.36 

Why We Need a Federal Paid Leave Social Insurance Program 
The state paid leave programs offer tested models on how to create a comprehen-
sive, equitable federal paid family and medical leave program. A federal paid leave 
program should include the following components: 

• Provide twelve weeks of paid leave to address the full range of serious 
personal and family medical and caregiving needs people experience. 
This includes being able to heal from a serious personal medical condition, and 
care for a seriously ill loved one or a new child. Treating all of the caregiving 
needs people have minimizes the risk of unintended consequences with respect 
to gender or age discrimination. This is particularly vital for women of color 
who are less likely to have meaningful paid leave provided by employers but 
are more likely to take on family caregiving responsibilities. 

• Cover all working people. A federal program should cover all workers, 
whether full-time or part-time; in the private, non-profit, or public sector; tradi-
tional employees, self-employed and independent workers; younger workers; 
people with intermittent work histories; and people with limited earnings but 
recent attachment to the labor force. 

• Provide progressive wage replacement. Replacing up to 100 percent of 
wages for low-paid workers and a high share of wages, for middle-wage work-
ers, using a sliding scale for wage replacement, is critical to ensure the program 
is accessible. Workers in the lowest paid jobs are least likely to have access to 
any paid leave and most in need of a federal program, but the least likely to 
be able to afford to take leave if it requires taking a pay cut. Too-low wage re-
placement may also reinforce gender and racial disparities in leave-taking. 

• Include family caregiving rules that reflect the diversity of caregiving 
relationships people have. Virtually all states with paid leave programs now 
provide paid leave for workers to care for loved ones beyond immediate family 
and several include family members related by affinity as well as blood. 

• Ensure that paid leave is job protected. Working people must feel secure 
using the paid leave that is available without risking job loss. There must also 
be robust anti-retaliation protections in place. This is especially important in 
any system that is funded fully or partially through worker contributions to en-
sure workers can access benefits they’ve paid for in part or whole. 
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• Harmonize federal and state programs’ administration. Workers in states 
where paid leave is available and either equal to or more generous than a fed-
eral program can maintain the value of their state policies and state benefit ad-
ministration. Federal legislation should provide states the time and financial re-
sources they need to adapt their existing programs to a new federal landscape. 

• Include sufficient resources for implementation. This includes funding for 
education and outreach about the program, research and evaluation, and en-
forcement so that the promise of the program can be realized. State paid leave 
experience underscores the importance of continued investments in ensuring 
people understand and can use the benefits available. It’s also critical to meas-
ure and analyze the way benefits are administered and delivered to ensure eq-
uitable utilization. 

The FAMILY Act 
A state by state approach to providing paid family and medical leave means that 
millions of families remain without this critical protection. The majority of Black 
Americans live in Southern states, which—due to nearly universal Republican con-
trol of state legislatures—will not soon enough pass a statewide paid family and 
medical leave program.37 
It’s critical that Congress pass a comprehensive paid family and medical leave plan. 
The Family and Medical Insurance Leave (FAMILY) Act, recently reintroduced by 
Senator Kirsten Gillibrand (D–NY) and Representative Rosa DeLauro (D–CT) builds 
off of the hard-won victories and lessons of the state programs. It provides the ma-
jority of workers in the U.S. access to up to 12 weeks of job- protected paid family 
and medical leave. Workers would be able to take paid leave to address their own 
serious health needs, which research shows is the most common reason workers use 
leave;38 care for a seriously sick family member; bond with a new child; or address 
the impact of military deployment. It also provides ‘‘safe leave’’—time to deal with 
the impact of sexual or domestic violence.39 
It’s time for Congress to act and provide all workers in all states with 12 weeks 
of paid family and medical leave to care for a new child, a seriously ill loved one, 
or their own serious health condition.We thank you for holding a hearing on this 
important topic and for the opportunity to submit this written statement. If you 
have any questions regarding this topic, please contact Sapna Mehta, Senior Policy 
Analyst with the Education, Labor & Worker Justice Team at CLASP, at 
smehta@clasp.org. 
Sincerely, 
Sapna Mehta 
Senior Policy Analyst 

CENTER FOR PUBLIC JUSTICE, NATIONAL ASSOCIATION OF EVANGELICALS, AND 
MORMON WOMEN FOR ETHICAL GOVERNMENT 

October 23, 2023 
The Honorable Ron Wyden 
Chairman 
United States Senate 
Committee on Finance 
219 Dirksen Senate Office Building 
Washington, DC 20510–6200 
The Honorable Mike Crapo 
Ranking Member 
United States Senate 
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Committee on Finance 
219 Dirksen Senate Office Building 
Washington, DC 20510–6200 
Dear Chairperson Wyden, Ranking Member Crapo, and Members of the Committee: 
The Center for Public Justice (CPJ) is a Christian policy research and civic edu-
cation organization.1 CPJ has been interested in upholding family well-being since 
its founding over forty years ago. CPJ, Mormon Women for Ethical Government 
(MWEG), and the National Association of Evangelicals (NAE) offer this testimony 
in relation to the October 25, 2023 hearing, ‘‘Exploring Paid Leave: Policy, Practice, 
and Impact on the Workforce.’’ 
Out of faith conviction, we see both family life and work as God-given sources of 
blessing and responsibility. Families are the foundation of a healthy society. Yet, 
many families struggle to fulfill their caregiving responsibilities without financial 
strain or the fear of losing their job. We believe that all families should be able to 
attend to seasons of family caregiving—be it the birth of a child or being present 
with a loved one at the end of life. This is why we applaud the Committee on Fi-
nance’s attention to paid family leave. 
Paid leave is a straightforwardly pro-family policy. Parents who have access to paid 
family leave are more likely to spend time with a new child. When families are able 
to take leave, children and mothers enjoy better physical and mental health and 
stronger long-term development.2 
The bonds formed during key caregiving moments leave a lasting imprint on fami-
lies. Research demonstrates, for example, that fathers who take at least two weeks 
of leave for a new child are more likely to be actively involved in their child’s life 
over time.3 
Only 27% of the workforce currently has access to paid family leave.4 Younger and 
lower wage workers—the very Americans who face the greatest financial precarity 
before and after welcoming a new child—are those least likely to have paid family 
leave or other basic benefits that support family care. 
The Center for Public Justice, in partnership with the Center for Integrity in Busi-
ness, interviewed faith-based employers about their attitudes and practices relative 
to paid family leave. Family values were overwhelmingly important to these employ-
ers. At the same time, expanding paid family leave policies on an employer-by- 
employer basis posed real challenges.5 Well-crafted public policy could help employ-
ers better match their workplace practices with their core values by making paid 
family leave an accessible benefit for all. 
In order for the government to uphold a just society, it must play a role in pro-
moting a basic framework in which families can thrive. We encourage this Com-
mittee to continue to work toward paid family leave solutions that address the cir-
cumstances of small employers—including those in the nonprofit and religious sec-
tors—while also protecting vital time for family caregiving. 
Thank you for your leadership and support of our nation’s families. 
Sincerely, 
Stephanie Summers, CEO 
Center for Public Justice (CPJ) 
Walter Kim, President 
National Association of Evangelicals (NAE) 
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Emma Petty Addams & Jennifer Walker Thomas, Co-Executive Directors 
Mormon Women for Ethical Government (MWEG) 

COUNT ON MOTHERS 
Mothers Count LLC 

9854 National Blvd., #526 
Los Angeles, CA 90034 

Mothers’ Views on the FAMILY ACT: Report of Findings 

Introduction 

In August 2023, Count on Mothers conducted research to find out mothers’ views 
and experiences relating to the FAMILY Act. Actionable Insights are provided fol-
lowed by the full research summaries. We conduct research because we believe that 
mothers’ first-hand experiences and knowledge are critical sources of information in 
the federal policy making process, particularly on bills that affect kids or the condi-
tions of raising a family in the U.S. We share this data with legislators and the pub-
lic so that they may have a better understanding of how a bill could help or hurt 
a family. The full report is posted on https://www.countonmothers.org/. 

Actionable Insights at a Glance from Quantitative Study 

From Mothers We Surveyed 
• This bill contains points of mostly alignment with some differences among 

Mothers. 
• Overwhelmingly, Mothers were aligned across the political spectrum on the fol-

lowing: 
» Employees should have up to 12 weeks of partial income when they take time 

off from work for reasons relating to health, caregiving, and/or military de-
ployment of a relative. 

» Employees who have worked for more than 90 days at the same job should 
be able to return to their jobs after paid leave and without retaliation from 
employers. 

» Mothers believe that full-time employees should earn up to 2⁄3 of their reg-
ular wages on this paid leave. 

• The majority of mothers—regardless of political ideology—agreed on the impor-
tance of providing paid leave to employees regardless of company size, full-time/ 
part-time status, and/or self-employment status. However, there was variation 
within each political ideology and particularly, a conservative split between con-
servative and very conservative members with conservative Mothers more likely 
than very conservative Mothers to support this provision. 

• Aside from Mothers who identify as very conservative, Mothers believe that 
lowest-paid employees should earn up to 85% of their regular wages on this 
paid leave. 

• Overall, Mothers across the political spectrum supported this item with very 
strong support from all but very conservative Mothers. 

Actionable Insights at a Glance from Qualitative Study 

From Mothers We Interviewed 
• Similar themes arose among all five mothers regardless of political ideology, in-

cluding the difficult balance of caregiving and employment, an array of stressors 
related to child bearing and child rearing, including health needs, all of which 
impacted their lives in stressful ways. 

• They each identify that their privilege—or access to private resources—allevi-
ated some of their own stress and they recognize that not all mothers have ac-
cess to such resources. 

• The five mothers provided assessment of the FAMILY Act that evidence their 
support of the FAMILY Act—they liked the broader inclusivity overall, believed 
the safety net provisions would be critical to families, and provided additional 
comments related to the bill to be written and to be implemented correctly. 
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• Finally, the five mothers believe the FAMILY Act would create a paradigm that 
would have a positive health impact on families and a positive shift in the do-
main of care giving, paid leave, and employment. 

Takeaway Theme from Qualitative Study: 
Need for U.S. to Change Paradigm on Paid Leave 

Across political ideologies, participants shared that the United States needs to shift 
its paradigm on paid leave—although recognizing this will be a slow process. 

[The FAMILY Act bill] kind of changes the mindset of people around you 
that this is just the way that it is. Sort of like FMLA, you know? It’s federal, 
you know, it’s something that’s expected. It’s an expected way we’re supposed 
to treat each other with humanity rather than, oh, I have a good job with 
good benefits, but you don’t. (Moderate Mother, age 51) 
It’s something that we should have had a long time ago, something the rest 
of the world has had. It’s us and I think six countries with no form of paid 
leave. So this to me is one of the most important things Congress can do 
and I hope that they do very soon. (Liberal Mother, age 41) 
I do think that, yes, if you have institutional change and it’s kind of . . . 
I hate to use this word, but forced from the government onto companies and 
organizations to expect this, to know that this is happening, this is how 
things operate now. I do think that over time, it’s not gonna be right away 
because people’s minds don’t change right away. But I do think that over 
years, the expectation that people have people to care for, whether it’s an in-
fant or parents or . . . sick kids or whatever, that there is more compassion, 
that taking time off to take care of people in your life is okay. And that’s 
good and it’s valuable and it’s to be respected. (Conservative Mother, age 
37) 
So I want progress when it comes to paid parental leave. We are so far be-
hind, as you know, the rest of the world regarding offering what I think is 
a human right, a right to bond postpartum with your baby, with your fam-
ily, figure out how to do things like nursing if that’s what you’re doing or 
feeding in general and sleep, all this. And so I think that’s a human right. 
I think right now what we’re doing without having a federal paid leave is 
frankly inhumane. I think it’s actually, it’s barbaric right, what we put 
mothers and families through. So to me I think we have a long way to go. 
(Liberal Mother, age 40) 
I do think we need to support parents in the workforce absolutely. I think 
we need to have policies in this country that support motherhood that sup-
port families but at the same time I have these principles of limited govern-
ment, of wanting people to do things on their own, and like the two conflict 
with each other on this particular thing. And so I don’t know what the right 
answer is. I don’t know how best to do this. I do know that we need to do 
something as a country, because I know there’s also women who are lower 
income and they’re single moms. you know, a few part-time jobs, they’re 
patching together and they don’t get any benefits and they’re going back to 
work two days after they have a baby and that is not right. (Conservative 
Mother, age 40) 

Findings from Quantitative Study of Mothers Surveyed 

9 in 10 Mothers Surveyed Believed: 
• Employees should have up to 12 weeks of partial income when they take time 

off from work for reasons relating to health, caregiving, and/or military deploy-
ment of a relative. 
» Overwhelmingly, Mothers were aligned across the political spectrum on this 

issue. 96% of Mothers who identified as conservative and 79% who identified 
as very conservative agreed with this statement. 4% of conservative and 21% 
of very conservative Mothers expressed uncertainty or disagreement. 

» 95% of Mothers who identified as moderate agreed with this statement. 5% 
of moderate Mother expressed uncertainty or disagreement. 

» 100% of Mothers who identified as liberal and 98% of Mothers who identified 
as very liberal agreed with this statement. 2% of very liberal mothers voiced 
uncertainty. 
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• Employees who have worked for more than 90 days at the same job should be 
able to return to their jobs after paid leave and without retaliation from em-
ployers. 

» The trend showed that overwhelmingly, Mothers largely agreed—regardless 
of their political ideologies. 

» For example, 100% of Mothers who identified as conservative and 86% who 
identified as very conservative agreed with this issue. 14% of very conserv-
ative mothers disagreed with this statement. 

» 99% of Mothers who identified as moderate agreed with this statement. 1% 
of moderate Mothers expressed uncertainty. 

» 96% of Mothers who identified as liberal and 96% of Mothers who identified 
as very liberal agreed with this statement. 4% of liberal and 5% of very lib-
eral Mothers expressed uncertainty or disagreement. 

• Full-time employees should earn up to 2⁄3 of their regular wages on this paid 
leave. 

» 88% of Mothers who identified as conservative and 64% who identified as 
very conservative agreed with this issue. 12% of conservative Mothers and 
36% of very conservative mothers were uncertain or disagreed with this 
statement. 

» 94% of Mothers who identified as moderate agreed with this statement. 6% 
of moderate Mothers expressed uncertainty or disagreement. 

» 97% of Mothers who identified as liberal and 98% of Mothers who identified 
as very liberal agreed with this statement. 2% of liberal and 2% of very lib-
eral Mothers were uncertain. 

• Lowest-paid employees should earn up to 85% of their regular wages on this 
paid leave. 

» Conservative mothers varied on this issue. 76% of Mothers who identified as 
conservative agreed with this issue while 57% who identified as very conserv-
ative were uncertain or disagreed with this issue. 24% of conservative Moth-
ers joined very conservative Mothers in being uncertain or disagreeing with 
this statement. In contrast, 43% of Mothers who were very conservative sup-
ported this issue. 

» 92% of Mothers who identified as moderate agreed with this statement. 8% 
of moderate Mothers expressed uncertainty or disagreement. 

» 97% of Mothers who identified as liberal and 98% of Mothers who identified 
as very liberal agreed with this statement. 3% of liberal Mothers and 2% of 
very liberal Mothers voiced uncertainty. 

8 in 10 Mothers surveyed believed: 

• The ‘‘FAMILY Act’’ will (or would have had) a positive impact on their families. 

» Mothers across the political spectrum supported this item with very strong 
support from all but very conservative Mothers. 

» 88% of Mothers who identified as conservative and 57% of very conservative 
supported the Family Act. 12% of conservative Mothers and 43% of very con-
servative mothers were uncertain or disagreed with supporting the FAMILY 
Act. 

» 90% of Mothers who identified as moderate agreed with this statement. 10% 
of moderate Mothers expressed uncertainty or disagreement with the FAM-
ILY Act. 

» 93% of Mothers who identified as liberal and 95% of Mothers who identified 
as very liberal agreed with this statement. 7% of liberal Mothers and 5% of 
very liberal Mothers expressed uncertainty or disagreement with the FAM-
ILY Act. 

• Paid leave should apply to employees regardless of company size, full-time/part- 
time status, and/or self-employment status. 

» 80% of Mothers who identified as conservative agreed with this issue and 
57% of conservative Mothers supported this issue. 

» 87% of Mothers who identified as moderate agreed with this statement. 13% 
of moderate Mothers expressed uncertainty or disagreement. 

» 93% of Mothers who identified as liberal and 91% of Mothers who identified 
as very liberal agreed with this statement. 
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Political Ideology 

In the overall sample, 37% of Mothers identify as Liberal while 29% of Mothers 
identify as Moderate and 8% of Mothers identify as Conservative. On either of the 
political ideology spectrum, Mothers who were Very Liberal accounted for 19% of the 
sample while Mothers who were Very Conservative represented 4% of the sample. 

# of Mothers 
Responding Percent of Sample 

Very Liberal 57 18.6% 

Liberal 114 37.1% 

Moderate 90 29.3% 

Conservative 23 7.5% 

Very Conservative 13 4.2% 

Other 10 3.3% 

307 100.0% 

State of Residence 

Mothers reside in 41 states. The states that have the most representation are Cali-
fornia (48), Florida (39), New York (21), Virginia (17), North Carolina (15), Illinois 
(12), Texas (11), and Wisconsin (11). 

DEMOCRATS FOR LIFE OF AMERICA 
10521 Judicial Drive, Unit 200 

Fairfax, Virginia 22030 
(703) 424–6663 

info@democratsforlife.org 

The Honorable Ron Wyden 
Chairperson 
United States Senate 
Committee on Finance 
219 Dirksen Senate Office Building 
Washington, DC 20510–6200 
The Honorable Mike Crapo 
Ranking Member 
United States Senate 
Committee on Finance 
219 Dirksen Senate Office Building 
Washington, DC 20510–6200 
Dear Chairperson Wyden, Ranking Member Crapo, and Members of the Committee: 
Thank you for convening and participating in your committee’s important hearing 
on paid leave. We share your confidence that federal action in this arena can re-
dound to the benefit of American businesses, workers, and families, and find it im-
perative that Congress act to make these potential gains a reality for all Americans. 
As proud pro-life Democrats, we advocate for the protection of vulnerable people in 
every circumstance. Paid leave not only supports workers who face significant 
health challenges, it also empowers workers to care for loved ones precisely during 
moments of greatest need. Increased investment in paid leave by the federal govern-
ment and businesses will strengthen American families; in turn, families with high-
er well-being will invigorate businesses, both as productive workers and as stable 
customers. 
We would specifically like to highlight the importance of parental leave. We are con-
vinced that expanded access to parental leave will benefit mothers, fathers, children, 
families, and our society as a whole. Notably, parental leave has the potential to 
serve as a consensus-winning policy that will decrease demand for abortion and thus 
reduce some of the bitter, partisan, polarizing fighting over abortion’s legal status. 
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We look forward to the hearing, to continued discussion, and to federal action in 
support of paid leave. 
Sincerely, 
Democrats for Life of America 

THE ERISA INDUSTRY COMMITTEE 
701 8th Street, NW, Suite 610 

Washington, DC 20001 
Main 202.789.1400 

https://www.eric.org/ 

Chairman Wyden, Ranking Member Crapo, and Members of the Committee, thank 
you for the opportunity to submit a statement for the record on behalf of The ERISA 
Industry Committee (ERIC) for the hearing entitled ‘‘Exploring Paid Leave: Policy, 
Practice, and the Impact on the Workforce.’’ This hearing addresses a valuable ben-
efit that millions of Americans receive today voluntarily through large employers. 
ERIC is a national advocacy organization exclusively representing the largest em-
ployers in the United States in their capacity as sponsors of employee benefit plans 
for their nationwide workforces. With member companies that are leaders in every 
economic sector, ERIC is the voice of large employer plan sponsors on federal, state, 
and local public policies impacting their ability to sponsor benefit plans. ERIC mem-
ber companies offer benefits to tens of millions of employees, located in every state, 
city, and Congressional district. Your constituents engage with ERIC member com-
panies many times a day, such as when they drive a car or fill it with gas, use a 
cell phone or a computer, watch TV, dine out or at home, enjoy a beverage or snack, 
use cosmetics, fly on an airplane, visit a bank or hotel, benefit from our national 
defense, receive or send a package, or go shopping. 
For decades, employers like ERIC member companies have designed and adminis-
tered gold-standard paid leave benefits to support and empower their nationwide 
workforces when time away from work is needed. Unfortunately, a growing patch-
work of inconsistent state and local paid leave laws imposing a broad range of com-
plex and incompatible compliance standards threatens to make offering these bene-
fits untenable for employers. 
Large Employers Offer Paid Leave to their Nationwide Workforces 

Congress passed the Family and Medical Leave Act (FMLA) in 1993 with bipartisan 
support, securing access to unpaid leave and job protection for millions of Americans 
to bond with a newly born or adopted child, care for an ill family member, or tend 
to a serious medical issue of their own. Over the thirty years since this landmark 
law was enacted, a lack of wage replacement for employees on leave has generated 
increased interest in paid leave benefits. 
Large, multistate employers have responded for decades by designing and admin-
istering effective paid leave benefits programs now enjoyed by millions of Americans 
and their families across the country. These proven voluntary benefits programs 
have long granted workers the critical financial support and flexibility that they 
want and need when away from work. ERIC member companies take pride in the 
paid leave benefits they provide, and the benefits aid in recruiting and retaining ex-
cellent employees. Ultimately, providing uniform benefits nationwide allows compa-
nies to efficiently design and administer their programs, resulting in high quality 
benefits for a greater number of workers. 
State Paid Leave Laws Create an Unworkable Patchwork that Makes 
Uniformity Impossible 

Beginning with California in 2002, and most recently including Minnesota and 
Maine in 2023, 13 states and Washington, D.C. have now enacted mandatory, 
government-administered paid family and medical leave insurance programs. Unfor-
tunately, these state programs operate altogether independently from one another, 
each collecting income-based contributions to fund benefits for qualifying workers 
while adopting entirely unique combinations of compliance requirements for employ-
ers and employees. Too often, they do not recognize the value of existing employer- 
provided benefits. 
This piecemeal approach has forced employers and employees to try to navigate a 
complex and ever-changing amalgam of state and local standards. Even more con-



119 

cerning, state politicians do not seem to be slowing down anytime soon; more than 
300 paid family leave bills have been introduced and considered across nearly every 
state in recent years. Even some localities have gotten into the act, further compli-
cating the situation. 

The variance between these state and local laws does not amount to a simple dif-
ference in leave duration or level of wage replacement; rather, it includes an array 
of legal definitions and administrative processes that make it impossible for multi-
state employers to comply while operating a uniform benefits program across the 
country. In fact, there are more than 50 different variable policy ‘‘levers’’ that state 
laws consider and establish, all of which introduce administrative burdens and ne-
cessitate costly system changes. Some categories of these variables include: 

• Duration of Leave—The amount of paid leave time available to an employee 
is not as simple as setting a total number of weeks available for all covered cir-
cumstances, but must also establish guidelines for the amount of leave that can 
be used for individual types of leave (such as parental, family, and medical), 
permissible use of incremental leave, minimum increments of leave, and the 
limitation of parental leave when both parents are with the same employer. 

• Reasons for Leave—Similarly, the core concepts and legal definitions of what 
paid family and medical leave includes must be established by state lawmakers, 
including definitions for family, parental, medical, ‘‘safe leave,’’ ‘‘qualifying exi-
gency,’’ public health emergency, maternity, pregnancy complication, and other 
types of covered leave. Not only do different state policies include or exclude dif-
ferent types of leave, but they regularly categorize or define them differently as 
well. 

• Family Member Definitions—State lawmakers often adopt unique definitions 
for which family members an employee may take paid leave. While nearly every 
state law now goes beyond the coverage established by the FMLA (parents, 
spouses, and children) and includes grandparents, grandchildren, and siblings, 
an increasing number of states have also each adopted their own versions of 
‘‘catch-all’’ family member definitions that present serious compliance and abuse 
concerns for employers and state administrators alike. For example, some of 
these definitions include other individuals ‘‘related by blood or affinity that is 
akin to a family relationship’’ without providing much-needed guidance as to 
what relationships qualify or what plausible limitations remain. 

• Employee Eligibility—Parallel to the benefits available to employees, law-
makers must establish which employees are covered by state paid leave and 
what milestones must be reached in order for an employee to qualify for bene-
fits. These standards include, but are not limited to, the time worked for an em-
ployer, the total wages earned in a base period or calendar year, total contribu-
tions paid into the state program, coverage of independent contractors or sea-
sonal workers, and which state’s paid leave law ultimately applies to an indi-
vidual worker. These standards are not only tracked and met by state adminis-
trators, but by employers as well, adding additional indirect compliance costs. 

• Employer Coverage—Similarly, state lawmakers must decide which employ-
ers are covered by a state paid leave program. These determinations are usually 
made based on the number of employees an employer has within the state and 
also involve the portion of payroll contributions that the employer must cover. 

• Notice to Employees—Each state policy introduces a range of notice and re-
porting requirements by which employers must educate their employees on the 
availability of state paid leave benefits or continuing to provide private benefits. 
Because states often expand the information that must be contained in these 
disclosures, and the time, manner, and regularity of notices vary, these proc-
esses can quickly develop into a costly burden for employers. 

• Wage Replacement—State programs differ widely on the level of wage re-
placement that employees receive when receiving state paid leave benefits. 
Again, this is not as simple as setting a replacement rate, but instead involves 
a series of calculations including percentage of ordinary employee wages, per-
centage of state average weekly wages, and total caps on weekly wage replace-
ment benefits that employees can receive. The result is an overly complicated 
process that leaves a vast number of employees with levels of paid leave benefit 
wage replacement that is far lower than they would have otherwise received 
from their employer. 
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• Contribution Rate—The payments that employees and employers must make 
into state programs to fund benefits vary, creating another level of administra-
tive complexity for multistate employers. These policy standards cover the 
capped percentage of an employee’s wages that must be contributed, the author-
ity of state administrators to change contribution rates in the future, and the 
contribution breakdown between employers and employees. 

• Job Protection While on Leave—While job protection is a cornerstone of 
both unpaid and paid leave, state lawmakers have broadly defined these protec-
tions with variations establishing the rights an employee has when returning 
to work, requiring benefits and seniority to continue accruing while away from 
work, broadening definitions of ‘‘equivalent position’’, and even applying legal 
presumptions of discrimination by employers. 

• Coordination of Benefits—A critical area of policy design revolves around 
how new state paid leave benefits are to interact with other sources of paid 
leave as well as related employee benefits that involve time away from work. 
As they formulate state programs, lawmakers must consider how to coordinate 
these benefits with the FMLA, state unpaid leave, state long-term disability 
laws, state paid sick leave or paid time off laws, existing employer-provided 
leave benefits, and collective bargaining agreements, to prevent overlap or con-
flict. Furthermore, lawmakers must consider how the benefits and legal defini-
tions that they create relate to or can be better harmonized with other state 
paid leave laws. 

• Substitution of Equivalent Employer Benefits Plans—Perhaps the most 
consequential area of state paid leave policies for large, multistate employers 
is the ability to provide private paid leave benefits that meet or exceed those 
offered by the state program and therefore be granted an exemption from man-
dated participation in the state program. While this is a valuable option that 
allows many employees to continue enjoying the benefits they already have, it 
is far from straightforward. In fact, state lawmakers must establish a range of 
standards and processes to secure this path, including minimum benefits stand-
ards, enumerated rights of employees under an equivalent plan, required surety 
bond with the state, application process to state administrators, state oversight 
of applications and appeals for substitution, regular employer recordkeeping, 
and reporting requirements. 

• State Preemption of Local/Municipal Laws—Just as national paid leave 
uniformity is critical to design and provides reliable benefits across multiple 
states, paid leave uniformity within a state must be maintained for employers 
and employees to follow. As state lawmakers develop paid leave policies, they 
must consider the impact that conflicting local or municipal paid leave policies 
have on uniformity and benefits administration. To prevent this patchwork 
within a patchwork, a statewide preemption clause should be included in state 
legislation. 

• Administrative Processes—Finally, state paid leave policies introduce a long 
list of administrative processes that, if handled poorly, can create counter-
productive cost burdens and compliance challenges for employers and employ-
ees. These processes include employee applications for state program benefits, 
timelines for approval or denial of benefits, timelines for payment of benefits, 
waiting periods for employees before using certain types of leave, employee ap-
peals for denied applications, complaints to a state regarding employer adminis-
tration, investigation and enforcement processes, recordkeeping and reporting 
requirements, and data sharing between employers and state administrators to 
facilitate supplemental private benefits. 

The Patchwork Creates a Catch-22 For Employers and Worse Benefits for 
Employees 

A fragmented state-by-state approach has created a catch-22 in which even 
multistate employers that want to adopt and provide a generous paid leave benefit 
for all nationwide employees based on the common denominators among state pro-
grams would currently be unable to do so. Ultimately, complex state program stand-
ards and costly compliance processes discourage many employers from exploring 
new and innovative approaches to paid leave. Instead, they are all-too-often forced 
to enroll in state programs that cannot match the quality of benefits or ease of ac-
cess their employees previously received. 



121 

Furthermore, the quality and value of benefits provided by state paid family leave 
programs regularly pale in comparison to their more robust employer-provided 
equivalents, which often grant full wage replacement and a far easier administra-
tive process for employees most in need of leave without the hassle of wage-based 
contributions. 
At the same time, because large, multistate employers are forced to adapt to a con-
stantly shifting paid leave landscape on a jurisdictional basis, they need to spend 
significantly more to track and comply with new or updated state laws—ironically, 
money that then cannot be spent on more generous paid leave benefits for their em-
ployees. It becomes increasingly clear, then, that many of the workers covered by 
these state programs would be far better served by a uniform national framework 
of paid leave standards that recognize the value and support that voluntary, 
employer-provided benefits are uniquely able to provide. 
Congress Should Act to Ensure that Employers Can Offer Uniform Benefits 
Nationwide 

Federal relief is desperately needed to address this reality, and finding the right ap-
proach to both national uniformity and improved access is key. ERIC continues to 
support a federal ‘‘safe harbor’’ that would establish core federal paid leave stand-
ards and allow employers that design and provide benefits on a national basis that 
meet these federal standards to maintain immunity from contradictory or counter-
productive state laws or programs. This approach would provide employees across 
the country with a tide that lifts all boats—creating a foundation for what paid 
leave benefits encompass, encouraging multistate employers to provide innovative 
and generous benefits, and building a nationwide legislative infrastructure to dis-
courage states from ‘‘starting from scratch.’’ 
Short of a safe harbor for multistate employers already offering these valuable bene-
fits, a parallel effort could be undertaken to harmonize the range of existing state 
and local paid leave standards that continue to proliferate and diverge from one an-
other. Because existing programs currently do not interact with one another or the 
federal government in any way, both employers and employees lack the central 
framework of understanding they need to navigate the growing list of compliance 
requirements. Congress could help establish such a framework and incentivize 
states to participate in a shared approach. Such an effort would have many benefits: 
it would encourage the creation of uniform paid leave definitions, formulate equiva-
lency standards, and encourage the adoption of more interchangeable paid leave re-
quirements through grants or other federal incentives. Fostering coordination be-
tween disparate state policies would go a long way to reducing the challenges that 
employers, employees, and state administrators continue to face. 

Conclusion 

ERIC understands the importance of exploring expanding paid leave coverage to 
those that do not already have access to the benefit. However, many multistate em-
ployers already offer generous benefits and need federal help to be able to continue 
to provide uniform programs nationwide. A viable federal paid leave policy must 
provide relief from the counterproductive consequences that the state and local 
patchwork imposes on employers, workers, and their families. 

ETSY, INC. 
117 Adams Street 

Brooklyn, NY 11201 

Statement of Jeffrey Zubricki, Global Head of Public Policy and Advocacy 

Etsy respectfully submits the following statement for the record in response to the 
U.S. Senate Finance Committee Hearing held on October 25th, 2023 on Exploring 
Paid Leave: Policy, Practice, and Impact on the Workforce. 
At Etsy, we’ve been encouraged by the bipartisan and bicameral efforts to find solu-
tions at the federal level for paid family medical leave that is accessible, flexible and 
that meets the needs of employers of all sizes. Late last year, House members 
launched a Bipartisan Paid Leave Working Group, which is identifying and explor-
ing paid leave policy solutions that assist businesses and families. In the Senate, 
we’ve seen several hearings that explore paid leave solutions, as well as legislative 
efforts from Senators on both sides of the aisle. 
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1 https://justcapital.com/reports/only-9-percent-of-largest-us-companies-offer-at-least-12-weeks- 
of-paid-parental-leave-parity/#:∼:text=Disclosure%20of%20a%20paid%20parental,to%2047%25% 
20the%20year%20before. 

2 California Employment Development Department Self-Employed Benefit Amounts 2023, 
https://edd.ca.gov/en/disability/Self-Employed_Benefit_Amounts/. 

3 California Employment Development Department Employee Contribution Rates 2023, 
https://edd.ca.gov/en/disability/Contribution_Rates_and_Benefit_Amounts/. 

Etsy has long functioned as a pathway to entrepreneurship by creating opportuni-
ties for people who might not have started a business otherwise. The majority of 
our 6 million sellers made their first ever sale of handmade or vintage goods on 
Etsy. 81% of our sellers are women and the vast majority are businesses of one 
working out of their homes, one in four of which are in rural communities. One of 
the main barriers we hear from our sellers when trying to grow their businesses 
is a lack of access to paid leave benefits. If they have a child or get sick, there is 
no one to fill in for that time. It almost always means lost revenue, and for sellers 
who are full time artisans or creators running their own micro businesses, that 
could mean losing income that supports their families or pay their bills. 
We strongly believe that offering comprehensive paid leave benefits to our employ-
ees is not only the right thing to do, but it’s good for business. Etsy designed our 
own paid leave policies to support employees at all life stages. This is why our em-
ployee leave policies—including 26 weeks of fully paid parental leave and 12 weeks 
of paid family leave—are designed to be flexible, gender-neutral and to provide our 
employees with the comfort of knowing that they do not have to choose between 
their families and their jobs. We’re proud that men and women take parental leave 
in roughly equal numbers at Etsy. 
We agree that there is no ‘‘one size fits all’’ solution to paid leave. Small and micro 
businesses don’t have the same kinds of resources as large companies to support or 
administer paid leave benefits, potentially resulting in a hiring and retention dis-
advantage. At the same time, as of 2022, over half (60%)1 of America’s largest public 
companies are offering paid leave benefits to employees. We believe that any paid 
leave policy should be flexible to meet the needs of businesses of all sizes, but espe-
cially small and self-employed business owners. 
We also believe that paid leave policies must be inclusive of, and accessible to the 
self-employed. Several existing state paid leave programs do not allow the self- 
employed to opt in. Other states, like New York and California, impose long waiting 
periods before the self-employed can access benefits. Cost is often another barrier. 
Premiums for the self-employed can vary widely depending on the state. Self- 
employed individuals may often pay higher contribution rates or overall annual pre-
mium amounts than employees depending on the formula the state uses. For exam-
ple, in California, the current premium rate for self-employed individuals is gen-
erally 6.93% of the first $153,164 of net income 2 while the employee contribution 
rate is 0.9% of up to $153,164 in annual wages.3 We believe in supporting accessible 
and affordable national policies that enable parents and families, regardless of gen-
der, to play equal roles in building successful companies and nurturing their fami-
lies. 
Thank you for your consideration of these issues. Etsy looks forward to working 
with Congress to ensure that the interests of America’s self-employed and small 
businesses are represented as Congress moves forward with these important meas-
ures to address paid leave. We are eager to work together to help America make 
this needed investment in our children, for our families and for our economy. 
Thank you. 

FAMILY VALUES @ WORK ET AL. 
207 E Buffalo Street, Suite 501 

Milwaukee, Wisconsin 53202 
(414) 436–9536 

https://familyvaluesatwork.org/ 

October 25, 2023 
Chairman Ron Wyden Ranking Member Mike Crapo 
United States Senate United States Senate 
Washington, DC 20510 Washington, DC 20510 
CC: Senate Finance Committee Members 
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Dear Chairman Wyden and Ranking Member Crapo: 

Family Values @ Work (FV@W) and our movement network grew from the reality 
that valuing caregiving and enabling people to be good providers and family mem-
bers are essential to achieving racial, gender, disability, immigrant, and economic 
justice. For twenty years, our movement has shaped the debates around Paid Sick 
and Safe Days (PSSD) and Paid Family and Medical Leave (PFML), engaged a wide 
range of partners, and guided the development of the most inclusive policies to date, 
and with our Network Members, have passed paid leave in 14 states including 
Washington, DC, and paid sick and safe days in more than 50 jurisdictions. 

As you all know well, thirty years ago, President Clinton signed the Family and 
Medical Leave Act (FMLA), which established that (many but not all) workers could 
take unpaid, job-protected leave to care for themselves or (some of their) families. 
It was the first, and so far only, national law protecting workers needing time to 
care. 

It was a critical victory as the first federal law established that having a family 
shouldn’t cost you your job or health insurance. Yet the FMLA excludes 40 percent 
of the workforce, and many who are eligible cannot take the time they need because 
they can’t afford to be without pay. The law’s narrow definition of family leaves out 
many who need time to care for a loved one. 

Tomorrow’s hearing represents an important step toward prioritizing the 
passage of job-protected Paid Family and Medical Leave during the 118th 
Congress. 

Our movement has brought together more than 2,000 diverse partner organizations 
and engaged thousands affected by the lack of paid family and medical leave. We 
fight for these issues because we know the building blocks of upward economic mo-
bility—job retention, raises, promotions, and asset development—depend on access 
to paid family and medical leave, paid sick and safe days, and affordable child care. 
When taking time for caregiving leads to job or pay loss, economic opportunity dries 
up. 

We know from experience that without prioritizing accessibility, affordability, and 
adequate duration of leave, a paid leave program will not meet the needs of millions 
of Americans. The following principles should guide the creation of policy moving 
forward. Federal PFML policy must: 

• Be equitable in its impact, especially considering the needs of low-wage, 
BIPOC, female, LGBTQIA, disabled, immigrant, part-time, and non-traditional 
workers; 

• Support healthier outcomes across the age span for all workers and families; 

• Ensure that every worker keeps their health insurance during leave 
and has a job to come back to after taking leave; 

• Protect the gains of states that paved the way for our proposed federal ad-
vances. 

At a minimum, paid leave must include the following policies to promote equitable 
access and healthier outcomes: 

• Ensure a universal, publicly administered, and permanent paid leave 
program. State experiences show that it takes many years to implement a pro-
gram that voters have time to access and take advantage of. Permanence will 
ensure that all who need paid leave can access it. 

• Include all four FMLA-covered conditions in a permanent program in-
cluding care to welcome a new child, care for yourself, care for a loved one, 
family military leave, and, additionally, safe time for self-care and family care-
giving purposes. This must include intermittent leave. 

• Make benefit amounts progressive and affordable. Benefits should aim to 
provide the full wage replacement but start at no less than 90% replacement 
of usual wages for the lowest earners. 

• Low-wage workers are among the least protected due to the current paid 
leave provisions. With new findings showing that full-time minimum wage 
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1 https://www.cnbc.com/2021/07/14/full-time-minimum-wage-workers-cant-afford-rent-any-
where-in-the-us.html 

2 https://www.cdc.gov/nchs/fastats/delivery.htm. 

workers can’t afford rent anywhere in the US anymore,1 it is unacceptable 
for legislators to offer wage replacement that is too low a portion of that in-
come. 

• Maintain a minimum of 12 weeks of leave. 
• 12 weeks is often not enough to care for a dying parent, welcome a new child, 

or receive treatment and recover from serious health conditions such as can-
cer. Workers in physically demanding jobs, disproportionately BIPOC work-
ers, would be especially harmed by reducing weeks of leave. 

• Many common surgeries require at least 6 to 8 weeks of recovery (assuming 
no complications), including C-sections (which account for 32% of births).2 
Therefore, 8 weeks would still force some to return to work before medically 
ready. 

• Keep eligibility requirements simple, understandable, and based on 
currently collected data. State programs typically look at data from 4 of the 
last 5 completed quarters. The most recently adopted standards in Oregon and 
Colorado set a threshold of $1,000 in earnings in the lookback period and pro-
vide a good model for equitable access. 

• Require employers seeking reimbursement to meet every federal stand-
ard, including equitable oversight of denials and appeals and data col-
lection of applicants. Employers should not be able to seek federal reimburse-
ment unless they meet all programmatic standards at a minimum of either the 
federal or state program. 

• Allow state programs to continue operating. States will need at least a 
three-year window to comply with all federal standards, including federal reim-
bursement for federal base benefits, administrative costs, and technology up-
grades to interface with the federal program. 

• Develop program materials, applications, and outreach strategies that 
reach communities whose first language isn’t English or who have lim-
ited English proficiency. 

• Establish worker and small business advisory boards that help to guide 
equitable implementation of a paid family and medical leave program. 
Workers, families, business owners, and administering agencies in already-ex-
isting programs have reported this need to our Network Members repeatedly. 

• Honor the inherent Tribal Sovereignty of the over 570 federally recog-
nized Tribal Nations by going through consultation reconciliation proc-
esses with bodies such as the Tribal and Indigenous Advisory Council 
to create the best solutions for how Tribal Government employees and Tribally- 
enrolled individuals can access paid family and medical leave. 

We look forward to working with this Congress to champion guaranteed paid family 
and medical leave, paid sick and safe days, and all of the policies we know create 
shared prosperity for working people including affordable child care, living wages, 
supporting workers’ involvement in unions, access to healthcare, and fair and acces-
sible elections that ensure every voter’s ballot matters. The families we represent 
literally cannot afford anything less than a comprehensive paid leave program. To-
gether, we can transform the nation’s care economy. 
Sincerely, 
National Partners 
Equal Rights Advocates 
Family Values @ Work 
Main Street Alliance 
9 to 5, National Association of Working Women 
Arizona 
Corazón Arizona 
Poder Latinx—Arizona 
California 
California Federation Business and Professional Women 
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California WIC Association 
California Work & Family Coalition 
Center for Community Action and Environmental Justice 
Evolve California 
Family Caregiver Alliance 
First 5 California 
Friends Committee on Legislation of California 
Human Impact Partners 
LA Best Babies Network 
Legal Aid at Work 
National Council of Jewish Women—Los Angeles 
Public Counsel 
Santa Clara County Wage Theft Coalition 
Colorado 
9 to 5—Colorado 
Connecticut 
She Leads Justice 
District of Columbia 
Many Languages One Voice (MLOV) 
Florida 
Poder Latinx—Florida 
Georgia 
Poder Latinx—Georgia 
9 to 5—Georgia 
Hawaii 
Hawai‘i Children’s Action Network Speaks! 
Illinois 
Women Employed 
Maryland 
United Workers 
Massachusetts 
Coalition for Social Justice 
Michigan 
Mothering Justice 
Minnesota 
TakeAction Minnesota 
Nevada 
Make It Work Nevada 
Nevada County Citizen for Choice 
New Jersey 
New Jersey Citizen Action 
New Jersey Time to Care Coalition 
New York 
Citizen Action New York 
North Carolina 
LGBT Center of Raleigh 
North Carolina Council of Churches 
North Carolina Families Care Coalition 
North Carolina Justice Center 
United Steel Workers 
Women AdvaNCe 
Oregon 
Family Forward Oregon 
Pennsylvania 
Black Women’s Policy Center 
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2 https://www.hrpolicy.org/initiatives/employment-and-labor-group/about-elg/. 

Rhode Island 
Economic Progress Institute 
Rhode Island Black Business Association 
Rhode Island Coalition Against Domestic Violence 
Rhode Island KIDS COUNT 
Rhode Island Parent Information Network 
Right from the Start Campaign 
Senior Agenda Coalition of Rhode Island 
Texas 
Workers Defense Project 
Washington 
Economic Opportunity Institute 
Wisconsin 
9 to 5—Wisconsin 

HR POLICY ASSOCIATION 
4201 Wilson Blvd., Suite 110–368 

Arlington, VA 22203 
202–375–5011 

https://www.chro.org/ 

October 24, 2023 
Dear Senate Finance Committee Colleagues, 
In anticipation of tomorrow’s Senate Finance Committee hearing entitled ‘‘Exploring 
Paid Leave: Policy, Practice, and Impact on the Workforce’’ and as lawmakers pur-
sue legislative proposals I am writing to offer HR Policy Association staff and mem-
bers as a resource to aid in your efforts. HR Policy member companies understand 
the importance of paid family and medical leave and already provide generous bene-
fits that generally extend beyond what is currently required under federal, state, 
and local law. Our members have expertise in implementing paid leave benefits 
across the nation. 
HR Policy Association 1 is the lead organization representing the Chief Human Re-
source Officers of major employers. The Association consists of more than 390 of the 
largest corporations doing business in the United States and globally, and these em-
ployers are represented in the organization by their most senior human resource ex-
ecutive. Collectively, their companies employ more than ten million employees in the 
United States—nearly nine percent of the private sector workforce—and 20 million 
employees worldwide. The Association brings these executives together not simply 
to discuss how human resource practices and policies should be improved, but also 
to create a vision for successful HR strategies and pursue initiatives that promote 
job growth, employment security and competitiveness. 
According to an HR Policy Association survey of its membership, 83% of respondents 
said they offer their own short-term disability plan that employees can use for Fam-
ily and Medical Leave Act (FMLA) purposes, a separate paid family leave program, 
or both. Since our initial survey of membership, the world of work has been altered 
dramatically and we expect that the number of employers voluntarily offering paid 
leave benefits has increased to meet the evolving needs of the workforce. 
As the Committee considers a Federal paid leave insurance program, consider the 
questions below. The questions were informed by HR Policy’s Employment and 
Labor Group,2 members of the Association who are directly responsible for employ-
ment and labor relations matters in their respective companies. The Employment 
and Labor Group’s mission is to guide the Association’s advocacy on workplace poli-
cies of concern to HR Policy Association members. 
Q: How would a federal paid family and medical leave insurance program 
coordinate and interact with existing employer programs? 
It is critical that a federal program be tailored to allow flexibility to employers that 
choose to continue their existing leave programs without imposing additional, sub-
stantial compliance burdens associated with a federal program. In addition, will 
there be a mechanism in place for employers to know, in real time, the benefits cur-
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rent employees are receiving under the federal program? Transparent and timely in-
formation will be paramount to the success of any federal paid FMLA program. If 
employees become eligible to receive federal paid leave benefits, are there ways the 
program should be structured to remove any disincentives for employers to provide 
their own benefits, such as those that may have already been subject to collective 
bargaining with unions? 

Q: How will a federal program coordinate and interact with existing state 
and local programs? 
Most large employers already offer competitive paid family and medical leave bene-
fits, often exceeding what is required under state and local laws and what would 
likely be required under a potential federal program. The central issue for multi- 
jurisdictional employers is not the level of benefits required under applicable laws, 
but the compliance burden (including the coordination and administration of bene-
fits) associated with the increasing patchwork of conflicting state and local leave 
laws. Differing state and local requirements make it difficult for employers with op-
erations in several jurisdictions to offer uniform benefit plans for all or most of their 
employees. For example, the only way to offer concurrent paid leave programs is for 
the state to be primary and the employer plan to be secondary. In doing so, the em-
ployee must apply and receive pay from the state (which is generally not timely) 
and supplement from the employer instead of receiving full pay from the employer 
for a company benefit they are already entitled to and employees from other states 
automatically receive. In recognition of this, a federal program should operate as a 
national standard, under which an employer would be exempted from state and 
local requirements if it was in compliance with such a standard. The Workflex in 
the 21st Century Act (H.R. 4248) addresses this issue. 
Q: How will a federal program be funded? 
Existing state and local paid family and medical leave programs are funded through 
some form of a payroll tax—either on the employer, the employee, or both. Many 
employers are therefore already familiar with a leave program being funded through 
a payroll tax. Historically, legislative proposals have proposed to fund the program 
through general revenues. There are pros and cons with both approaches. 
Placing the tax on both the employer and the employee could ensure that both par-
ties have an appropriate stake in the benefit program, which could disincentivize 
abuses. Additionally, a payroll tax affords a level of stability in ensuring that a fed-
eral program would remain adequately funded without further financial burdens 
placed on employers or employees. If a payroll tax is used under a federal program, 
employers who already provide paid leave benefits comparable to what would be re-
quired under the program should be entitled to opt out of the program and/or re-
ceive an offset based on what they are already providing. Without such an opt-out 
or offset mechanism, employers would be disincentivized from continuing to offer 
their own generous leave benefits exceeding what is required under a federal stand-
ard, resulting in benefit reductions for employees. 
With regard to funding a federal program through general revenues only, the obvi-
ous advantage to this approach is that, in theory, there would not be any new finan-
cial burdens placed on employers or employees directly associated with the federal 
paid leave program. Nevertheless, to ensure the program remains adequately fund-
ed, funding through general revenue would likely require increased corporate tax 
rates and/or increased taxes on high-income earners, either in conjunction with the 
rollout of a federal program and/or in future years. 
Q. Under a federal program, who would make eligibility determinations? 
Currently, employers make decisions regarding who is eligible for leave under the 
FMLA. If an employee disagrees with an employer’s decision, their remedy is to sue 
or bring an administrative charge. Under a federal paid family and medical leave 
program, would eligibility determinations be made by specialized federal claim adju-
dicators? Such an approach would inappropriately leave employers out of a process 
that they are best equipped to manage. Alternatively, would employers continue to 
make eligibility determinations for unpaid leave under FMLA, while federal claim 
adjudicators make decisions for paid leave benefits? This could result in divergent 
conclusions for similar or identical requests for leave, creating numerous complica-
tions for both employers and their employees. 
Q. Under a federal program, which party/parties will police potential 
abuse of benefits? 
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1 Paid leave programs typically provide wage replacement to eligible workers for specific and 
significant purposes: i) family caregiving needs (i.e., to care for a family member with a serious 
health condition or to care for a newborn or newly adopted/fostered child); or ii) an employee’s 
own medical needs (i.e., to recover from a serious health condition). 

2 IBM also provides regular full-time employees with a maximum of 12 paid holidays and a 
minimum of 120 hours of paid vacation. Long-term disability benefits are available to eligible 
employees. 

3 The early state adopters of paid leave built paid family caregiving leave as a complement 
to existing decades-old temporary disability insurance (TDI) programs that date back to the 
1940s. The states that followed built new combined paid family and medical leave programs. 

A federal program should include a transparent process for policing potential abuse 
of benefits. Unchecked leave abuse can leave employers strained for sufficient work-
ers, threatening the viability of their operations. Although employers may be best 
placed to police potential leave abuse, this approach may place an unsustainable ad-
ministrative burden on employers. If the federal government is responsible for polic-
ing potential leave abuse, employers should be given an administrative process to 
submit claims of potential leave abuse that are resolved in a timely and transparent 
manner. 

For questions, additional information, a Hill briefing, or general inquiries about 
workplace matters including paid leave benefits, feel free to contact me at 
Cbirbal@HRPolicy.org. 

Chatrane Birbal 
Vice President 
Public Policy and Government Relations 

IBM CORPORATION 
600 14th St., NW, Suite 300 

Washington, DC 20005 

International Business Machines Corporation (IBM) appreciates the opportunity to 
submit a statement for the record regarding the U.S. Senate Finance Committee’s 
hearing on paid leave.1 

1. IBM Recognizes That Paid Leave is Critical. 
For more than 100 years, IBM has been committed to a ‘‘people-first’’ workplace cul-
ture. We strive to create and foster a supportive, flexible work environment that 
supports IBMers and their families with critical benefits like paid time off to wel-
come a new child or manage their own or a loved one’s serious health condition. 

Our paid leave benefit programs are generous and expansive.2 Our regular full time 
and part time U.S. employees receive: 

— Up to 26 weeks of short-term disability benefits, i.e., own-medical leave (13 
weeks at full pay and another 13 weeks at a minimum of two-thirds of their 
pay); 

— Up to 12 weeks of parental bonding leave for new, eligible parents at full pay 
(whether newborn, adoption, or foster placement); 

— Paid care leave at full pay for family care, marriage, or bereavement—rang-
ing from three days to four weeks, depending on the use; and 

— A minimum of 56 hours of paid sick leave annually. 
2. Employer-Based Paid Leave Is Part of the Solution. 
As a large business with employees in all 50 states, IBM understands the impor-
tance of providing equitable and user-friendly benefits to our workers regardless of 
geography. IBM also believes that all workers in the United States deserve access 
to paid leave benefits, and small employers may find it particularly difficult to fund 
these benefits and manage work during employee leaves. 
While government can play an essential role in filling the gaps in paid leave benefit 
offerings, employers can—and many do already—provide access to robust, efficient, 
and effective leave benefits. 
3. Multiple, Individual Paid Leave Programs Present Complex Challenges 
Across States. 
In the absence of federal action, 13 states and DC have now enacted state paid fam-
ily and medical leave programs (bulleted below).3 This includes four more states 
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4 In Nov. 2021, the U.S. House passed legislation to establish a national paid leave program; 
see H.R. 5376, engrossed in the House (Title XIII, Subtitle A); https://www.congress.gov/bill/ 
117th-congress/house-bill/5376/text/eh. 

5 Several of the most recently created programs are not yet paying benefits: Colorado (Jan. 
2024); Delaware, Maryland, and Minnesota (all Jan. 2026); and Maine (May 2026). 

6 Many states allow private employer paid leave plans when their benefits meet or exceed the 
state program benefits. However, Rhode Island and Washington, DC, currently prohibit em-
ployer-provided plans. California allows for employer plans provided they are self-insured plans. 

since negotiations stalled on the larger House-passed budget reconciliation bill in 
2021.4 

— Thirteen states and DC have enacted state paid family and medical 
leave programs: California (2002), New Jersey (2008), Rhode Island (2013), 
New York (2016), Washington (2017), District of Columbia (2017), Massachu-
setts (2018), Connecticut (2019), Oregon (2019), Colorado (2020), Delaware 
(2022), Maryland (2022), Minnesota (May 2023), and Maine (July 2023).5 

4. Congress Has an Opportunity to Build a Bridge to National Paid Leave. 
We believe that paid leave is a bipartisan issue, but a national approach to paid 
leave has eluded Congress for more than a decade now despite its growing popu-
larity and recognition of its importance. 

The lack of uniformity and connective tissue across existing state paid leave pro-
grams has hindered the goal of advancing a national solution for paid leave. 

While the 13 states and DC with paid leave programs share a common purpose— 
to provide workers with access to paid leave benefits—the structural variations in 
how they were built and designed result in fundamental differences in standards, 
definitions, requirements, and processes. These programs were not designed to func-
tion in tandem with the program of another state, let alone with unique programs 
implemented in ten or more states, undermining the important goal of portability 
of benefits. 

Impact on employers: Many states with paid leave programs allow for employer- 
based, private paid leave plans when plan benefits meet or exceed the state program 
benefits.6 However, there is no way for companies to thread the needle across exist-
ing paid leave states and offer a uniform, equitable set of benefits to all workers 
regardless of work location in the face of a growing number of programs with varied 
and sometimes inconsistent requirements. 

Employers also have significant administrative burdens in complying with state 
paid leave programs and determining where workers are covered if they work in 
multiple states for the purpose of collecting contributions and paying benefits, cost-
ing money that could be better spent funding employee benefits or other productive 
investments. 

Impact on workers: This patchwork has led to inequity, unpredictability, and confu-
sion for employees as they must navigate multiple sources of paid leave depending 
on their work location(s) and employer, particularly with the increase in hybrid 
work and employees who work in multiple states. 

Impact on states: There is no system currently in place for state paid leave programs 
to exchange paid leave data, information, and best practices to improve the effec-
tiveness of their programs, boost education and outreach, and enhance program in-
tegrity. 

5. Call for Congressional Action. 
Congressional legislation is needed to help drive improvements in coordination and 
harmonization of these benefits across the growing number of states with their own 
paid leave programs. 

This can be done in a way that works for states, employers, and employees. Doing 
so would simplify the process for workers accessing these benefits, help employers 
offer a standardized paid leave benefit to their employees, and support greater fair-
ness and portability for an increasingly mobile workforce. 

We are committed to working closely with Congress to make progress on this effort. 

Thank you for the opportunity to submit a statement for the record. 
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1 Miller, Claire Cain. ‘‘The World ‘Has Found a Way to Do This’: The U.S. Lags on Paid 
Leave.’’ The New York Times, 25 Oct. 2021, www.nytimes.com/2021/10/25/upshot/paid-leave- 
democrats.html; Deahl, Jessica. ‘‘Countries around the World Beat the U.S. on Paid Parental 
Leave.’’ NPR, 6 Oct. 2016, https://www.npr.org/2016/10/06/495839588/countries-around-the- 
world-beat-the-u-s-on-paid-parental-leave. 

2 ‘‘Paid Leave Works: Evidence from State Programs.’’ National Partnership for Women and 
Families, https://nationalpartnership.org/wp-content/uploads/2023/02/paid-leave-works-evi-
dence-from-state-programs.pdf. Accessed 19 Oct. 2023. 

LETTER SUBMITTED BY JACKIE MARTINEZ 

Exploring Paid Leave: Policy, Practice, and Impact on the Workforce 
Hearing Date: October 25th, 2023 
To Whom it May Concern, 
I want to say that I know I am privileged to have gotten a 12 week, fully paid ma-
ternity leave without having to use any of my personal time off. That should be the 
bare minimum, and it isn’t. I know people who, depending on how long they’ve 
worked or how small their company is, don’t even qualify for FMLA, the only na-
tionwide law providing family leave—a law that only mandates that employers hold 
your job for 12 weeks, not that they pay you while you’re out. Parental leave in the 
United States needs a total overhaul. We have some of the worst—that is to say, 
none—parental leave laws in the developed world. Having paid maternity leave had 
a direct impact on my physical health, mental well-being, and stability of my entire 
family. I had reduced financial stress that allowed me time to focus on bonding with 
my premature twin boys. This privilege is not extended to our most vulnerable un-
derprivileged families, who are likely to face higher stressors due to education lev-
els, socioeconomic status, and racial discrimination. The research is endless on the 
positive impact that paid maternity leave has on not only the mother and baby but 
on the entire family and furthermore on our society’s health. 
Sincerely, 
Jackie Martinez 

MOMSRISING 

October 24, 2023 

The Honorable Ron Wyden 
Chairman 
U.S. Senate 
Committee on Finance 
Dear Chair Wyden, 
MomsRising submits the following statement for the record as part of the Senate 
Committee on Finance hearing on ‘‘Exploring Paid Leave: Policy, Practice, and Im-
pact on the Workforce’’ on October 25, 2023. 
MomsRising is a grassroots organization with over one million members, including 
members in every state in our nation. Established in 2006, MomsRising and its 
members advocate for public policies that are critical for women and families, in-
cluding maternal health, paid family medical leave, affordable childcare, universal 
pre-k, and more. 
Paid family and medical leave is good for businesses, for our economy, for taxpayers, 
for public health, and for our families. Yet, our nation’s current laws are failing par-
ents and caregivers across the country, who are too often forced to neglect the needs 
of critically ill loved ones or must return to work shortly after welcoming a newborn 
or child. We are the only industrialized nation, and one of only six countries in the 
world, without a national paid family and medical leave policy. In fact, while a 
small percentage of people have access to paid family and medical leave through 
their work or through state law, our nation guarantees zero weeks of paid family 
or medical leave. At the same time, of the 186 countries that offer paid leave for 
new mothers, only one offers fewer than four weeks.1 
A national paid family and medical leave policy would help businesses by carrying 
some of the cost when an employee must go on leave, while reducing recruitment 
and retraining costs, and raising employee productivity.2 Taxpayers benefit too: one 
study showed that paid family and medical leave reduced the need for food stamps 
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3 ‘‘Paid Family Care Leave: A Missing Piece in the U.S. Social Insurance System.’’ Washington 
Center for Equitable Growth, 10 Jun. 2019, https://equitablegrowth.org/research-paper/paid- 
family-care-leave/?longform=true. Accessed 19 Oct. 2023. 

4 ‘‘Quick Facts on Paid Family and Medical Leave.’’ Center for American Progress, 5 Feb. 
2021, https://www.americanprogress.org/article/quick-facts-paid-family-medical-leave/. Ac-
cessed 19 Oct. 2023. 

5 Bryant, Miranda. ‘‘ ‘I Was Risking My Life’: Why One in Four US Women Return to Work 
Two Weeks After Childbirth.’’ The Guardian, 27 Jan. 2020. https://www.theguardian.com/us- 
news/2020/jan/27/maternity-paid-leave-women-work-childbirth-us. 

6 Bennett, Bryan. ‘‘Americans Overwhelmingly Support Paid Family And Medical Leave.’’ Nav-
igator, 23 Sept. 2022, https://navigatorresearch.org/americans-overwhelmingly-support-paid- 
family-and-medical-leave/. Accessed 19 Oct. 2023. 

by 40 percent.3 Studies also show that infant and maternal health are improved 
when people have access to paid family and medical leave. This policy is cost-saving, 
life-saving, and business-lifting. Policies like paid family and medical leave would 
go a long way towards ensuring justice and equity in our systems of care. 
Despite the proven benefits for workers, families, and the economy, just 20 percent 
of private sector workers in our nation, including only eight percent of the lowest 
wage earners, have access to some form of paid family or medical leave.4 As a result, 
one in four women are pushed back to work within just two weeks of giving birth 
or welcoming a new child.5 
Moms like Nancy are directly affected by the lack of federal paid family and medical 
leave policies. Nancy has two kids, a 3.5-year-old son and a 1-year-old daughter, in 
Pennsylvania. She went into labor with her son prematurely and had an emergency 
c-section. Nancy was working-part-time as a teacher and had zero paid leave. Her 
husband only had 2 weeks of paid leave. She had a difficult recovery from birth— 
she had limited mobility, couldn’t pick up her 6 pound son, and at 5 weeks 
postpartum, her incision opened up and she got an infection. She also struggled 
with breastfeeding and battled postpartum anxiety. During this time, her husband 
had to work full-time while also caring for their son, repacking Nancy’s wound each 
day, and driving them to doctor’s appointments. Their insurance wouldn’t cover a 
home nurse. ‘‘It was awful. If we’d had true paid parental leave, it would have taken 
that stress away. We could have focused on being new parents and working through 
my health situation. It would have made it so much easier.’’ 
Working families and business leaders across the country agree that passing strong 
paid family and medical leave policy would boost businesses, our economy, and the 
health and well-being of families across the country. In fact, polling shows that four 
in five Americans support paid family and medical leave.6 
We thank you for the committee’s attention to this crucial issue. MomsRising is 
happy to serve as a resource as the committee continues to consider paid family and 
medical leave policies. 
Sincerely, 
Kristin Rowe-Finkbeiner 
Executive Director/CEO & Co-Founder 
MomsRising Together & MomsRising Education Fund 
Namatie Mansaray 
Senior Director: Workplace Justice 
MomsRising Together & MomsRising Education Fund 
Ruth Martin 
Senior Vice President & Chief Workplace Justice Officer 
MomsRising Together & MomsRising Education Fund 

NATIONAL COUNCIL OF JEWISH WOMEN 
2055 L St., NW, Suite 650 

Washington, DC 20036 
T: 202–296–2588 

https://www.ncjw.org/ 

Dear Chairman Wyden, Ranking Member Crapo, and Members of the Senate Com-
mittee on Finance, since our founding in 1893, National Council of Jewish Women 
(NCJW) has worked toward a world where women, children, and families are fully 
valued and supported. Inspired by Jewish values, NCJW advocates strive to turn 
progressive ideals into action by safeguarding individual rights and freedoms. 
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1 http://www.americanprogress.org/wpcontent/uploads/2012/11/CostofTurnover.pdf. 
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Family%20Policy.pdf. 
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4 https://www.bls.gov/ncs/ebs/benefits/2022/home.htm. 
5 https://www.americanprogress.org/article/breadwinning-mothers-critical-familys-economic- 

security/. 
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Through education, advocacy, and community service, our network of 210,000 advo-
cates has worked to make this vision a reality at all levels of government and in 
communities across the United States. 

We appreciate today’s hearing, ‘‘Exploring Paid Leave: Policy, Practice, and Impact 
on the Workforce,’’ and the opportunity to submit a statement for the record in sup-
port of paid leave. A key area of focus for the organization is our pursuit of economic 
justice, work that is true to that of our ancestors. As the Torah commands the newly 
liberated Israelites in the Book of Exodus and beyond to set up a new society, it 
is notably designed around a myriad of systems to ensure economic justice. Later 
Rabbinic teachings, too, center the urgent, lived experiences of those who are less 
financially secure and create additional legal structures to protect them. NCJW be-
lieves that the moral test of a nation is how it treats people who face the steepest 
barriers to success due to structural inequities. We champion policies to end poverty 
in America and, until that is achieved, to improve the lives of those who experience 
it—disproportionately women and children, people who are transgender, Black, In-
digenous, and other people of color, and individuals with disabilities. Each of us has 
the right to thrive. No matter who we are, where we are from, our ability, or in-
come, we all have the right to live with dignity, in health, and with financial sta-
bility, and to provide for our families. Ensuring families have what they need is es-
sential to creating a vibrant economy and shared prosperity. 

As part of this work, NCJW endeavors to guarantee nationwide, comprehensive paid 
family and medical leave and paid sick days. Our efforts over the past 130 years 
have taught us that the success of our economy depends on the success of our fami-
lies. Each of us should be able to achieve economic stability while caring for our 
health and family. Paid leave is a critical part of making that goal a reality. Strong-
er paid leave programs will help us build a stronger economy. 

Paid leave reduces employee turnover,1 which allows employers to save on hiring 
costs. For example, under California’s family leave insurance program, workers in 
high-turnover industries are much more likely to return to their jobs 2 after using 
the program. Paid leave also allows parents and family caregivers to remain in the 
workforce, preventing income loss and contributing to economic productivity and 
growth. 
However, recent data show that most workers cannot access paid leave benefits. 
Over thirty million workers 3 across the United States lack access to paid sick leave. 
And, the Bureau of Labor Statistics 4 shows that 76% of private sector employees 
do not have access to paid family leave. 
Without access to paid leave, workers who face serious medical or caregiving needs 
are unable to afford the most basic necessities. Missing even one paycheck can affect 
a person’s ability to afford groceries, rent, and other daily necessities. These families 
face devastating consequences when the women who lead them are forced to choose 
between their jobs and caring for their families. 
This policy gap most harms women, especially women of color, single mothers, and 
women struggling to make ends meet. Women are more likely than men to be care-
givers to children and elderly parents, which makes them more vulnerable to the 
absence of paid family leave. The situation is even worse for women of color. Studies 
have shown that women of color play an outsized role in supporting their families. 
While over 80 percent of Black mothers are primary, sole, or co-breadwinners for 
their households,5 more than six in ten Black women either do not take paid leave 
or do so without pay. As a result, Black women lose about $3.9 billion each year 
due to lost wages while on leave (according to a 2022 Center for American Progress 
report).6 Additionally, the inaccessibility of paid leave for Black women is exacer-
bated by existing health disparities in the US; this includes high rates of chronic 
illness as well as unacceptably high maternal and infant mortality rates. With ac-
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cess to paid leave, Black women who are ill or caring for a sick person would have 
both the time and economic resources to seek treatment in a timely manner. 
A basic workplace paid sick and safe days standard, and assured paid time off for 
family needs, would ensure that all workers receive this necessary benefit no matter 
where they work, without having to sacrifice their financial stability. A national 
paid leave program would also allow parents and family caregivers to remain in the 
workforce, preventing income loss and contributing to economic productivity and 
growth. 
Congress has the opportunity to improve the paid leave landscape in this country 
through legislative avenues. First, through the Family and Medical Insurance Leave 
(FAMILY) Act, Congress can provide twelve weeks of job-protected paid time off for 
employees of any company to take care of their children, spouses, parents, and 
themselves. Second, through the Healthy Families Act, Congress can establish a na-
tional paid sick and safe days standard, allowing workers to earn up to seven paid 
sick days each year to be used to recover from illness; take care of family members; 
seek assistance after incidents of domestic violence, stalking, and sexual assault; 
and more. 
Our country is only able to live up to its ideals of justice and equity when our work-
ers and families are supported. Therefore, Congress has a responsibility to support 
and enact legislation that guarantees the right to earn paid sick and family leave 
to ensure that all families do not have to choose between providing and caring for 
their loved ones. NCJW urges lawmakers to pass legislation including the 
FAMILY Act and the Healthy Families Act that would expand access to 
paid family and sick leave and help keep families financially secure, work-
places and communities healthy, and the economy strong. 

NATIONAL ORGANIZATION FOR WOMEN 
1100 H Street, NW, #300 
Washington, DC 20005 

(202) 628–8669 

Statement of Christian F. Nunes, President 

Mr. Chairman Wyden, Ranking Member Crapo, and Committee Members: 
Thank you for convening this critically important hearing that we hope will take 
us many steps closer to having a national policy for paid family and medical leave 
that is affordable and universal. 
In 1967, attendees to a national conference held by the National Organization for 
Women adopted an historic Bill of Rights for Women. High on that list was Mater-
nity Leave Rights in Employment. Conference attendees affirmed, ‘‘That women be 
protected by law to ensure their rights to return to their jobs within a reasonable 
time after childbirth without loss of seniority or other accrued benefits and be paid 
maternity leave as a form of social security and/or employee benefits.’’ 
Our grassroots activists worked diligently on their members of Congress for years 
to get the Family and Medical Leave Act passed. After President George H.W. Bush 
twice vetoed the FMLA, we didn’t give up and were overjoyed to see President Bill 
Clinton sign the legislation into law in 1993. But our hopes for leave with pay were 
not realized. Thirty years of experience with the FMLA shows how important this 
guarantee would be for workers and their families. 

The National Organization for Women, our thousands of members and sup-
porters in every state, and the District of Columbia, strongly urges the Sen-
ate to pass legislation that would provide paid family and medical leave for 
every worker. A national approach that covers all workers will strengthen our 
workforce and provide better protection for working women who need extended ma-
ternity leave and must take time off for caregiving responsibilities as well tend to 
the health needs of family members. 
The United States is the only nation in the developed world, according to the U.S. 
Department of Labor, that does not have a national paid leave policy for all workers. 
Surely, in a country with an enviably strong economy and a large and diverse—but 
vulnerable—workforce, there should be wide recognition that a national program of 
paid leave is essential. The fact that the FMLA has been used more than 463 mil-
lion times, according to the National Partnership for Women and Families, since its 
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adoption demonstrates that the need to have access to leave without risking one’s 
employment is fundamental. It should be a standard feature of the workplace, ena-
bling all workers who must eventually take time off and to do so without fear of 
losing their jobs. 

Public support for paid family and medical leave is strong. A September 2022 na-
tional survey by Navigator and reported by the Common Dreams organization found 
that more than eight in ten voters, including 79 percent of white voters, 88 percent 
of Black and 89 percent of Latino voters want to see a national paid family and 
medical leave policy adopted. A National Partnership for Women and Families poll 
(2020) found that 75 percent of respondents would support a paid family and med-
ical leave policy that would cover all workers. 

Because of the current restrictive provision applying the FMLA to companies with 
50 plus employees only about 56 percent of U.S. workers can access the federal 
FMLA leave, according to the Department of Labor. Portions of the remaining 44 
percent of workers may obtain leave through their company’s disability insurance 
plans or may be covered in the 16 states that offer (or will soon) state-based family 
and medical leave programs. These states include California, Colorado, Connecticut, 
Illinois, Maine, Maryland, Massachusetts, Minnesota, New Hampshire, New Jersey, 
New York, Oregon, Rhode Island, Vermont, Washington, plus the District of Colum-
bia. 

Legislation that expands the thirty-year old Family and Medical Leave Act to better 
address the needs of the nation’s workforce should be a priority for the 118th Con-
gress. The FAMILY Act, which is an expansion of the FMLA that addresses many 
of the problems identified in this testimony, would be a positive step. NOW urges 
the Senate to move this legislation to a floor vote soon. We look forward to working 
with senators to gain passage of this legislation that would greatly strengthen the 
U.S. workforce. 

MAJOR CONCERNS 

Women Workers Remain Vulnerable 
Large segments of the workforce are without any leave protections. At the top of 
the list are women who historically have provided uncompensated caregiving and 
have often worked in low-paid jobs, facing barriers to better compensated employ-
ment. The stubborn gender wage gap—hovering around 78—84 cents for many years 
testifies to that point, according to analyses by the Institute for Women’s Policy Re-
search. The long-standing segregation of work according to racial and ethnic identi-
ties, has channeled women workers of color to the most poorly compensated jobs in 
domestic, service, seasonal and laborer jobs. Workers in these groups also provide 
a substantial share of unpaid caregiving. Research by the National Partnership for 
Women and Families found that unpaid caregiving—the majority of which is pro-
vided by women—is likely worth hundreds of millions of dollars annually. These 
same workers also face precarious situations when illness strikes, and a job is lost. 
The lack of accessible and affordable childcare is a further complication, 

Women Head Half of All Households 
In addition, single parent-headed households—a growing segment of the popu-
lation—would value the availability of paid family and medical leave. The number 
of women-headed households (including those who are married but are the primary 
breadwinner) has grown steadily so that by 2019 they constituted half of all house-
holds, according to the Urban Institute. This is true for all racial and ethnic groups, 
with Black households headed by women at 60 percent, according to the Pew Re-
search Center. Also, single parent heads of household, including caregivers tending 
an ill or elderly person, are themselves vulnerable without a paid leave assurance. 
Abortion Access Barriers Impact Workers 
The loss of access to reproductive healthcare experienced by persons in states that 
have banned abortion adds uncertainty for millions of childbearing age. An un-
planned pregnancy or a pregnancy complication necessitating medical attention 
when workers are not covered by the Family and Medical Leave Act can be a seri-
ous hardship. Planning and traveling to another state means taking days off work 
along with a need for further time off for health reasons. Lack of paid leave would 
help. The 14 states with abortion bans are causing tens of thousands of pregnant 
women to travel to another state for abortion care, according to the Guttmacher In-
stitute. 
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Maternal Health Complications a Serious Problem 
A factor that heightens the need by Black women as well as indigenous women is 
their dramatically higher risk of complications to pregnancy, delivery and post-
partum health. The mortality rate of Black women in the U.S. is between two and 
three times higher than that for white women, according to the Centers for Disease 
Prevention and Control (CDC). Tragically, hundreds of women die from pregnancy 
related illnesses or complications each year. Considering a significant level of com-
plications of pregnancy and childbirth, paid family and medical leave would offer 
crucial support. Many women experience life-threatening complications during child-
birth, often causing lifelong health challenges. Since the usual causes of maternal 
mortality are conditions that occur or are exacerbated during pregnancy, the vast 
majority of these deaths are preventable, according to CDC research. Twelve weeks 
of paid medical leave could play an important role in reducing complications in preg-
nancy, childbirth and postpartum health—and even save lives. 
Violence Survivors Need Paid Leave Protections 
A further importance of paid family and medical leave is the need for persons— 
mostly women—who are survivors of Intimate Partner Violence (IVP) who may re-
quire time off for medical care, and court appearances. Counseling and other safety 
measures to be taken are an additional need. A significant portion of the popu-
lation—about 41% of women and 26% of men experienced contact sexual violence, 
physical violence and/or stalking by an intimate partner during their lifetime, ac-
cording to the Centers for Disease Control and Prevention, and miss at least one 
day of work. Counselors who work with domestic and sexual violence survivors also 
report that further time off from work involves medical attention and possible court 
appearances. 
Workers at the Poverty Line 
Another segment of the workforce that would benefit from paid leave are workers 
who live close to the federal poverty line. Census data from 2022 found that 12.4 
percent of Americans were subsisting at that low-income level. That figure was up 
from 7.8 percent in 2021. The poverty rate for children in 2022 more than doubled 
from the year before, according to Census data. This was due to the discontinuation 
of the expanded Child Tax Credit which was in place for a year during the COVID– 
19 pandemic. The expiration of other pandemic relief measures has led to an in-
crease in poverty rates. Such figures represent roughly 40 million Americans living 
without the minimum level of resources to meet their needs. Many may be part-time 
or seasonal workers who would likely not qualify for paid FMLA that required high-
er minimum hours worked each year, but nonetheless should become part of an 
FMLA-covered workforce. 
No doubt the lack of a guaranteed paid family and medical leave program has exac-
erbated economic and health challenges for the millions of Americans living near 
the federal poverty line, despite the fact that many are employed. Inclusion under 
a FMLA would contribute to a more stable economic situation for families who are 
impacted by poverty. No doubt many of these workers and their families are persons 
of color who have experienced this country’s history of structural and discriminatory 
barriers that have contributed to serious economic, health and wealth disparities. 
A family and medical leave policy that meets the needs of these workers must be 
adopted. We believe that full coverage under a paid family and medical leave pro-
gram will advance racial equity in the workforce and help build economic security 
for these workers and their families. 
Lack of Paid Leave Deepens Wealth Divide 
A failure to provide coverage for low-income workers under a national family and 
medical leave policy will continue to contribute to the deepening wealth divide that 
afflicts this country. In the first quarter of 2023, the top ten percent of households 
held about 67 percent of total household wealth. By contrast, the bottom 90 percent 
of households by wealth held around 31 percent, according to the Federal Reserve. 
Inflation-adjusted figures for various demographic groups also show that Black fam-
ilies owned about 24 cents for every $1 of white family wealth, on average and His-
panic families owned about the same. 
THE FAMILY ACT WOULD ADDRESS CONCERNS 
The updated and expanded FAMILY Act, introduced by Sen. Kirsten Gillibrand (S. 
1714) and Rep. Rosa DeLauro (H.R. 481) would address many of the concerns raised 
in this testimony. According to a summary from the National Partnership for 
Women and Families, this legislation would authorize paid leave, bringing the 
United States up to a level with other developed nations. In addition, paid leave 
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would strengthen a workforce that will need leave at some point in their lives but 
would hesitate taking leave because there would be no paycheck during that period. 
History shows that many workers over the past thirty years of FMLA have forgone 
leave out of that concern. 

The FAMILY Act would allow for up to 12 weeks of paid family and medical leave 
for a majority of workers to care for a new child, a family member or loved one with 
a serious health condition, or to allow a worker to address their own serious health 
condition. Leave would also be available for military families facing circumstances 
arising from a service member’s deployment and for survivors of domestic violence, 
stalking, and sexual assault to seek services related to the violence. According to 
a summary provided by the National Partnership for Women and Families, family 
members for whom a worker would be able to provide care include immediate family 
members and extended blood-related and chosen family. Workers would receive ben-
efit payments on a sliding scale, so that lower-wage workers would receive up to 
85 percent of their usual wages with workers at the country’s median wage receiv-
ing about 70 percent of their usual pay. Workers’ jobs would be protected, regardless 
of the size of the employer they work for or their tenure or hours at their job, allow-
ing them to return to work without facing job loss or retaliation related to their 
leave. 
The National Organization for Women advocates for Senate passage of the FAMILY 
Act that will go a long way to address the many concerns that women and all work-
ers have about safeguarding their livelihoods while caring for their families. 

NATIONAL PARTNERSHIP FOR WOMEN AND FAMILIES 
1725 Eye Street, NW, Suite 950 

Washington, DC 20006 

Statement of Michelle Feit 

Organizational Endorsements of the FAMILY Act 

On behalf of the undersigned organizations and the tens of millions of working fami-
lies we represent, we write in strong support of the Family And Medical In-
surance Leave (FAMILY) Act. The FAMILY Act would create a national paid 
family and medical leave insurance program to help ensure that people who work 
can take the time they need to address serious health and caregiving needs. It 
would help support working families’ economic security, promote racial and gender 
equity, create a more level playing field for businesses of all sizes and strengthen 
our economy. The FAMILY Act is the national paid family and medical leave plan 
voters want and our country needs. 
The benefits of paid family and medical leave are well documented, yet the 
vast majority of working people in the United States do not have access to 
this basic protection. More than 100 million people—or 73 percent of workers— 
do not have paid family leave through their jobs, and nearly 60 percent lack access 
to paid personal medical leave through their employer.1 Access rates for workers in 
lower-wage jobs are even lower, and advances over the past decade have been con-
centrated among higher-paid employees, creating even greater disparities between 
lower- and higher-paid workers.2 Even unpaid leave through the Family and Med-
ical Leave Act (FMLA) is inaccessible to 44 percent of working people because of 
eligibility restrictions, and many who are eligible cannot afford to take unpaid 
leave.3 This means that when serious personal or family health needs inevitably 
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arise, people face impossible choices between their families’ well-being, their finan-
cial security and their jobs. 
Women of color are especially harmed by the lack of paid leave. Racial dis-
parities are stark in meaningful access to leave: about 54 percent of Asian and Pa-
cific Islander workers, 64 percent of Native American workers, 66 percent of Black 
workers and 69 percent of Latinx workers are either not eligible for or cannot afford 
to take unpaid FMLA leave.4 And even while women of color are so often key bread-
winners for their families,5 they continue to face punishing wage gaps: for every dol-
lar paid to white men, Asian American, Native Hawaiian and Pacific Islander 
women are paid as little as 52 cents, as Burmese women are, and overall just 80 
cents for every dollar paid to white, non-Hispanic men, Black women 64 cents, 
Latina women 54 cents and Native American women just 51 cents.6 The combina-
tion of inequities, including the racial wealth gap, and discrimination also means 
that families of color may be less able to withstand the financial hardship associated 
with a serious family or medical event and struggle more to recover their stability 
afterward.7 
Paid leave is also an essential support for disabled workers. Disabled work-
ers are also more likely to work in low-wage jobs without access to paid leave. Dis-
abled workers are disproportionately harmed by a lack of paid leave policies that 
allow them to take care of not only themselves but also their loved ones. The 10 
occupations employing the most disabled women pay, on average, $41,200 per 
year—$15,800 less than the average annual wage across the 10 most-common occu-
pations for non-disabled men.8 In 2020, disabled people overall earned about 74 
cents for every dollar a non-disabled person is paid.9 Disabled people are also less 
likely to be able to come up with emergency funds for unexpected needs.10 Nation-
ally, subminimum wage for disabled workers is also still permitted. Employment 
discrimination and payment inequities contributed to the critical need for a paid 
leave infrastructure for disabled women and their families. 
The coronavirus pandemic has highlighted the consequences faced by 
working people when they lack access to paid leave. Even with widespread 
access to the COVID–19 vaccine, long-term health and caregiving consequences of 
the pandemic continue to impact public health and our economy. An estimated 10 
to 33 million adults in the United States are affected by long COVID symptoms, in-
cluding two to four million who are out of work due to long COVID.11 In part due 
to long COVID, people with disabilities are a growing share of the population and 
the labor force.12 
The FAMILY Act would create a strong, inclusive national paid family and 
medical leave insurance program and set a nationwide paid leave baseline. 
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Workers would earn partial pay, for a limited period of time (up to 60 workdays, 
or 12 workweeks in a year) to address their own serious health issue, including 
pregnancy or childbirth; to deal with the serious health issue of a family member, 
including chosen family; to care for a new child; to address the effects of domestic 
violence, sexual assault or stalking; and for certain military caregiving and leave 
purposes. The lowest-paid workers would earn up to 85 percent of their normal 
wages, with the typical full-time worker earning around two-thirds of their wages. 
Workers who have been at their job for more than 90 days will have the right to 
be reinstated following their leave, and all workers will be protected from retalia-
tion. Employees, employers, and self-employed workers would fund both the benefits 
and the administrative costs of the program by contributing a small amount in each 
pay period to a self-sustaining fund, administered through a new Office of Paid 
Family and Medical Leave. Eligibility rules would allow younger, part-time, low- 
wage and contingent workers to contribute and benefit, regardless of their employ-
er’s size or their length of time on the job. States with existing paid leave programs 
would be empowered to continue running them. 
The FAMILY Act builds on data and lessons from successful state pro-
grams. California has had a paid family and medical leave insurance program in 
place since 2004, New Jersey since 2009, Rhode Island since 2014, New York since 
2018, Washington and the District of Columbia since 2020, Massachusetts since 
2021, Connecticut since 2022, and Oregon since September 2023. And momentum 
continues to grow: Colorado passed a paid leave law in 2020, Maryland and Dela-
ware in 2022, and Minnesota and Maine in 2023. Evidence from the existing state 
programs shows their value and affordability; all are financially sound and self- 
sustaining, and each state that has paid leave in place has or is exploring ways to 
make it even more accessible to people who need family leave.13 Analyses of Califor-
nia’s law show that both employers and employees benefit from the program.14 In 
New Jersey, the program’s costs have been lower than expected,15 and in New Jer-
sey and New York, small business support for paid leave programs increased after 
the pandemic began.16 Research on Rhode Island’s program found positive effects 
for new parents, and a majority of small- and medium-sized employers were in favor 
of the program one year after it took effect.17 Paid leave programs also helped states 
quickly address health and caregiving needs in the early stages of the pandemic.18 
The FAMILY Act would address the range of care needs people face, includ-
ing the growing need to provide elder care. Changing demographics mean 
more adults will need elder care and the number of potential family caregivers is 
shrinking: For every person age 80 and older, the number of potential family care-
givers will fall from about seven in 2010 to four by 2030, and then to less than three 
by 2050.19 It is also important to note that about three-quarters of people who take 
family or medical leave each year do so for reasons other than maternity or pater-
nity care, taking leave to care for family members with serious illnesses, injuries 
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or disabilities or for their own serious health issue.20 The majority of parents, adult 
children and spouses who provide care for ill family members or family members 
with disabilities also have paying jobs, and on average work more than 30 hours 
per week while also managing their caregiving responsibilities.21 The majority of 
military caregivers—and more than three-quarters of caregivers for post-9/11 
wounded warriors—are also in the labor force.22 
The FAMILY Act would support improved health outcomes and could lower 
health care costs. New mothers who take paid leave have improved overall health, 
reduced likelihood of re-hospitalization and of postpartum depression, and lower 
likelihood of reporting intimate partner violence.23 Their children are more likely to 
be breastfed, receive medical check-ups and get critical immunizations.24 When chil-
dren are seriously ill, the presence of a parent shortens a child’s hospital stay by 
31 percent;25 active parental involvement in a child’s hospital care may head off fu-
ture health problems, especially for children with chronic health conditions,26 and 
thus reduce costs. Paid leave also lets people support older family members with 
serious health conditions, helping them fulfill treatment plans, manage their care, 
and avoid complications and hospital readmissions.27 Research has found that Cali-
fornia’s paid leave program reduced nursing home utilization.28 And, for the mil-
lions of families in communities that are struggling with opioid and other substance 
use disorders, paid leave supports family caregivers, who play a key role in care and 
recovery by helping loved ones with health care arrangements and treatment.29 
The FAMILY Act would also strengthen large and small businesses and sup-
port entrepreneurs. Paid leave reduces turnover costs—typically more than one- 
fifth of an employee’s salary 30—and increases employee loyalty. In California, nine 
out of 10 businesses surveyed reported positive effects or no impacts on profitability 
and productivity after the state’s paid leave program went into effect.31 Small busi-
nesses reported even more positive or neutral outcomes than larger businesses.32 
Small business owners from across the nation expect that the FAMILY Act model 
would help level the playing field with large corporations; improve worker retention, 
productivity and morale; and help protect their economic security if an accident or 
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medical emergency occurs.33 About two-thirds of small business owners support a 
national paid family and medical leave policy.34 By including self-employed people, 
the FAMILY Act would also help entrepreneurs balance the risks of starting a new 
business with the need to ensure their families’ health and security. 
National paid family and medical leave has broad support from voters 
across party lines. Four out of five 2022 voters support a national paid family and 
medical leave policy, including 70 percent of Republicans, 76 percent of independ-
ents and 89 percent of Democrats.35 And qualitative research shows voters prefer 
a national plan that covers all family relationships and includes employment protec-
tions.36 
Working families need a nationwide paid family and medical leave stand-
ard that is comprehensive, inclusive, and sustainable. The FAMILY Act is the 
only national paid family and medical leave proposal that reflects what most people 
in the United States need. We urge you to co-sponsor this essential legislation 
today, to push for swift and thorough consideration that surfaces the best practices 
and lessons learned from state policies, and to reject inadequate proposals that 
would fail to meet the needs of the nation’s workforce, families or businesses—and 
that would do more harm than good. 
Sincerely, 
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November 6, 2023 

The Honorable Ron Wyden The Honorable Mike Crapo 
Chairman Ranking Member 
Committee on Finance Committee on Finance 
United States Senate United States Senate 
RE: Senate Finance Committee Hearing on Exploring Paid Leave: Policy, 
Practice, and Impact on the Workforce 
Dear Chair Wyden and Ranking Member Crapo: 
The National Women’s Law Center (NWLC) appreciates the opportunity to submit 
a written statement for the record to the Senate Committee on Finance regarding 
the hearing Exploring Paid Leave: Policy, Practice, and Impact on the Workforce 
held on October 25, 2023. 
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The National Women’s Law Center fights for gender justice—in the courts, in public 
policy, and in our society—working across the issues that are central to the lives 
of women and girls. We use the law in all its forms to change culture and drive 
solutions to the gender inequity that shapes our society and to break down the bar-
riers that harm all of us—especially women of color, LGBTQ people, and women and 
families with low incomes. 
Care is an issue that impacts everyone—at some point, we will all need to provide 
care for a loved one or receive care ourselves. Yet the U.S. remains one of the only 
nations in the world with no national paid family and medical leave policy to sup-
port caregivers. As a result, people across the country—especially women—are 
struggling to care for themselves and their loved ones while paying the bills and 
supporting their families. While the American Rescue Plan Act and other federal 
pandemic relief measures provided critical support for struggling families and set 
the stage for a strong jobs recovery, they were temporary. Lawmakers did not make 
the permanent structural changes needed to address longstanding inequities or en-
sure widespread job quality. And in the face of the loss of federal supports, rising 
costs, depleted savings, and ongoing caregiving challenges, the modest wage gains 
spurred by a tight labor market have not been sufficient for many people working 
in low-paying jobs to achieve economic security. Working families are still waiting 
for Congress to take action to remedy the deep gaps in our economic and social in-
frastructure that have resulted from decades of failure to center the needs of 
women, people of color, and families. 
Working people are struggling without policies that support caregivers. 
Only around 25 percent of workers in the United States have access to paid family 
leave through their employers (i.e., paid time away from work to, for example, care 
for a family member with a serious health condition or a new baby),1 and just over 
40 percent have paid medical leave to address their own serious health conditions 
through an employer-provided short-term disability program.2 For people working in 
low-paid and part-time jobs—most of whom are women 3—access is even more lim-
ited; among workers in the lowest 25 percent of wage earners, for example, only 13 
percent have access to paid family leave.4 And while men are taking on increasing 
shares of family caregiving,5 women are still spending more time caring for children 
and other family members,6 and are therefore more likely to need paid time off to 
ensure loved ones receive the medical care and attention that they need. 
In 1993, Congress passed the Family and Medical Leave Act (FMLA), which pro-
vides eligible workers with unpaid, job-protected leave to care for themselves and 
their families. In the intervening 30 years, it is estimated that workers have used 
FMLA leave nearly 463 million times.7 Unfortunately, strict eligibility require-
ments—including employer size thresholds, hours worked requirements, and job 
tenure minimums—mean that millions of workers never qualify for FMLA leave. 
And because the FMLA only provides unpaid leave, many workers are still forced 
to choose between providing or receiving care and their own economic security. 
The way forward is clear: it is time for Congress to establish paid family and med-
ical leave for all working people. 
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Paid family and medical leave is a proven solution to help families manage 
work and care. 
In the absence of action by the federal government to establish a universal paid 
family and medical leave program, several states have passed their own laws. Elev-
en states and the District of Columbia currently have laws guaranteeing workers 
paid leave.8 The impact of these laws clearly demonstrates the effectiveness of paid 
leave policies and the benefits felt by workers, businesses, and our overall economy. 

• Paid leave promotes gender equity. Women working full time, year-round 
are typically paid only 84 cents for every dollar paid to men; that translates to 
nearly $400,000 lost over a 40-year career.9 That lifetime loss doesn’t account 
for the women who are pushed out of the labor force each year when their care-
giving responsibilities come into conflict with their jobs. Women are particularly 
likely to struggle as they are overrepresented in low paid and part-time jobs, 
which are less likely to offer employer sponsored benefits like paid leave.10 The 
harm to women’s economic security stemming from a lack of paid leave com-
pounds over time: retirement programs like social security and employer- 
sponsored pensions disadvantage people who take time out of the workforce, in-
cluding for caregiving responsibilities. In 2019, women on average received 
around $5,000 less in annual Social Security benefits than men, driven in part 
by the gender pay gap and in part by women spending fewer years in the work-
force.11 But providing national paid family and medical leave can help narrow 
these disparities by increasing women’s ability to stay attached to the work-
force,12 destigmatizing caregiving for men, and increasing father’s involvement 
in child care.13 

• Paid leave improves individual and public health. Guaranteeing paid time 
off work means workers are more likely to stay home to recover when they fall 
ill 14 and their loved ones are more likely to receive necessary medical check- 
ups 15 and critical immunizations. When new mothers have access to paid leave, 
they experience improvements in their own physical and mental health, includ-
ing a decrease in postpartum depression.16 A national paid leave policy would 
contribute to improved health outcomes 17 and could help lower health care 
costs. 

• Paid leave supports a stronger economy. Research shows that paid leave 
strengthens businesses of all sizes by reducing turnover costs, increasing em-
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ployee loyalty.18 A national paid family and medical leave policy also helps busi-
nesses by minimizing administrative and financial costs,19 which is particularly 
important for small business owners. And because paid leave helps improve 
women’s labor force participation,20 implementing strong care policies could 
help increase the country’s gross domestic product (GDP) by at least 5 per-
cent 21—or over a trillion dollars of economic growth. 

• Paid leave helps combat racial inequality. Workers of color are less likely 
to have access to paid family and medical leave than white workers.22 At the 
same time, Black women are more likely to be both primary breadwinners and 
caregivers in their families.23 And when faced with an unforeseen illness or 
caregiving need, the racial and gender wealth gaps 24 in this country mean that 
women of color and their families are less likely to have the economic resources 
to allow them to take time away from work. Providing all workers with paid 
time to care would help close these gaps, while also improving persistent racial 
health disparities.25 

There is also evidence from the national level that paid leave is effective. In 2020, 
Congress passed the Families First Coronavirus Response Act (FFCRA),26 which 
provided some employees with up to 10 weeks of paid, job-protected ‘‘public health 
emergency leave’’ for parents caring for children whose school, child care provider 
or usual source of care had closed. Research shows that the law helped flatten the 
curve 27 in the early days of the pandemic and was cost effective, with a lower price 
tag than the government initially predicted.28 But the FFCRA paid leave program 
expired in 2021, and no action has been taken since. 
We appreciate the Committee’s bipartisan recognition of the urgency in solving the 
crisis caused by a lack of paid leave. But the design of a paid family and medical 
leave program is critical to ensuring that the law has the desired impact of sup-
porting working families and making sure that workers aren’t left behind. 
Some opponents of comprehensive paid family and medical leave assert that as a 
result of the 2017 Tax Cuts and Jobs Act, employers are offering higher pay and 
better benefits to employees. Indeed, we heard similar arguments made at the hear-
ing, suggesting that employer flexibility is the key to implementing paid leave. In 
fact, data indicate that rather than increasing investments in their workers as a re-
sult of the 2017 law, businesses issued record stock buybacks benefiting executives, 
boards of directors, and shareholders.29 While some employers in a limited number 
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of sectors have been increasing paid family and medical leave policies, women, peo-
ple of color, and low-wage workers are least likely to work within those sectors.30 
Further, provisions of the 2017 tax law, such as the pass-through deduction, may 
have incentivized companies to provide fewer, rather than more, benefits and protec-
tions to workers.31 Thus, the evidence demonstrates that the 2017 tax law did not 
lessen the need for comprehensive, national paid family and medical leave. 
Years of progress in states have helped researchers identify components that make 
a strong paid family and medical leave program. When creating a national paid 
leave program, it is critical that that Congress crafts a policy that is inclusive, com-
prehensive, and builds on common sense solutions tested at the state level. 
A national paid family and medical leave policy must include: 

• Meaningful duration and progressive wage replacement rate. A paid 
family and medical leave program must provide at least 12 weeks of paid leave 
and replace all or most wages during leave to ensure that working people—es-
pecially those in low-paid jobs—can meaningfully access the benefit. 

• Broad coverage and job protection. Paid family and medical leave must be 
available to all working people, including part-time workers and independent 
contractors. It must also give workers access to benefits quickly and guarantee 
that all workers are protected from retaliation for taking leave, can continue 
health insurance coverage during leave, and have the right to return to their 
jobs following leave. 

• Expansive and inclusive uses. A strong paid leave policy must ensure that 
working people may take leave to care for themselves and their loved ones, in-
cluding spouses, domestic partners, parents, children of any age, siblings, 
grandparents, grandchildren, and other individuals who comprise someone’s 
‘‘chosen family.’’ 

• Stable funding source. A national paid family and medical leave plan must 
be funded with new revenue—not through cuts or reductions to existing benefits 
from programs on which people rely. Small contributions shared by employers 
and working people will create a system to equitably and sustainably fund a 
permanent national paid leave program. 

The Family and Medical Insurance Leave (FAMILY) Act, first introduced over a dec-
ade ago and strengthened this Congress, was the first comprehensive national paid 
family and medical leave plan designed to provide people, especially women and 
families, with the supports they need. The FAMILY Act builds on the progress made 
at the state level and represents the gold standard of federal paid leave proposals. 
Building an economy that works for all people requires us to address not only the 
long-term impacts of the pandemic on women of color and women more generally, 
but also the deep underlying flaws in our social infrastructure that have long 
harmed women of color and their families. Paid family and medical leave is a vital 
part of how we build a new and better economy that finally works for women—and 
for all of us. 
Sincerely, 
Laura Narefsky 
Senior Counsel, Workplace Justice 

NEW AMERICA, BETTER LIFE LAB 
740 15th Street, NW, Suite 900 

Washington, DC 20005 
Phone: 202–986–2700 

https://www.newamerica.org/ 

October 25, 2023 
Chairman Ron Wyden 
Ranking Member Mike Crapo 
U.S. Senate 
Committee on Finance 
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219 Dirksen Senate Office Building 
Washington, DC 20510–6200 
Re: October 25, 2023 full committee hearing: Exploring Paid Leave: Policy, Practice, 
and Impact on the Workforce 
Dear Chairman Wyden, Ranking Member Crapo, and Members of the Committee: 
Thank you for convening this hearing, which is the first ever held by the full Senate 
Finance Committee focused exclusively on paid family and medical leave. I am a 
gender equity and work-family policy expert, and it has been my pleasure to testify 
and submit letters to Congress numerous times over the past decade about the need 
to guarantee universal access to meaningful paid family and medical leave as a na-
tional policy priority. I write today as a senior fellow at New America, a 501(c)(3) 
think tank ‘‘dedicated to renewing, reimagining, and realizing the promise of Amer-
ica in an era of rapid technological and social change,’’ though the views expressed 
here are my own. 
The testimony and discussion at this hearing will undoubtedly build on the evi-
dentiary record created in both the House and Senate over many years of committee 
hearings and congressional fact-finding.1 That record includes data, analysis, and 
testimonials about: the value of paid leave for workers, families, smaller and larger 
businesses, and the economy; the multiple harms and costs of legislative inaction; 
and workable policy models and best practices for both delivering paid leave benefits 
and the importance of extending unpaid leave protections beyond the coverage of the 
1993 Family and Medical Leave Act (FMLA). 
We often invoke values of freedom and family in this country, but our country’s cur-
rent approach to people’s need to care for themselves and their loved ones does not 
honor or respect these values. A brief review of workers’ variable, disparate and 
often precarious access to paid leave reveals a nation of ‘‘haves’’ and ‘‘have-nots’’ 
when it comes to the ability to take paid time away from work to care for ourselves 
and our loved ones. 
Employers as Gatekeepers Between Workers and their Families in Times of 
Need. Employers are gatekeepers to most workers’ ability to care and provide for 
loved ones. For the vast majority of workers, the gate is closed. 
Just 27 percent of private sector workers 2 have paid family leave through their jobs, 
according to the Bureau of Labor Statistics (BLS) as of March 2023. Access for 
workers in the top decile of earners is 10 times greater 3 than for the lowest decile 
of earners (51 percent, still only a bare majority, vs. 5 percent)—and the gap has 
been growing over the past decade rather than shrinking. In addition, only about 
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four in 10 workers 4 have paid medical leave through an employer-provided short- 
term disability insurance plan for their own serious personal health issue. 
The percentage of workers with access to employer-provided paid family leave has 
grown over the past decade, from 12 percent to 27 percent, but not evenly across 
industry, occupation, region, or wage level—and not nearly enough given the tens 
of millions of workers without paid family leave. Short-term disability insurance ac-
cess rates have been relatively static. It would take well beyond the year 2100 to 
create universal access to paid family and medical leave if the private sector were 
left to its own devices. 
In December 2017, Congress enacted the 45S paid family and medical leave tax 
credit 5 and subsequently extended the availability of the credit through the end of 
2025, but this nudge to incentivize employers to provide paid leave does not seem 
to have made an appreciable difference. BLS data shows that access to paid leave 
is higher and has grown more for higher-wage workers (for whom employers cannot 
seek the credit), and has grown more modestly for some lower-wage workers and 
hardly at all for the lowest wage workers for whom employers can seek the credit. 
Temporary disability insurance access has increased for some workers, but the gains 
have been modest and most middle- and lower-wage workers do not have coverage. 

IRS data show that the 45S credit isn’t widely used. In the 2020 tax year, only 1230 
firms nationwide filed claims for 45S credits,6 according to a review of the most IRS 
recent data—a tiny proportion of all firms in the country. In addition, an over-
whelming share of federal dollars spent on the credit are flowing to higher-revenue 
firms: of the $101 million given to firms in tax credits between July 2020 and June 
2021, $89 million went to pay 180 claims from firms with over $1 billion in revenue, 
whereas the remaining $12 million went to the other 1000+ lower-revenue, perhaps 
smaller, firms. Finally, there’s no indication whether these firms are using the cred-
it to expand access to new benefits or simply to offset existing costs of paid leave 
they had already been providing; there is also no information about the number of 
employees who have been able to take leave or the quality of the leave they are pro-
vided by duration, purpose or wage replacement rate (the 45S credit is available for 
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employer plans that offer as little as two weeks of leave at 50 percent pay, for one 
FMLA purpose). 

States as Laboratories for Experimentation and Coverage. State-created com-
prehensive paid family and medical leave programs are the one mechanism that has 
dramatically increased access for workers, no matter their employer, their job, or 
their wage level. 

As of October 2023, 13 states plus the District of Columbia 7 have adopted paid 
leave programs that extend eligibility in a state to all or most private sector workers 
based on well-defined criteria; nine of these are currently operational (California, 
Connecticut, D.C., Massachusetts, New Jersey, New York, Oregon, Rhode Island 
and Washington), a tenth will begin paying benefits to eligible applicants in Janu-
ary 2024 (Connecticut), and four more will begin to operate fully in 2026 (Delaware, 
Maine, Maryland, and Minnesota). 

Paid leave is not a new or experimental idea in the United States. The oldest paid 
family leave program in the country (California) has been providing security to 
workers for nearly 20 years (since mid-2004); the second oldest, New Jersey, has 
been in operation for nearly 15 years (since mid-2009); the third, Rhode Island, has 
been in place for nearly 10 years (since mid-2014). New York’s program began pro-
viding benefits in 2018. These four states had pre-existing temporary disability in-
surance programs to build on. Newer state programs—Washington state and Wash-
ington, D.C. (beginning in 2020), Massachusetts (beginning in 2021), Connecticut 
(beginning in 2022), and Oregon beginning not even two months ago in September 
2023)—all built new programs from scratch and have shown their ability to deliver 
benefits to workers as well as shed light on the best ways to structure and resource 
a new program. 

Working people use paid leave programs judiciously to care for themselves and their 
loved ones. State program data show that only a small share of workers 8 use these 
programs in a year (no more than 6.3 percent in one state (RI) in 2021 and typically 
a far smaller 3 percent share in others in the most recent year for which data is 
available) and, if anything, they have been underutilized.9 Underutilization has 
been due, in part, to low wage replacement rates that were part of original program 
structures and have since been improved in most places; lack of job protections, 
which have now been improved but are still imperfect in some places; and low levels 
of awareness, which states are now intentionally seeking to address earlier on. The 
older programs in California, New Jersey, Rhode Island and New York have been 
improved multiple times to be responsive to workers’ and families’ needs. These 
findings provide useful lessons for crafting new state programs and—one day, 
soon—a federal program. 

Elements of Comprehensive State Paid Leave Program Coverage and Bene-
fits. State paid leave programs cover workers with recent earnings or work history, 
regardless of their job or their employer, in most cases. They provide anywhere be-
tween 60% and 100% of a worker’s typical wages 10 up to a weekly cap, for a period 
of time (12 weeks is most common)11 to care for a new child, a seriously ill injured 
or disabled loved one, or a workers’ own serious health issue. Some state programs 
also cover leave for military families when a loved one’s deployment triggers 
caregiving needs for family members and/or for circumstances related to domestic 
violence. Most workers claim benefits by applying to a state agency, which reviews 
and approves or denies claims, operates an adjudication system, and ensures pro-
gram integrity. 

These programs are sustainably funded 12 through small payroll deductions from 
workers, employers, or both (often with contribution exemptions for the smallest em-
ployers). Small businesses in these states benefit from, and are not harmed by these 
programs. In fact, in states with the longest-standing paid leave programs, Cali-
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fornia,13 New Jersey,14 Rhode Island,15 and New York,16 small employers are sup-
portive of paid leave programs and overwhelmingly report positive or neutral effects 
on productivity, morale, loyalty, and the ease of dealing with employees’ leaves. 
Voluntary Programs. There are other state models aimed at creating pathways for 
employers to offer paid leave to their workers, but these have not expanded paid 
leave access in appreciable ways. For example, New Hampshire created a pooled 
fund run and operated by a private insurer 17 that employers can choose to pay into; 
individuals whose employers do not provide coverage can choose to individually in-
sure themselves beginning in 2024. In the first year of the New Hampshire pro-
gram, only a tiny fraction of employers bought into the state plan, which means that 
the share of workers with access to paid leave is unlikely to have increased appre-
ciably, if at all. Vermont is experimenting with this same approach; private employ-
ers are able to buy in now, with coverage that begins in January 2024. Watching 
these two states in 2024 will provide important information about the effectiveness 
and reach of this approach. 
Virginia and a few other states have created a process to license private insurers 
to expand their lines of coverage from short-term disability insurance to family 
leave insurance. This option has been open to insurers in Virginia for more than 
one year, but—as of October 2023, only one insurer has secured the ability to offer 
a paid family leave product to sell to employers in the commonwealth of Virginia, 
and only two insurers, including the one that was approved, have tried. It is too 
early to find data whether insurers will choose to offer this product in the other 
states, which passed legislation in 2023. And there is currently no way to tell 
whether employers are buying the lone insurer’s product that is offered in Virginia 
or to predict whether they will buy private insurance in other states. If short-term 
disability insurance purchase is any guide, the answer is that employee coverage 
will be disparate by job, industry and wage level, and far from universal. 
The Current Patchwork Perpetuates Compounding Inequality. The status 
quo—with employers as gatekeepers and states divided into have- and have-not ge-
ographies—translates into vast inequalities in workers’ access to paid leave and 
both families’ and small business’ access to support. For larger companies, different 
rules mean employees in one state may have different benefits than workers in an-
other even within the same firm. Inequality in access to paid leave perpetuates in-
equities in economic security, wealth, health, and employment in ways that particu-
larly disadvantage women, people of color, and people with low incomes. 
Geographic and employer variation also disproportionately harm rural communities. 
According to original research 18 I had the privilege to collaborate on with research-
ers at the University of North Carolina in 2022, people in rural communities must 
travel three to five times further 19 than people in metro areas to seek six major 
kinds of hospital-based services (OB, NICU, pediatric care, cancer screening, cancer 
treatment, and cardiac care) and nursing home care. At the same time, workers in 
rural areas—especially women—are less likely to have access to paid time away 
from work 20 for health or caregiving reasons than those in metro areas. Our re-
search concluded that paid leave is a rural health, labor force, and economic devel-
opment imperative. 
It Is Well Past Time To Establish a National Paid Leave Program. Today, 
more than 30 years after the FMLA went into effect, millions of people in this coun-
try (an estimated 44 percent of the workforce) still do not have any federal family 
or medical leave protections because of the FMLA’s exclusion of businesses with 
fewer than 50 employees within a 75-mile radius and restrictive eligibility rules for 
workers, which require a year of tenure and at least 1,250 hours of work for one’s 
employer within the past year. And, as explained above, millions more do not have 
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paid leave to use through their jobs when a child arrives or a family member needs 
care, or a serious health issue of their own requires time away from work. 
The federal government has taken steps toward universal paid leave. In 2014–2016, 
DOL funds helped spur state paid leave innovation and study, to expand access to 
more workers. The 2017 federal paid leave 45S tax credit, while ineffective, revealed 
an interest in a national approach. In 2019, the federal government created new 
rights for parents in the federal workforce in the bipartisan NDAA. In 2020, the bi-
partisan Families First Coronavirus Response Act included a first-ever, limited paid 
sick and child care leave benefit. In 2021, the House passed the first-ever com-
prehensive paid family and medical leave program in the Build Back Better Act. All 
of these steps, plus lessons about paid leave benefits and administration at the state 
level, shows us what a national paid leave program should include and offers models 
for how such a program could be structured. 
As detailed in this short article,21 a well-designed, well-implemented, and well- 
funded comprehensive national paid leave program that follows best-practices from 
state programs and looks like other models Congress has considered before 22 (e.g., 
the Build Back Better Act as approved by the House Ways & Means Committee) 
and currently before it (The Family and Medical Insurance Leave Act)23 would im-
prove the economic security and health of individuals; contribute to a stronger and 
more inclusive labor force; support thriving large and small businesses and promote 
entrepreneurship; and help grow the economy. It would also advance gender, racial 
and economic equity, reduce health disparities and promote the efficient use of 
health resources and other public expenditures. 
A national program should: 

• Make at least 12 weeks of paid leave available to all workers so that they 
can address their serious personal and family medical and caregiving needs. 
This treats all of the caregiving needs people have as equally important and 
valuable; it minimizes the risk of unintended consequences with respect to gen-
der or age discrimination; and it is particularly beneficial for women and people 
of color, who are least likely to have meaningful paid leave provided by employ-
ers but are more likely to take on family caregiving responsibilities. This federal 
standard would set a meaningful and familiar baseline that serves the needs 
of the vast majority of workers who need leave. It is also consistent with most 
state programs—though some state programs provide even more time. 

• Have eligibility rules that are inclusive of all working people, whether 
full-time or part-time; in the private-, non-profit, or public-sector; traditional 
employees, self-employed and independent workers; younger workers; people 
with intermittent work histories; and people with limited earnings but recent 
attachment to the labor force. 

• Replace a high share of wages, or all wages, for lower-wage workers 
while providing middle-wage workers at least two-thirds of their wages, using 
a sliding scale for wage replacement. This reflects important lessons from state 
paid leave programs and international experience, and incorporates rec-
ommendations of leading researchers. 

• Include family caregiving rules that reflects the diversity of caregiving 
relationships people have. This reflects state best practices: virtually all 
states with paid leave programs now provide paid leave for workers to care for 
loved ones beyond immediate family and several include family members re-
lated by affinity as well as blood. 

• Ensure that all paid leave is job protected so that workers feel secure 
using the paid leave that is available without risking job loss; this is especially 
important in any system that is funded fully or partially through worker con-
tributions. Anti-retaliation protections for all workers are also very important. 

• Harmonize federal and state programs’ administration so that workers in 
states where paid leave is available and either equal to or more generous than 
a federal program can maintain the value of their state policies and state ben-
efit administration. Federal legislation should provide states the time and fi-
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nancial resources they need to adapt their existing programs to a new federal 
landscape. It should also create rules for employers who operate across multiple 
states that honor state-level benefits, especially where those benefits exceed fed-
eral benefits, while also acknowledging these employers’ unique need to har-
monize benefits across states. 

• Offer assistance for small businesses so that small employers—like their 
workers—are grateful beneficiaries of this new benefit. Research from states 
shows the value of paid leave programs for small businesses in terms of attract-
ing and retaining workers, helping to navigate employees’ absences, and pro-
moting productivity, among other positive outcomes. 

• Include resources for agency implementation, research, outreach and 
enforcement so that the promise of the program can be realized. State paid 
leave experience underscores the importance of continued investments in ensur-
ing people understand and can use the benefits available and in analyzing the 
way benefits are delivered to ensure equitable utilization. 

Paid leave rewards work and helps build a strong economy at the same time as it 
supports families. It strengthens people’s attachment to the workforce and promotes 
employee retention while honoring people’s responsibilities to their loved ones. It 
also reflects values that unite us, like love, responsibility, care, dignity, freedom, 
and family. 
A national paid family and medical leave program isn’t a ‘‘nice to have’’ and is not 
experimental. It’s essential. I urge you to address both the needs and the desires 
of the American public, who—across demographic, ideological and regional lines— 
have long been overwhelmingly supportive of national action on paid leave. 
When Congress enacts a national paid leave plan, the United States will no longer 
force working people, families, or businesses to go it alone. It is well past time to 
make access to meaningful , inclusive, comprehensive paid family and medical leave 
a reality for every working person in the United States, no matter where they live, 
work, their job, or their serious care or health need. 
With appreciation for the committee’s time, attention, and care, 
Vicki Shabo 
Senior Fellow for Gender Equity, Paid Leave, and Care Policy and Strategy 
Better Life Lab at New America 

1,000 DAYS 
An Initiative of FHI 360 

2101 L Street, NW, Suite 700 
Washington, DC 20037 

October 26, 2023 

This week, the Senate Finance Committee held a hearing on paid leave, high-
lighting the critical need for family and medical paid leave and how our current 
patchwork of paid leave policies falls short of supporting all infants and families. 
It also confirmed the importance of paid leave for workers, businesses, and the coun-
try. 
While there have been some gains in paid family leave over the past five years, the 
Bureau of Labor Statistics shows that only about 1 in 4 employees (27 percent)1 in 
the private sector workforce have access to paid family leave. Access to paid family 
leave is lower among those receiving lower wages or working part-time. People of 
color also have less access to paid family leave than their white counterparts. 
This lack of paid family leave means parents are often forced to choose between tak-
ing time off from work to care for their young children and earning the income they 
need to support their families. It means that 1 in 4 women in America 2 return to 
work just 2 weeks after giving birth, putting their health and that of their infant 
at risk. Policies that enable parents to spend time nurturing and caring for their 
babies—particularly in the early weeks after birth and for babies that are born pre- 
term, low birthweight or with illness—are critical to the healthy cognitive, social, 
and emotional development of children. 



153 

3 https://thousanddays.org/wp-content/uploads/Qualitative-paid-leave-report_FINAL-single- 
pages-1.pdf. 

1 Oxfam America, ‘‘The Crisis of Low Wages in the U.S.: Who Makes Less Than $15 an Hour 
in 2022,’’ March 21, 2022 at https://webassets.oxfamamerica.org/media/documents/low_wage_ 
report_2022_final.pdf. 

We applaud state, local and business-level efforts to increase access to paid family 
leave, but it is not enough to address this public health crisis. We need a national 
paid family and medical leave program that is comprehensive and covers all work-
ers, including small business employees and the self-employed. Paid leave is the big-
gest obstacle to working women in the U.S. in the 1,000-day window and can reduce 
racial and ethnic health disparities. Our 2020 qualitative paid leave report 3 high-
lights real stories from families without access to paid leave and the detrimental 
impacts it had on their family, including their health and the health of their baby. 
We appreciate the Senate Finance Committee’s thoughtful attention to this issue. 
We call on Congress to take the next step, moving legislation to enact a comprehen-
sive national paid leave policy that supports mothers and families and ensures chil-
dren get the strongest start to life. 
Solianna Meaza 
Interim Initiative Director 

OXFAM AMERICA 
1101 17th Street, NW, Suite 1300 

Washington, DC 20036 USA 
TEL +1 (202) 496–1180 
FAX +1 (202) 496–1190 

https://www.oxfamamerica.org/ 

October 25, 2023 
Dear Chairman Wyden, Ranking Member Crapo, and Members of the Committee, 
Thank you for the opportunity to submit a statement for the record for the hearing 
on ‘‘Exploring Paid Leave: Policy, Practice and Impact on the Workforce.’’ Oxfam is 
a global organization whose mission is to fight inequality to end poverty and injus-
tice. As part of that mission, we advocate for economic justice and gender equality. 
Domestically in the US, we conduct research and advocate for policies that improve 
the well-being of workers, working families, and their communities. 
We focus on labor and care policies that directly or disproportionately impact low- 
wage workers, who are disproportionately women and people of color.1 We believe 
that policies that improve conditions for the most marginalized workers raise stand-
ards for all workers, while helping to fight gender, racial, and economic inequality. 
These include policies to support unpaid caregivers and care workers, as care work 
is not only inherently valuable, but it also makes all other work possible. Policies 
centering care are essential to supporting workers and working families; they have 
the potential to lift people out of poverty; and because women are often responsible 
for a disproportionate share of unpaid care work, they can help fight gender inequal-
ity. 
Providing paid family and medical leave to all workers will help workers care for 
themselves and their families without having to sacrifice their livelihoods. Low-wage 
workers are less likely to have access to any form of leave, and they are more likely 
to face harmful financial consequences from taking leave. This especially harms 
women and people of color, who are overrepresented in the low-wage workforce. 
With access to paid family and medical leave, workers will not be forced to choose 
between caring for themselves and their families, and keeping their jobs. 
One crucial way to work toward a more equitable and prosperous United States is 
to provide paid family and medical leave to all workers. Oxfam’s research and anal-
ysis demonstrates that while the US is far behind its economic peer nations when 
it comes to supporting workers and working families, there are models both in US 
states and peer nations that demonstrate the benefits of paid family and medical 
leave to both the economy and the well-being of working families. 
We appreciate the attention the Committee has given to this topic. 
Congress Can Support Workers, Caregivers, and Working Families 

The workforce is the backbone of our economy. The paid and unpaid labor people 
do outside and within their homes is what keeps this country running. But without 
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workplace policies that allow them to care for themselves and their families, we 
strip workers of their dignity, cause workers and caregivers harm, and devalue care 
work. Paid family and medical leave is a critical policy that contributes to workers’ 
and their families’ financial security and their physical, mental, and emotional well- 
being. This is especially true for workers who are women and people of color, groups 
who are least likely to have paid family and medical benefits through their employer 
or due to the state in which they live. 
Oxfam America’s US Care Policy Scorecard,2 developed together with the National 
Partnership for Women and Families, the National Women’s Law Center, and Notre 
Dame University, analyzes 30 federal policy indicators related to unpaid care work, 
underpaid care work, and workplace policies in the US. Under this analysis, the US 
scores a shameful 43% overall. Under our category of ‘‘Care Supporting Work-
places,’’ the US scores a 7%, in part because there is no federally mandated paid 
leave of any kind in this country. This shows that we are failing at ensuring work-
places meet the needs of our paid workforce, especially by providing workers with 
the support needed to provide and receive care at home.3 

Examples from US States and Peer Nations Show Paid Family and Medical 
Leave Policies Contribute to a Strong Economy 

The United States is the only economically advanced country that does not guar-
antee a single day of paid family or sick leave for its workers. In Oxfam America’s 
2023 report, Where Hard Work Doesn’t Pay Off, we analyze 56 policies across all 
38 OECD member nations in three key dimensions: wages, worker protections, and 
rights to organize. In all three categories, the US ranks near-last or last among our 
economic peer nations. In other OECD countries, new parents are guaranteed 
months of paid leave to care for and bond with their new children, while in the 
United States new parents are guaranteed zero paid days off. Our research com-
paring the US to its economic peers shows that critical workplace and caregiving 
policies like paid family and medical leave are in fact a key part of a robust work-
force and thriving economy.4 
In 2023, Oxfam released our fifth annual Best and Worst States to Work in America 
and Best States for Working Women Index, which analyzes 26 policies in all 50 
states plus Washington, D.C., and Puerto Rico. Our report rank states from best to 
worst across three policy dimensions: wages, worker protections (including paid fam-
ily and medical leave), and rights to organize. Our Best States for Working Women 
Index looks specifically at labor policies that directly or disproportionately impact 
working women, including paid family and medical leave. Our research not only 
highlights effective state-level models for paid leave programs, but it also finds that 
states with stronger labor policies experience better measures of household income, 
GDP per capita, food security, and even lower rates of infant mortality. Minnesota’s 
new paid leave program, for example, is comprehensive, providing up to 20 weeks 
of paid leave for private, public, and part-time employees, and extending ‘‘safe leave’’ 
coverage for survivors of sexual or domestic violence. Further, the policy’s definition 
of family is expansive, recognizing that workers may routinely care for people to 
whom they aren’t legally or biologically related. Examples from US states dem-
onstrate that a federal paid family and medical leave policy will have beneficial im-
pacts on our country’s economy and its workforce.5 
While state policies provide useful models, the variation from state to state is per-
petuating inequality in our country; a federal paid family and medical leave pro-
gram is crucial to ensuring that a worker’s dignity, health, and prosperity does not 
depend on where they live. 
Paid Family and Medical Leave Promotes Gender and Racial Equity 

In a 2020 report, Oxfam America and Institute for Women’s Policy Research dem-
onstrated that, prior to COVID–19, women in the US spent 37% more time on un-
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paid care work than men—that is an average of more than 2 hours a day. A con-
servative estimate of the value of women and girls’ unpaid care work in the United 
States is $1.48 trillion annually—more than twice the US defense budget or about 
double the combined annual revenue of America’s top five technology companies.6 
Stagnating wages in the U.S. disproportionately harm women, specifically women 
of color, who are often caught in low-wage positions and are overwhelmingly bread-
winners for their families. Occupational segregation means women, and especially 
women of color, are stuck in low-wage positions lacking paid family leave or paid 
sick leave. For those women who are primary breadwinners or single parents, ill-
ness or family concerns often mean losing pay to care for oneself or others, putting 
these families’ ability to afford basic costs of living at risk, continuing the cycle of 
poverty even for full-time workers. 
This makes paid family and medical leave especially crucial for ensuring that all 
women can stay in the paid workforce without losing pay, while protecting their own 
and their families’ health and well-being. Federal paid family and medical leave 
would have tremendous impacts for all women of color, as workers of color are the 
least likely to be able to afford to take Family and Medical Leave Act (FMLA) leave 
because it is unpaid. Additionally, paid family and medical leave helps combat the 
maternal health crisis that Black women face in this country, while also increasing 
their earnings and reducing their ‘‘parenthood penalty.’’7 

Paid Family and Medical Leave Will Support Working Families and 
Strengthen the Economy 

We applaud the bipartisan congressional support for enacting paid leave and we are 
grateful to the Committee for prioritizing this issue. Passing federal paid leave leg-
islation is essential to supporting workers and working families—especially women, 
who are more likely to have caregiving responsibilities—and to strengthening our 
economy. Oxfam joins our allies in urging Congress to enact federal paid family and 
medical leave that meets the needs of all workers. 
This is why we are calling for the passage of the Family and Medical Insurance 
Leave (FAMILY) Act, which provides up to 12 weeks of paid family and medical 
leave for reasons ranging from medical issues to childbirth, or to support caregiving 
responsibilities. 
Thank you for your consideration of these perspectives and recommendations, and 
for the important work the Committee is doing to meet the needs of workers and 
caregivers in the United States. Oxfam America’s experts welcome the opportunity 
to further discuss the need for paid family and medical leave, including sharing 
more about our research, analysis, and policy recommendations outlined above. We 
look forward to working with the Committee. 
Sincerely, 
Oxfam America 

PHI 
QUALITY CARE THROUGH QUALITY JOBS 

261 Madison Avenue, Suite 913 
New York, NY 10016 

718–402–7766 
https://www.phinational.org/ 

Thank you for the opportunity to provide a statement regarding the need 
for a national paid leave policy that includes direct care workers. 
About Us. PHI is a national organization committed to strengthening the direct 
care workforce by producing robust research and analysis, leading federal and state 
advocacy initiatives, and designing groundbreaking workforce interventions and 
models. For more than 30 years, we have brought a 360-degree perspective on the 
long-term care sector to our evidence-informed strategies. As the nation’s leading 
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authority on the direct care workforce, PHI promotes quality direct care 
jobs as the foundation for quality care. 
Direct care workers need and deserve access to paid leave. Direct care workers 
assist older adults and people with disabilities with essential daily tasks and activi-
ties across a range of long-term care settings. They include 4.8 million home care 
workers, residential care aides, and nursing assistants in nursing homes.1 Trag-
ically, most of these workers cannot take paid time off to care for themselves or a 
loved one: one study found that only 35 percent of direct care workers who took time 
off for family care or medical reasons were able to take paid leave.2 

Paid family and medical leave is a crucial benefit that direct care workers—who 
earn poverty-level wages—need to succeed and remain in their jobs. Nearly a third 
of direct care workers have children under the age of 18 living at home—including 
one in ten who live with a child or children under the age of five.3 Many direct care 
workers manage other caregiving responsibilities as well: 17 percent of direct care 
workers live with someone with long-term care needs, while 29 percent of home care 
workers, 31 percent of residential care aides, and 18 percent of nursing assistants 
are family caregivers.4 

The need direct care workers have for paid leave was reinforced and amplified by 
the COVID–19 pandemic. While providing essential care for older adults and people 
with disabilities across settings during an unprecedented crisis, most workers could 
not afford to take time off when needed, for example, to quarantine due to COVID– 
19 exposure or illness—and as a result, many left their jobs altogether.5 Unfortu-
nately, few of these workers returned to the field.6 With a national program of paid 
family and medical leave in place, these workers would not be forced to choose be-
tween keeping their jobs to survive financially or safeguarding their own health or 
that of their families and clients. 

Paid leave is a critical component to overcoming our nationwide direct care 
workforce crisis. Home care agencies, residential care environments, nursing 
homes, and individual consumers are struggling across the country to recruit and 
retain direct care workers.7 This problem will only worsen, absent significant policy 
changes. Given our rapidly aging population and increasing need for long-term serv-
ices and supports, the direct care workforce is expected to add over one million new 
jobs from 2021 to 2031—more new jobs than any other single occupation in the 
country.8 When also accounting for direct care positions created as workers leave 
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their jobs—a symptom of poor job quality in this sector—there will be an estimated 
9.3 million total job openings in direct care from 2021 to 2031.9 
At the heart of this quickly deepening workforce crisis is a policy and financing 
framework that perpetuates the historical undervaluing of essential, professional, 
and high-quality direct care work. Direct care workers’ economic security and will-
ingness to stay in the field rely on livable wages and comprehensive employment 
benefits. Higher wages in direct care are desperately needed: median annual earn-
ings are just $23,688, while 39 percent of these workers live in low-income house-
holds and 46 percent rely on public benefits, such as Medicaid, SNAP, and cash as-
sistance.10 In this context, increasing access to employment benefits and protec-
tions—especially paid leave—is crucial for ensuring direct care workers have the 
total compensation they need to meet their basic needs and improve economic secu-
rity across the workforce. 
Paid leave is critical for equity, especially for a diverse and marginalized 
direct care workforce. More broadly, lack of access to paid leave disproportion-
ately impacts women and people of color, who are at greater risk of taking unpaid 
leave or exiting the labor force if they experience a serious illness or need to care 
for a family member (which they are also more likely to experience).11 Lack of ac-
cess to paid leave also disproportionately impacts low-wage workers, who are less 
likely to have that benefit through their employers and, even when they have access 
to unpaid leave, often cannot afford to take it.12 The direct care workforce falls 
largely into these categories: 86 percent are women, 62 percent are people of color, 
and median annual earnings are a mere $23,688—well below a living wage in any 
state.13 
A national paid leave program, like the approach proposed in the FAMILY Act, is 
an important step toward addressing these racial and gender inequities in accessing 
paid leave.14 Such a national plan would boost labor force participation and reduce 
turnover in a field experiencing both a crisis of turnover and an explosion in need. 
It would also help to address the long-standing historical undervaluing of essential 
workers who provide vital long-term care and need the ability to provide that same 
care to themselves and their loved ones. 

REPRODUCTIVE FREEDOM FOR ALL 
1725 Eye Street, NW, Suite 900 

Washington, DC 20006 

We thank the Senate Finance Committee and Chairman Ron Wyden for scheduling 
time to discuss the critical need for paid leave and for the opportunity to submit 
a statement to the Committee on this important issue. On behalf of our 4 million 
members, Reproductive Freedom for All urges you to pass legislation to establish 
a comprehensive, inclusive, and equitable national paid family and medical leave 
program for every working person in the United States. As Chairman Wyden em-
phasized throughout the hearing, paid leave is not only incredibly popular, but it 
would have profound, positive impacts on the lives and well-being of all workers and 
their families. 

I. Paid Family and Medical Leave is a Critical Component of Reproduc-
tive Freedom 

Paid family and medical leave is a critical component of reproductive freedom and 
everybody deserves the freedom, dignity, and financial stability that it offers. Paid 
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leave is essential for allowing individuals and families to exercise their freedom to 
determine if, when, and how to have a child. Without it, people do not have the time 
needed to heal from childbirth, families do not have time to bond with their new 
babies, and many working people must risk their livelihoods to care for sick or in-
jured family members. 
The American College of Obstetricians and Gynecologists has recognized the impor-
tance of paid leave and the role it plays in improving the health of the pregnant/ 
post-partum person and the new baby, reducing infant mortality, and strengthening 
the parent-child bond.1 As Jocelyn Frye, the President of the National Partnership 
for Women & Families stated in her testimony (https://www.finance.senate.gov/ 
imo/media/doc/10252023_frye_testimony.pdf) for the hearing, ‘‘paid leave programs 
increase the time new mothers take to bond with new children and recover from 
birth, and reduce the incidence of low birthweight and preterm births—with both 
benefits especially pronounced for Black mothers. Research also links state paid 
leave programs to improved physical and mental health for new mothers, including 
lower postpartum distress, improved on-time vaccination rates, greater initiation 
and duration of breastfeeding, fewer infant hospitalizations and more.’’ 
Yet, because the United States currently lacks a national paid family leave program, 
one in four women returns to work less than 10 days after giving birth.2 Further-
more, under our current system in which workers are at the mercy of employer poli-
cies or state laws, Black and Hispanic employees are less likely to be eligible for 
paid leave programs than white workers.3 These disparities further entrench income 
inequality and contribute to disproportionate maternal mortality rates. As Frye ex-
plained in her testimony, ‘‘[t]he inadequate access to paid leave for women and com-
munities of color compounds other racial injustices including the racial wealth gap, 
maternal morbidity and mortality, inequitable access to health care and discrimina-
tory experiences with health care providers. Inadequate paid leave policies cost 
Black women and their families nearly $4 billion a year in lost wages, a loss that 
is especially challenging because Black women also face a large gender wage gap. 
Despite their caregiving commitments, surveys find that Black and Latino workers 
are less able to take leave when they need it.’’ 
All people deserve quality time to nurture their children and to care for themselves 
and their family members without the fear of financial instability. A paid family 
leave program will stop employers from denying new parents precious time with 
their new child and will provide all families with the dignity of paid time off to care 
for loved ones. 

II. Congress Should Act Now to Establish a Comprehensive, Inclusive, 
and Equitable National Paid Family and Medical Leave Program for 
All Workers 

Paid leave legislation is essential for ensuring that all working people have the abil-
ity to take time off to care for their children and family members, and to address 
their own serious health conditions. The U.S. needs a paid leave program that 
would, at a minimum, provide all workers with an adequate portion of their wages 
for 12 weeks per year to: 

• Address their own serious health conditions or due to pregnancy and childbirth; 
• Care for a new child, including an adopted child or a child in foster care; 
• Care for a family member with a serious health condition; or 
• Take on certain caregiving responsibilities. 

We are past due for a national paid leave program to meet the needs of new parents 
and people with serious personal or family health conditions. 
Under current law established by the Family and Medical Leave Act (FMLA), em-
ployers are only required to provide 12 weeks of unpaid leave.4 FMLA also only ap-
plies to employers with over 50 employees, leaving millions of people without any 
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workplace leave protections.5 In 2020, only 20% of private sector workers in the 
United States had access to paid family leave through their employers.6 In addition, 
93% of people with low income have no access to paid family leave.7 Working people 
who lack paid family and medical leave face lost wages or even job loss when they 
miss work because of their own illness, to recover from pregnancy and childbirth, 
or to care for an ill child or parent. 
In addition to covering all working people, it is essential that any paid leave pro-
gram include all of the reasons for leave currently covered for unpaid leave under 
FMLA. Proposals that limit paid leave only to reasons related to a new child (in-
cluding pregnancy, birth, adoption, or foster care), that offer only temporary help, 
or that penalize parents for taking leave simply do not meet the needs of workers 
across the country.8 
Furthermore, the definition of family must be inclusive to reflect the diverse identi-
ties and realities of workers across the country. The program must be gender- 
inclusive, as well, in order to address persistent sex discrimination in the utilization 
of leave benefits and reduce the disparity between women and men regarding who 
takes time off from work to fulfill caregiving duties. 
To prevent further entrenching gender, race, and income disparities, the program 
should also include job protections for workers who take leave. Finally, the program 
needs to include individuals with low wage jobs, self-employed individuals, and oth-
ers who are currently systemically denied access to paid leave. 

III. Conclusion 
All people deserve the freedom to nurture their children and care for themselves 
and their family members without the fear of financial instability. It is time to en-
sure that all working families have the freedom to care for their loved ones. NARAL 
strongly supports the creation of a national comprehensive paid family and medical 
leave program and urges lawmakers to pass such a bill. 

SMALL BUSINESS MAJORITY 
1015 15th Street, NW, Suite 450 

Washington, DC 20005 
(202) 828–8357 

https://smallbusinessmajority.org/ 

November 3, 2023 

Thank you, Chairman Wyden, Ranking Member Crapo and members of the Senate 
Committee on Finance. 
My name is John Arensmeyer and I’m the founder and CEO of Small Business Ma-
jority. As a leading representative of America’s 33 million small businesses, Small 
Business Majority is pleased to provide written testimony to the U.S. Senate Com-
mittee on Finance regarding the hearing on Exploring Paid Leave: Policy, Practice 
and Impact on the Workforce. 
Small Business Majority is a national small business organization that empowers 
America’s diverse entrepreneurs to build a thriving and equitable economy. From 
our nine offices across the country, we engage our network of more than 85,000 
small businesses and 1,500 business and community organizations to deliver re-
sources to entrepreneurs and advocate for public policy solutions that promote inclu-
sive small business growth. Our work is bolstered by extensive research and deep 
connections with the small business community that enables us to educate stake-
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holders about keys issues impacting America’s entrepreneurs, with a special focus 
on the smallest businesses and those facing systemic inequities. 
Simply put, access to paid family and medical leave programs is good for business. 
It allows small business owners and their employees to access and offer paid time 
off for individuals to care for their families and their well-being. This is an inevi-
table need that many come to experience at one point or another. 
However, the majority of small businesses do not have the resources to offer robust 
benefits that larger companies can provide, like paid family and medical leave, 
which puts them at a disadvantage when it comes to attracting and retaining em-
ployees. Unfortunately, private insurers generally do not offer affordable, adequate 
paid leave 1 policies to small businesses. As a result, as of 2019 only 14% of workers 
in firms with 99 or fewer employees had access to employer-provided paid family 
leave, compared to 29% of workers in firms with 500 or more employees. These 
numbers have no doubt become exacerbated by the pandemic and the Great Res-
ignation, which both disproportionately affected our smallest businesses on Main 
Street. What’s more, tight profit margins, lack of human resources staff, and limited 
resources are some of the top reasons why small businesses struggle to provide ro-
bust benefits on their own. 
This is why Small Business Majority has advocated on behalf of and with small 
business owners nationwide for paid family and medical leave policies at the federal 
and state levels. In the absence of a federal program, we have mobilized along with 
small business advocates and small business owners to support the enactment, rule-
making and expansion of such programs in a number of states 2 including Cali-
fornia, Colorado, Georgia, Maine, Minnesota, New Mexico and Virginia, among oth-
ers. From our experience advocating for state plans, we firmly believe that policy-
makers must meet the moment by providing similar policies at the federal level so 
that small businesses can remain competitive in attracting top talent from today’s 
modern workforce. 
Small businesses know how important it is to access and offer benefits such as paid 
family and medical leave policies, and many have been supportive of passing a fed-
eral policy that has yet to materialize. In fact, a found that 70% of small business 
owners and operators support establishing a federal program to guarantee access to 
paid family and medical leave. When you consider that our small business commu-
nities nationwide account for the vast majority of businesses in the United States 
and employ nearly half of all U.S. employees, it’s clear that there is a critical gap 
in access to this benefit. 
What’s more, most of the small businesses driving our economy—nearly 82% of 
them—are solo entrepreneurs or self-employed individuals, according to the U.S. 
Small Business Administration.3 These are businesses that, with the proper support 
of the federal government, could eventually become employers and contribute even 
more to our economy. These, and small businesses in general, are businesses that 
are in need of a modernized and robust benefits infrastructure that can promote 
wealth creation, financial security and quality jobs. Creating a federal paid family 
and medical leave insurance pool can be the first step in providing this much- 
needed infrastructure. 
The pandemic left our small business community in dire need of resources and sup-
port structures, and it became extremely challenging for them to recruit and attract 
a qualified workforce. And while it’s true that many small businesses increased em-
ployee wages and offered more flexibility 4 to attract more candidates during this 
challenging time, doing so while they’re struggling with inflation and market 
changes can be devastating to their bottom line. This is why entrepreneurs are look-
ing to lawmakers to provide the necessary infrastructure to support the small busi-
ness ecosystem. 
We thank you for the opportunity to comment on this critical issue and welcome 
the Committee’s efforts in ensuring that Main Street can remain competitive by pro-
viding access to benefit structures that underpin quality jobs. For these reasons, im-
plementing a federal paid family and medical leave insurance program is an impor-
tant step forward to leveling the playing field for not only small businesses but for 
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our economy as a whole. We look forward to working closely with the U.S. Senate 
Committee on Finance to consider the benefits of creating a national paid family 
and medical leave program for our small business community. 
Sincerely, 
John Arensmeyer 
Founder & CEO 

THIRD WAY 
1025 Connecticut Ave., NW, Suite 400 

Washington, DC 20036 

Dear Chairman Wyden and Ranking Member Crapo, 
Thirty years after the passage of the Family and Medical Leave Act, America is 
stuck. One in four new mothers return to work within two weeks of giving birth. 
Around 53 million Americans currently act as a caregiver for a family member. And 
yet, just a quarter of workers have a paid family leave benefit. 
The pandemic reminded America what is obvious to many—people become ill and 
have to miss work, which can mean missing a paycheck and losing one’s livelihood. 
But with our current patchwork of employer-based, state, and local leave policies, 
too many workers are left without the time or resources to care for themselves or 
their families. In this moment, making progress on paid leave is a must. 
Thankfully, progress is also possible. As Third Way has written in the past, there 
are a number of policy levers available which can expand access to paid leave.1 Ex-
panding this important benefit to more workers will bolster America’s long-term eco-
nomic growth, help businesses attract and retain productive workforces, and im-
prove workers’ capacity to balance work and family life. We encourage the Com-
mittee to carefully consider the urgent need for paid leave policy and the litany of 
legislative tools available to better protect workers. Our statement for the record 
walks through both why policymakers need to take federal action to expand paid 
leave and options to make progress. 
Third Way applauds the Senate Finance Committee for continuing this important 
conversation and hopes action can be taken to get more families the paid leave they 
need today. 
Why We Need Federal Action on Paid Leave 
1. Paid Leave Fuels Economic Growth 
Federal action on paid leave will boost our economy by helping workers and busi-
nesses thrive. Economists estimate that family-friendly policies, including paid 
leave, could boost US GDP by as much as $1 trillion and help curb long-term infla-
tion.2 Access to paid leave is also shown to bolster female labor force participation. 
If the number of women in the labor force was on par with peer nations, our GDP 
would be a staggering 5% larger.3 
Providing workers with the time to care for themselves and their families strength-
ens personal finances and builds stronger economic outcomes. Paid leave access is 
found to increase household economic security, reduce reliance on public assistance, 
and drive down spending from other federal programs.4 One study of California’s 
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paid leave program found the policy was associated with an 11% decline in nursing 
home usage among older adults, which in turn decreased Medicare and Medicaid 
spending.5 The same outcomes at the federal level would save $3.4 billion annually 
according to the National Partnership for Women and Families.6 

2. Paid Leave Helps Businesses—Both Big and Small 
Federal action on paid leave will help businesses flourish—whether they have two 
employees or 2,000. Workplaces with paid leave are more productive, see lower 
worker attrition, and are more likely to attract talent than businesses without.7 

While some argue that federal paid leave policies will burden small businesses, 
these programs actually help level the playing field. Smaller employers often lack 
the capital and ability to provide benefits like paid leave to their workers; this is 
especially true for service sector industries where offering these benefits can mean 
raising prices for consumers.8 Federal efforts can help ensure workers at small busi-
nesses are able to care for themselves and their families and that paid leave is not 
just a benefit accruing to college-educated workers in office jobs. 

Paid leave is good for big businesses as well. One study of large employers found 
that introducing a paid leave policy on average increased revenue by almost 5% and 
profits by 7%.9 From New York to Rhode Island to California, businesses continue 
to view states’ policies positively, including smaller establishments.10 

3. Paid Leave Helps Workers 
By giving workers the capacity to manage their personal affairs, paid leave makes 
it easier for workers to hold their jobs and remain productive members of the labor 
force. Paid leave gives working parents and caregivers the time and money needed 
to recover from childbirth, to bond with a newborn, or to handle family matters in 
a way that best positions them to return to work. Few are as exposed to these cross-
currents as women, who provide a disproportionate share of childcare, and make up 
over 60% of adult caregivers.11 
Research confirms that paid leave bolsters labor force participation and improves 
workers’ capacity to support themselves. State paid leave laws increase work among 
leave takers, especially among low-income women.12 Paid leave also reduces reliance 
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Continued 

on public aid programs. One study found that women who took paid leave following 
the birth of a child were 39% less likely to receive public assistance and 40% less 
likely to receive food stamps compared to women who did not.13 And when care-
giving reduces a mother’s lifetime earnings by 15%, paid leave can reduce inequal-
ities in a manner that is consistent with the value Americans place in work.14 
How We Can Make Progress 
We believe there are paths to making much-needed progress on paid leave in our 
divided government. Below, we have outlined a menu of federal policy options to 
make progress today, while laying building blocks for a more comprehensive pro-
gram in the future.15 Ideas include: 
Parental Leave Progress 

• Expand unpaid parental leave to cover all workers. 
• Create a national parental-only paid leave program. 
• Build in more short-term and long-term flexibility to help parents return and 

stay in the workforce. 
Medical Leave Progress 

• Invest in better medical leave data. 
• Ensure more workers have basic unpaid medical leave protections and busi-

nesses can better accommodate leave. 
• Make sure all workers have at least 7 days of paid sick leave. 
• Expand existing short-term disability insurance to cover more workers. 

Caregiving Leave Progress 
• Invest in better caregiving data. 
• Ensure more workers have basic unpaid caregiving leave protections and broad-

en the definition of caregiving. 
• Make a refundable tax credit for lost wages from caregiving. 
• Enact a flexible caregiving leave benefit. 
• Create a standardized form for employees to request flexible work arrange-

ments. 

UNIDOSUS 
Raul Yzaguirre Building 

1126 16th Street, NW, Suite 600 
Washington, DC 20036-4845 

Supporting Latino Workers and Fueling Economic Growth 
Through Paid Leave 

Statement of Susana Barragán, Policy Analyst, Economic Policy Project, 
Policy and Advocacy 

On behalf of UnidosUS, we respectfully submit this statement for the record to ele-
vate the urgent need for a national paid family and medical leave program for 
Latinos—a critical and growing workforce in the United States. 
UnidosUS, previously known as NCLR (National Council of La Raza), is the nation’s 
largest Hispanic 1 civil rights and advocacy organization. Since 1968, we have chal-
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lenged the social, economic, and political barriers that affect Latinos through our 
unique combination of expert research, advocacy, programs, and an Affiliate net-
work of nearly 300 community-based organizations across the United States, includ-
ing Puerto Rico. 
As we have previously shared,2 the creation of a national paid family and medical 
leave program will not only fill in gaps left by current family leave policies in place 
but can serve as a bridge to economic security and prosperity. Federal law under 
the Family Medical Leave Act of 1933 (FMLA)3 requires employers to provide up 
to 12 weeks of guaranteed unpaid, job-protected leave for eligible workers who need 
time off from work to care for their own illness, care for a new child, or to care for 
a seriously ill family member. But only 30.1% of Latino workers with low wages are 
eligible for FMLA,4 compared to 56% of all U.S. employees. 
This gap is exemplary of how the current structure of the labor system is unable 
to meet the immense value provided by U.S. Latino workers, who have the country’s 
highest labor force participation rate 5 and are overrepresented in sectors considered 
essential to keep our economy functioning.6 So, when the only federal leave policy 
in the country fails to reach more than two-thirds of Latino families and one of the 
country’s strongest economic assets, it is past time for change. 
Concerning family-friendly policies, the United States is woefully outgunned at the 
international level. The U.S. is one of six countries in the world 7 that lacks any 
form of national paid leave. And it is the only wealthy country in the world without 
any guaranteed paid parental leave 8 at the national level. This leaves millions of 
U.S. workers unable to take paid time off from work to address a serious health 
condition. If it remains without a national paid leave program, the United States 
will compete with one hand tied behind on a global stage alongside countries with 
more family-friendly policies.9 
As we noted in our recent report, Making Jobs Work for Latinas,10 Latinas are 
primed to drive U.S. economic growth in the coming years. They are entering the 
workforce in record numbers and by 2031, the number of Latinas in the workforce 
is expected to grow by approximately 26%. Notably, no other demographic is pro-
jected to grow by as much. 
But existing headwinds in the labor market threaten Latinas’ potential labor per-
formance and economic growth. For example, Latinas experience one of the largest 
wage gaps in the marketplace.11 Given existing wage floors, this pay gap increases 
as a Latina’s education and income increase. Still, many Latinas contend with low 
wages that lag the rising cost of living and are unable to build a nest egg to use 
towards emergencies, homeownership, and other paths to build wealth. Latina 
women also experience one of the largest unequal distributions of work with their 
male counterparts. This includes hours spent in household activities, like caring for 
other family members. As one of the fastest growing groups in the U.S. workforce, 
family-friendly policies that reflect the reality of its workforce is imperative to the 
strength and future of the labor market. 
There are few supports in place to ensure Latinas remain in the workforce or have 
a path back if they must exit temporarily. The COVID–19 pandemic showed that 
Latinas were among the first workers to lose jobs at the start of the economic crisis. 
Latinas also dropped out of the workforce at higher rates than Latino men, pri-
marily due to increased childcare needs. As schools closed, the primary responsi-
bility for providing childcare in Latino households fell on women. A 2021 UnidosUS 
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report 12 found that almost half of Latinas quit their jobs or reduced their hours 
during the pandemic. 

In emergencies, the burden for keeping their household afloat disproportionately lies 
on the shoulders of Latina women. In fact, Latinas are three times more likely to 
be single heads of households than white women. Despite the few resources and 
support available to Latinas, Latinas have marshaled an exceptional recovery in the 
face of a disastrous economic situation. Only three years after the pandemic, 
Latinas reached full employment levels in 2022.13 In other words, all Latina women 
who were able and willing to work were virtually all employed. A combination of 
increased worker organizing,14 increases in real wages,15 and recovery in sectors 16 
in which Latinas are overrepresented in, such as hospitality and leisure, have ush-
ered the Latina workforce into comparable (and at times, improved) pre-pandemic 
levels of employment. 

But, we need to ensure this recovery can be sustained in the long term. For most 
U.S. workers, traditional employment is the nexus to critical benefits needed to live 
and build wealth in the U.S., like health insurance and retirement accounts. While 
a 2022 Bureau of Labor Statistics analysis 17 of employer costs related to employee 
compensation found that benefits make up one-third of employee compensation 
packets, nearly two-thirds of Latinos work in low-wage jobs that offer few or no ben-
efits.18 This includes paid family and medical leave. 

Latinos are the least likely of any racial or ethnic group to have access to paid fam-
ily leave 19 through their employer, with only 25.1% of Latinos reporting access to 
paid parental leave, compared to 49.7% of whites. 

The lower wages typically earned by Latinas complicate Latinas’ take-up of Family 
Medical Leave Act (FMLA) even when they are eligible. The Heller School for Social 
Policy and Management at Brandeis University 20 estimates that of 54% of working 
parents eligible for FMLA leave, only 34% of parents can afford to take unpaid 
leave. For Latinos, the percentage of those who can afford to take leave dwindles 
to 26%. Yet Latino children represent approximately 25% of the U.S. population of 
children, and Latinos are the only group in which a majority of households have 
children. When these children are born, their families are likely to have access to 
supports, like paid leave, that are essential to caring for a new infant. And if these 
children become seriously ill, their parents may struggle to provide care if it means 
an absence from work. 

It is unsurprising that almost 40% of Latinas 21 are very worried about having ac-
cess to paid family and medical leave. More than 20% of Latinos serve as caregivers 
to an adult family member or someone close to them, and on average, Latino care-
givers spend about 40% more time providing care than do white caregivers.22 

Congress has an obligation to support policies that reflect the needs of America’s 
diverse workforce. A national paid family and medical leave policy would help ad-
dress the most formidable barriers that keep Latinas out of the labor market and 
lay a strong foundation for a growing U.S. workforce. 
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U.S. BREASTFEEDING COMMITTEE 
1629 K Street, NW, Suite 300 

Washington, DC 20006 

October 25, 2023 
Dear Chair Wyden and Ranking Member Crapo: 
The U.S. Breastfeeding Committee (USBC) submits this letter to the Senate Com-
mittee on Finance for the record of the full committee hearing, ‘‘Exploring Paid 
Leave: Policy, Practice, and Impact on the Workforce’’ in full support of establishing 
a paid family and medical leave insurance program. 
The USBC is a coalition bringing together 139 organizations—including federal 
agencies, national, state, tribal, and territorial organizations, as well as for-profit 
businesses—that support the USBC mission to create a landscape of breastfeeding 
support across the United States. We are committed to ensuring that all families 
in the U.S. have the support, resources, and accommodations to achieve their 
breastfeeding goals in the communities where they live, learn, work, and play. 
We know that the vast majority of people become parents during their lifetime.1 
Their needs and the needs of their infants are neither surprising nor difficult to 
meet when anticipated and planned for. Paid family and medical leave is a basic 
necessity, and this committee has a critical opportunity to support the establish-
ment of a federal program for job-protected, paid family and medical leave for our 
nation’s workers. 
Breastfeeding has a profound impact on population health outcomes. The evidence 
for the value of human milk on overall health for infants, children, and mothers is 
scientific, robust, and continually reaffirmed by new research. The American Acad-
emy of Pediatrics recommends infants be exclusively breastfed for six months with 
continued breastfeeding while introducing complementary foods for two years or as 
long as mutually desired by the mother and child.2 Breastfed infants are at lower 
risk of certain infections and sudden unexplained infant death. A recent CDC study 
of over 3 million U.S. births found that ever breastfeeding is associated with a 26% 
reduction in the odds of post-perinatal (between 7–364 days) infant death.3 
Breastfed children have a decreased risk of obesity, type 1 and 2 diabetes, asthma, 
and childhood leukemia. Women who breastfeed their babies reduce their risk of 
specific chronic diseases, including type 2 diabetes, cardiovascular disease, and 
breast and ovarian cancers.4 
The majority of pregnant women and new parents want to feed their baby breast 
milk, but significant barriers in the community, health care, and employment set-
tings can impede breastfeeding success.5 The national breastfeeding initiation rate 
among children born in 2020 was 83.1%. However, by six months of age, only 25.4% 
of infants are exclusively breastfed in the U.S.6 Despite overall increases in 
breastfeeding initiation and duration, deep racial, geographic, and socioeconomic 
disparities in breastfeeding rates persist. Fewer non-Hispanic Black infants (77.3%) 
are ever breastfed compared with Asian infants (87.1%), non-Hispanic White infants 
(85.3%) and Hispanic infants (81.9%).7 Furthermore, a distressing 60 percent of 
mothers report that they did not breastfeed for as long as they intended.8 
Structural and environmental barriers can make it difficult or impossible for fami-
lies to establish an adequate milk supply to sustain human milk feeding at medi-



167 

9 Reis-Reilly H., Fuller-Sankofa N., Tibbs C. Breastfeeding in the Community: Addressing Dis-
parities Through Policy, Systems, and Environmental Changes Interventions. Journal of Human 
Lactation. 2018;34(2):262-271. doi:10.1177/0890334418759055. 

10 Data—OECD. Oecd.org. https://www.oecd.org/gender/data/length-of-maternity-leave-pa-
rental-leave-and-paid-father-specific-leave.htm. Accessed January 22, 2020. 

11 Bls.gov. https://www.bls.gov/ncs/ebs/benefits/2019/employee-benefits-in-the-united-states- 
march-2019.pdf. Published 2019. Accessed January 22, 2020. 

12 FMLA is Working. Dol.gov. https://www.dol.gov/whd/fmla/survey/FMLA_Survey_fact 
sheet.pdf. Accessed January 22, 2020. 

13 Office of the Surgeon General (US); Centers for Disease Control and Prevention (US); Office 
on Women’s Health (US). The Surgeon General’s Call to Action to Support Breastfeeding. Rock-
ville (MD): Office of the Surgeon General (US); 2011. 

14 Hamad R., Modrek S., White J. Paid Family Leave Effects on Breastfeeding: A Quasi- 
Experimental Study of US Policies. Am J Public Health. 2019;109(1):164–166. doi:10.2105/ 
ajph.2018.304693? 

15 Comparative Chart of Paid Family and Medical Leave Laws in the United States. A Better 
Balance. https://www.abetterbalance.org/resources/paid-family-leave-laws-chart/. Published 
2023. Accessed October 31, 2023. 

16 Paid Family/Parental Leave Policies for Municipal Employees (Not Exhaustive). https:// 
nationalpartnership.org/wp-content/uploads/2023/02/paid-family-leave-policies-for-municipal- 
employees.pdf. Published 2020. Accessed October 31, 2023. 

17 Huang R., Yang M. Paid maternity leave and breastfeeding practice before and after Cali-
fornia’s implementation of the nation’s first paid family leave program. Economics & Human 
Biology. 2015;16:45–59. doi:10.1016/j.ehb.2013.12.009. 

18 Bartel A., Kim S., Nam J., Rossin-Slater M., Ruhm C., Waldfogel J. Racial and ethnic dis-
parities in access to and use of paid family and medical leave: evidence from four nationally 
representative datasets. Mon Labor Rev. 2019:142. doi:10.21916/mlr.2019.2 

cally recommended levels.9 For many families, rather than being a matter of per-
sonal choice, infant feeding practice is informed by circumstance. 
The U.S. is one of only three countries that does not guarantee paid leave for new 
mothers.10 Only 19 percent of the workforce has any paid family leave through an 
employer.11 The Family and Medical Leave Act provides for unpaid leave, but about 
40 percent of the workforce is not eligible.12 Many parents return to work quickly 
after birth, before a strong breastfeeding relationship is established because they 
cannot afford to take unpaid leave or because they do not qualify for federal legal 
protections. 

‘‘Paid family leave is a huge public health need. While my daughter was 
able to take 3 months off, she had to save up all her PTO for 2 years to 
do so, meaning no vacations or extra days off. If we want to increase 
breastfeeding rates and reduce infant mortality, families need paid leave.’’ 

— Becky, Oklahoma 
A significant barrier to human milk feeding in the United States is the social and 
economic pressure to return to paid employment soon after birth. But, as recognized 
in The Surgeon General’s Call to Action to Support Breastfeeding, access to paid 
family leave programs can lay the groundwork for breastfeeding success.13 Paid 
family leave programs make it possible for employees to take time for childbirth re-
covery, bonding with their baby, establishing feeding routines, and adjusting to life 
with a new child without threatening their family’s economic well-being. This pre-
cious time provides the foundation for success, contributing to improved rates of 
breastfeeding initiation and duration.14 
State paid family and medical leave programs are making a difference for families 
throughout the country. Thanks to recent legislative successes, thirteen states and 
the District of Columbia have paid medical leave laws.15 In addition, more than 106 
cities and counties across 32 states enacted paid leave policies.16 In California, ac-
cess to paid family leave doubled the median duration of breastfeeding for all new 
mothers who used it during the first six years after the state’s law went into effect 
in 2004.17 
However, these state-financed family leave programs are not enough. Breastfeeding 
can benefit every family, and paid family and medical leave must be accessible to 
all workers. There are significant disparities in access to paid leave among some ra-
cial and ethnic groups, with Black and Hispanic employees less likely than their 
white non-Hispanic counterparts to have access to paid parental leave.18 There are 
similar disparities in breastfeeding outcomes among racial groups. 
Guaranteed paid family and medical leave is a vital component of maternal and 
child health and should be available for all workers through a national paid family 
leave program, like the Family and Medical Insurance Leave (FAMILY) Act. The 
USBC, our member organizations, and our partners continue to stand ready to work 
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with policymakers and federal, state, and local agencies to establish at least 12 
weeks of job-protected, paid family and medical leave. 
At the national level, improving breastfeeding practices through programs and poli-
cies has been shown to be one of the best investments a country can make, as every 
dollar invested is estimated to result in a US $35 economic return.19 For the em-
ployer, paid leave policies have been shown to benefit businesses’ bottom lines by 
lowering turnover costs through greater retention and increasing productivity and 
morale.20 It’s time to bring these benefits to the entire nation. 

‘‘I had no access to paid parental leave and was forced, financially, to re-
turn to work just three days after my son’s birth. When my wife needed 
me the most, I could not be there because someone had to work. It was my 
job to care for them in those first weeks, but because I had to return to 
work so soon, I failed at that job. As a nation, we need to pull together and 
make it possible for everyday families to stay home with their brand-new 
babies while not worrying about the bills. It is time for America to join the 
rest of the world and offer paid family leave to its citizens. Dads: please 
join me in raising our voices and our votes in support of this issue. It is 
long overdue.’’ 

— Jarred, Massachusetts 
We appreciate the opportunity to submit this comment. Thank you for considering 
the positive impact of paid family leave programs on breastfeeding families in the 
United States.Sincerely, 
Cheryl Lebedevitch 
National Policy Director 
U.S. Breastfeeding Committee 

UNITED STATES CONFERENCE OF CATHOLIC BISHOPS 
3211 Fourth Street, NE 

Washington, DC 20017–1194 

Statement of Archbishop Borys Gudziak, Chairman, 
Committee on Domestic Justice and Human Development 

The U.S. Conference of Catholic Bishops has long supported family leave.1 It is 
pro-life to support families as they welcome new life and care for one another in 
their most vulnerable periods. National support of paid family leave is an important 
step towards building an authentically life-affirming society that prioritizes the 
well-being of families. 

Catholic tradition teaches that the purpose of the economy is to enable families 
to thrive. ‘‘[I]t is necessary that businesses, professional organizations, labor unions 
and the State promote policies that, from an employment point of view, do not pe-
nalize but rather support the family nucleus.’’2 Our tradition also holds that the 
State must help attain the common good and that government action is necessary 
to address problems that are beyond the reach of individual and community efforts 
alone.3 
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The research is clear: paid leave supports families. Parental leave is beneficial for 
child development and infant health;4 it strengthens the parent-child bond;5 it in-
creases family stability;6 and at a time when maternal health is worsening in the 
United States, it aids new mothers’ mental and physical health.7 Medical leave al-
lows workers to pursue medical treatment earlier in their illness and to better man-
age their care throughout their illness.8 Caregiving leave allows family members to 
better respond to the needs of their loved ones, which is especially important as our 
nation’s population ages and the number of people involved in informal caregiving 
of older adults is expected to grow.9 Workers with access to paid leave are less likely 
to experience material hardship and financial instability.10 

The United States is one of only a handful of countries, and the only high-income 
country, that does not guarantee paid family leave.11 The current patchwork system 
of family leave programs leaves too many families behind. For example: 

• Only one in four U.S. workers had access to paid family leave last year.12 
• Only 56% of U.S. employees are eligible for unpaid leave under the Family 

Medical Leave Act (FMLA), based on employer and work history require-
ments.13 

• Only 43% of private employees and 27% of state and local government em-
ployees have access to short-term disability insurance.14 

• Low-wage workers are less likely to have access to paid family leave benefits 
than high-wage workers.15 
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• Black and especially Hispanic workers are less likely to have access to these 
benefits than white workers.16 

Given the gaps in the current paid family leave offerings, a national paid leave 
policy is needed to help ensure families, especially those who are most vulnerable, 
have access to paid family leave. Many employers would like to offer paid family 
leave but cannot do so financially without a national or state architecture in place 
to make it more feasible. As you work to advance paid family leave proposals, 
I urge you to ensure that such a proposal will not unduly burden lower- 
income organizations or individuals, will not penalize larger families, and 
will not destabilize existing social service programs. I encourage your contin-
ued efforts to help families and welcome the opportunity to work with you to accom-
plish this goal. 

STATEMENT SUBMITTED BY LAURA VALLE-GUTIERREZ, FELLOW 

THE CENTURY FOUNDATION 

Paid Leave is a Fundamental Worker 
Protection That Helps the Economy 

The United States is long overdue in creating a permanent, comprehensive paid 
family and medical leave program in the United States (U.S.) to ensure that every 
worker has access to paid leave to care for themselves or a loved one with a serious 
health condition. In the U.S. it is still, on the whole, too hard to parent, to foster 
or adopt a child, or to have an aging parent who needs support as they face Alz-
heimer’s, cancer, or other diseases of old age; and too hard to make ends meet while 
caring for a seriously ill loved one of any age, or to be ill yourself. All of those situa-
tions are hard enough on their own. Congress should be working to ease the chal-
lenges. But the present reality is this: just as you face the most emotionally and 
physically draining experiences of your life, you also must shoulder the stress of pos-
sibly losing your paycheck, multiplying the struggle to pay your bills, or derailing 
your career. 
New research by the Women’s Bureau at the Department of Labor shows that 35 
percent of mothers 1 lack access to paid leave.2 The United States is the only rich 
country that doesn’t have paid family leave. This leads to parents not taking leave, 
even when they need it, including 13 percent of mothers who needed leave but did 
not take it in the past month. For just over one in six mothers who needed leave 
but didn’t take it, the main reason was because they could not afford losing income. 
Paid leave is also essential for people taking care of their own or family member’s 
serious health conditions. The Family and Medical Leave Act—the national unpaid 
family medical leave program that guarantees job protection for time away for 
caregiving—only covers 56 percent of workers.3 Moreover, for many workers, taking 
leave without pay is untenable. No one should have to choose between caring for 
a newborn or another loved one, their health and well-being and economic security. 
At the height of the pandemic, care policy moved forward in important, but tem-
porary ways. The Families First Response Act, signed into law on March 18, 2020, 
guaranteed two workweeks of emergency paid sick leave and ten workweeks of 
emergency paid family leave to people working in businesses with fewer than 500 
employees for many pandemic-related purposes,4 such as quarantines and recov-
ering from the virus. While more limited a policy than was truly needed, for those 
that were included and able to use it, the support was vital 
The emergency paid leave program was discontinued before its impacts could be 
widely felt by workers, however, and the many gaps from political compromise 
weakened what it could have done. Still, the emergency program had several tenets 
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that should be considered a model for good policy going forward. Notably, the pro-
gram covered part-time workers,5 which is especially important for women who are 
more likely to work part-time due to care responsibilities. Unfortunately, Congress 
allowed these provisions to expire at the end of 2020 rather than extend them. 
There is also a strong business case for paid family and medical leave—increased 
recruitment and retention, improved productivity, and loyalty, among other benefits. 
But at its core, this policy is about valuing communities, people, and care. 
A strong paid family and medical leave policy 6 is one that includes everyone who 
works (including self-employed people, domestic workers, and people who work for 
multiple employers), ensures that workers can afford to take the time to care, pro-
vides a meaningful duration of leave, guarantees job protection, covers a wide vari-
ety of family members and close relationships, and offers user-friendly ways to find 
out about these benefits and protections and use them. 
Given the clear benefits to both workers and employers, it is critical for Congress 
to act. The United States is long overdue for establishing a paid leave program that 
gives workers and their families the ability to take care of their babies, their seri-
ously ill loved ones and their own health without having to risk their economic secu-
rity. 

ZERO TO THREE 
2445 M Street, NW, Suite 600 

Washington, DC 20037 

Statement of Miriam Calderón, Chief Policy Officer 

Chairman Wyden and Ranking Member Crapo: 
Thank you for the opportunity to provide comments for the Committee’s hearing on 
Exploring Paid Leave: Policy, Practice, and Impact on the Workforce. Shining a light 
on the need for paid leave policy is critically important for infants, toddlers, and 
families, and we greatly appreciate your leadership in holding this hearing. Paid 
leave is a pillar of the robust policies our nation’s families need and want. While 
paid leave covers many types of family needs, including paid sick days, my state-
ment today emphasizes Paid Family and Medical Leave (PFML) as precisely the 
right policy to facilitate one of the most profound periods of human development, 
the first weeks and months of a child’s life with parents or close caregivers in which 
they begin to forge the bonds foundational to all later development, learning and 
relationships. 
Attention to paid leave has diminished. But the challenges families face when they 
cannot take time off to care for themselves or their children continue to cause fami-
lies distress. Family stories of their challenges and the benefits of paid leave punc-
tuate the discussion below, illustrating the choices and dilemmas they face. Unmis-
takably, families, their children, their employers and the economy all pay a price 
for the lack of this most basic family policy. Polls consistently show support for paid 
family and medical leave across demographic groups.1 
At ZERO TO THREE, our mission is to ensure every infant and toddler has what 
they need to thrive. We translate the science of early childhood development into 
useful knowledge and strategies for parents, practitioners, and policymakers. We 
work to ensure that babies and toddlers benefit from the family and community con-
nections critical to their well-being and healthy development. And the science of 
early development tells us that nothing is more important to who we become in life 
than the early close relationships we form from birth. The protections offered by 
Paid Family and Medical Leave are essential to parents and babies as well as to 
workers and our country’s economy. Protections offered by Paid Family and Medical 
Leave are particularly important for families of color, who are more likely to work 
in jobs where such benefits are not offered, and who are less likely to have the fi-
nancial reserves to take needed time off work. 
As you consider the need for paid leave policies, I call your attention to four points. 
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• Paid Family and Medical Leave is a basic child development policy, especially 
for newborn or newly adopted children, responsive to the need for unhurried 
time for infants and toddlers with the caregivers who are important to them, 
to forge the human connections essential to healthy brain connections. 

• Paid Family and Medical Leave is a major cross-cutting policy with benefits 
that span improved maternal and infant mortality rates, health, mental health, 
child care and economic stability. 

• Paid leave policies can promote equitable access to these benefits, of great im-
portance to infants and toddlers of color, who are more likely to live with pov-
erty and low income and therefore more likely to miss out on responsive, unhur-
ried time with parents. 

• The amount and nature of paid leave policies is critical to full realization of 
these benefits, particularly the duration of leave, level of wage replacement, def-
inition of family members covered, and job protection provided. 

The bottom line: Although time for parents and close caregivers is an essential in-
gredient for young children’s development and later success, our nation has turned 
its back on the commonsense policy that could supply this time, putting it out of 
reach for many families, often leaving it as the province of families with higher in-
come. We all pay for this gap, children and families most of all. Poor health out-
comes drain potential and increase costs. Economic strain can impact children’s 
well-being. In fact, poverty is associated with undermining brain growth in areas 
affecting key areas of self-regulation, learning, memory, language and emotional 
control. The primary factor in buffering that harmful development? Strong parental 
support. As a nation, we should be doing everything we can to ensure parents and 
close caregivers can be present for their young children to give this responsive sup-
port. That begins with paid leave. 

‘‘When Grayson was born and needed open heart surgery, we were stunned 
and terrified. Everything happened so quickly and I was having a hard 
time processing it all—trying to stay strong, trying to be there for both my 
new baby and toddler at home, worried about how we would pay the med-
ical bills, worried about finding a new job, worried about how much time 
I would have to stay home and take care of him, worried about keeping 
track of his medicines and appointments, worried about how this would im-
pact his future and our lives. Paid family leave would have made a tremen-
dous difference during this traumatic time in our lives. How? It would have 
helped us sleep at night. It would have helped us get through the day. It 
would have allowed us to not make decisions based on fear and finances. 
It would have enabled us to be present and care for each other fully during 
the most difficult time of our lives.’’ Hannah S. (Farmington, MN) 

The Importance of Paid Leave to the Earliest Development 
Learning happens from the moment a baby opens their eyes, as billions of neurons 
start forming connections—one million or more every second. A baby’s earliest rela-
tionships are central to this burgeoning brain architecture, providing the environ-
ment in which experiences unfold. In short, healthy brain connections depend on 
healthy human connections. Science tells us that forming secure attachments to a 
few caring and responsive adults is a primary developmental milestone for babies 
in the first year of life. But from the baby’s perspective, the way we are held, talked 
to and cared for teaches us about who we are and how we are valued, which pro-
foundly shapes who we will become. 

All infants need ample time with their parents at the very beginning of their lives 
to form these critical relationships that are the portal through which they first en-
counter the world. It takes several months of ‘‘time off ’’ from the flow of daily life— 
not only to adjust to the new physical demands of breastfeeding and sleepless 
nights—but to decipher the nuanced patterns and communications of a newborn, 
choreographing the ‘‘dance of development’’2 that establishes a foundation that will 
influence the child’s long-term cognitive, social, and emotional development.3 
Through these positive, meaningful relationships and experiences that ideally they 
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have the time to form from the beginning, children gain confidence in their ability 
to explore and learn from the world around them. 

When Wendy and her husband adopted Bryce, they prioritized having time 
to properly bond and attach with their new baby. She was able to take 12 
weeks off work due to a combination of personal time off and FMLA, a large 
part unpaid. While she doesn’t regret the time she took off at all, having 
no income for several weeks was a financial strain. Paid leave would have 
allowed her to take that valuable bonding time without the stress of not 
having her reliable income to help meet household expenses. In her words: 

‘‘Bonding is the foundation of our relationship with Bryce. From the time 
we met him in the hospital when he was a day old, we immediately began 
skin to skin contact with him. We were able to take time off from work to 
be with him for the first three months of life, and that was extremely im-
portant to us. Bonding as he is older means reading together, playing on 
the floor with one another, and simply being together as a family.’’ Wendy 
D. (Ballwin, MO) 

This dance, as complicated as it can be magical, is the foundation of a young child’s 
learning. And yet, as a nation we make it difficult for parents to carry it out. Only 
a quarter of workers have access to paid family leave that would ensure they have 
this unhurried time. While current data are scarce, previous research has shown 
that a quarter of all birthing people return to work within 2 weeks of giving birth.4 
This short duration of time off from work raises grave concerns for the birthing par-
ent who has not had time to heal or cope with mental health issues and the role 
of parenting, and who may face a greater challenge in making child care arrange-
ments. But again, thinking from a newborn’s perspective, they are thrust into an 
unimaginably strange world at birth, striving to connect with the humans who care 
for them to secure he most basic needs in life—sustenance and warmth—beginning 
to learn to count on that special person, their guide to this unfamiliar territory. And 
then suddenly that special person disappears for hours at a time. 

Moreover, just as babies thrive when their emotional needs are met and they feel 
secure, experiences in those early years that are harmful, stressful, or traumatic can 
undermine their development. When the dance goes wrong, disrupted by adverse ex-
periences such as economic insecurity or parental depression, parents may lose the 
ability to provide responsive, stimulating caregiving.5 

Paid family and medical leave makes it possible for parents or close caregivers with 
newborn or newly adopted children to form families, to have that quality time to 
forge connections and lay the groundwork for the secure attachments and social and 
emotional development that in turn will spark strong cognitive development. Re-
search has found longer lengths of leave to be associated with more positive inter-
actions between mothers and infants, greater sensitivity, and higher quality mother- 
infant relationships.6 

Fathers also benefit. Studies of two-parent, opposite-sex households show a number 
of positive outcomes when fathers take leave. Fathers who take two or more weeks 
off after the birth of a child are more involved in that child’s direct care nine months 
after birth than fathers who take no leave.7 Involved fathers also promote children’s 
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educational attainment and emotional stability.8 And, a father’s involvement in a 
newborn’s care in the first six months can mean both mother and baby sleep better.9 

‘‘Neither of us get any type of paid maternity/paternity leave but it was 
very important to me to take time off to bond together as a family after 
Penelope’s birth. I saved up my sick time and was able to take three weeks 
off after her birth. It isn’t a ton of time, but I’m thankful that I was able 
to do it. We already feel like a family and I believe that transition from 
being the ‘three of us’ to now being the ‘four of us’ really took place for me 
during those three weeks. I was also able to support my wife during that 
time by letting her sleep in, have one-on-one time with each child, spend 
time with friends, etc. in a way that wouldn’t have been possible if I hadn’t 
been able to take time off.’’ Ryan C. (Bozeman, MT) 

Paid Family and Medical Leave Is a Major Cross-cutting Policy 
ZERO TO THREE’s recent State of Babies Yearbook: 2023 identified five urgent pri-
orities for policymakers to address, along with a comprehensive set of policies to do 
so.10 Several foundational policies that could improve child and family well-being 
stood out across priority issues. Notably, paid leave played a role in addressing mul-
tiple needs: improving maternal and infant health, promoting strong infant and 
early childhood mental health and addressing mental health needs of women and 
birthing people, and providing economic security for families with young children. 
Cross-cutting policies such as PFML compound their benefits, making them very 
cost-effective and bolstering child and family well-being across multiple domains. 
While much of our focus is on paid leave for the birth or adoption of a child, other 
situations in the lives of babies and families, including serious childhood illness, 
also require time off for parents and close caregivers. 
Maternal and Infant Health: Yearbook data reveal the crisis in maternal and in-
fant health, beginning with alarming and steadily increasing maternal mortality 
rates for Black women and birthing people. This same pattern of racial disparities 
also is apparent in access to early prenatal care as well as infant birth outcomes. 
The mortality rate for Black infants is twice the national average (10.6 deaths per 
1,000 live births compared with 5.4 nationally), placing the United States 37th 
among Organization for Economic Co-operation and Development nations. Black in-
fants also are the most likely to be born preterm and with low birthweight.11 
PFML has a strong association with reduced infant and post-neonatal mortality 
rates. It also yields higher rates and longer periods of breastfeeding, which reduce 
childhood infections, disease and obesity. Evidence from California’s long-running 
PFML program shows health and developmental improvements continuing into ele-
mentary school. as well as long-term health benefits for the breastfeeding parent. 
Time at home with young children helps parents ensure their children can attend 
well-child visits and receive vaccinations. The Yearbook shows that 1 in 10 infants 
and toddlers had not had a well-child visit in the previous year and more than a 
quarter were not up to date on recommended vaccines, with babies in families with 
low income lagging further behind. More time with babies can help parents and 
practitioners identify and intervene in a variety of developmental difficulties. This 
is especially important for caregivers of infants who are considered at high risk, 
such as babies born preterm or at low birth weights and those who have illnesses 
or birth defects.12 

‘‘Zoë is the first newborn that we have had significant time to bond with 
out of the 3 children we have, mainly because I (mom) am not working at 
all and dad was given paid family leave through his job as health and phys-
ical education instructor at a charter school. It has made a world of dif-
ference in her happiness and overall well-being. I was not able to success-
fully breastfeed for very long with my other children due to the stress of 
returning to work just a few weeks postpartum. I am elated that Zoë con-
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tinues to breastfeed strong! Each drop of milk I can provide her contributes 
to her physical and emotional health.’’ RaShona B. (Wilmington, DE) 

Maternal Mental Health: More than one in ten (11.5 percent) of women and birth-
ing people are estimated to experience postpartum depression, with higher rates for 
those in lower socioeconomic group.13 One fifth of maternal deaths in the post-
partum period are related to mental health conditions.14 Moreover, babies’ mental 
well-being is intertwined with that of their parents, so a parent’s depression can af-
fect the attachment process. 
Paid leave can have a significant impact on maternal mental health. Research 
shows that each week of paid leave up to 12 weeks reduces the odds of a new moth-
er/birthing person experiencing symptoms of postpartum depression.15 

‘‘[When Emmett was in the NICU], I would pump every three hours, begin 
my work days before the sun came up. I would leave work before lunch and 
spend time in the NICU in the afternoon. I would come home and finish 
my work day and after dinner, I would go to the NICU for the last feeding. 
I was trying my best to be in two places at once but because there are no 
resources for moms in situations like mine, I was forced to sacrifice my 
mental/physical health and healing to ‘get it all done.’ I suffered extreme 
postpartum depression and anxiety from the overwhelm that was on my 
plate and the fact that I was watching a tiny premature baby fight for his 
life in the NICU. When I was postpartum, I still had health complications 
and I never had a chance to take care of myself. My husband and I planned 
for a baby and we tried our best to prepare for the financial aspect of un-
paid leave. However, as much as we feel like our world is in a stand still, 
the bills do not stop. My husband took intermittent parental leave to make 
sure that we did not have a gap in health insurance. Without him doing 
that, our NICU bills would have been astronomical.’’ Jessica D. (Florence, 
MA) 

Child Care: PFML is part of a continuum of policies needed to ensure families can 
balance work and family needs. Child care is the next step. The majority of families 
with a newborn or newly adopted child very quickly are thrown into a search for 
child care in a system that is not ready for them. Infant care is the most expensive 
care and hardest to find with wait lists exceeding months in many parts of the coun-
try. The challenges associated with finding high-quality, affordable child care add 
to the strain on a family adjusting to a new addition and increased anxiety for the 
well-being of their child and the economic necessity of returning to work. 
Strong PFML policies can help both family transitions back to work as well as ease 
a key strain on the child care system. Families in states such as California and 
Rhode Island report positive effects on their ability to arrange child care.16 Longer 
periods of paid leave relieve pressure on the child care system. 
Economic Security: The birth of a child can be an unsettling event economically. 
Recent data show one in four mothers experience poverty around the time of their 
child’s birth.17 A lack of leave may cause pregnant people to leave their jobs en-
tirely, especially since fewer than 60 percent of workers are covered by Family and 
Medical Leave Act job protection.18 Lack of access to paid leave almost certainly 
propels the high rates of return to work within a few weeks of giving birth. 
The economic benefits to families of having paid leave are clear, but many of these 
benefits also accrue to their employers and to society as a whole. Paid leave provides 
wage stability and increases attachment to the labor force. It can help the birthing 
parent remain in line for wage increases. Employers avoid recruiting and retraining 
costs. Families are less likely to use public assistance, resulting in reduced costs for 
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state and federal governments.19 Moreover, the vast majority of small business own-
ers, many of which could not afford to pay for paid leave on their own, report either 
positive effects or no effect on their profitability and in fact have experienced posi-
tive effects on turnover and competitiveness with larger businesses.20 

Due to severe health issues, Shawnnita’s son, Kaden, was rushed to the 
emergency room countless times in his early years, where he was frequently 
admitted for care. Shawnnita and her husband spent many days and nights 
with Kaden in the hospital. Even as their child was receiving emergency 
care, Shawnnita and her husband were compelled to work. Kaden’s younger 
brother, Kairo, is now 6 months old and struggling with similar health 
issues. In her words: 
‘‘This was a challenging time for our family. We spent many days and 
nights in the hospital. Not having adequate time or paid leave to take off 
of work made the challenge even greater. Many nights as our son slept in 
the hospital bed next to us, a time we also should have been sleeping, we 
pulled out our laptops to work. We were living on a fixed income, we strug-
gled with the expense of the special formula Kaden needed for his health 
issues, and we could not afford to miss work. Ultimately we had no choice. 
It was through this experience that we realized how important it was for 
parents to have access to adequate paid time off to take care of their chil-
dren who has a serious health need.’’ Shawnnita B. (Bedford, TX) 

Early Childhood Illnesses: Birth or adoption often is not the only time an infant 
or toddler needs their parents’ constant presence. For example, the rates of child-
hood cancer have been increasing over the past 20 years. Almost half of all pediatric 
cancer occurs during early childhood, with the peak incidence of invasive childhood 
cancer occurring during infancy. Unquestionably, all children and particularly very 
young ones need the reassuring presence of their parents at such times. Families 
who care for a child with cancer incur considerable costs during the diagnostic, 
treatment, and follow-up care phases of the disease. Four major factors contribute 
to these expenses: necessary travel; loss of income because of a reduction or termi-
nation of parental employment; out-of-pocket treatment expenses; and inability to 
draw on assistance programs to supplement or replace lost income.21 As with most 
caregiving duties, the majority falls on the mother and therefore her career and fi-
nancial stability is most at risk. Typically, the mother is the one who terminated 
or reduced work hours, which affects the entire family’s financial well-being. This 
economic burden can have long-term effects on the financial security, quality of life, 
and future well-being of the entire family, including the siblings of the affected 
child. Paid family and medical leave would help to alleviate the financial burden 
and eliminate the fear of retaliation when returning to work after caring for a 
chronically ill child. 

Anna’s son, Gareth, had severe allergies and asthma that led to multiple 
hospitalizations in his first year of life. Had Anna had access to comprehen-
sive paid family and medical leave, she would have been able to spend more 
time bonding with Gareth and understanding what was causing his illness. 
Instead she had to walk away from a job she loved to care for her sick child. 
In her words: 
‘‘Having to return to work when your baby is six weeks is no mother’s 
dream. I had to return to work due to the exhausting my entire leave. None 
of the leave was paid, but my job was on the line if I didn’t return to work. 
If there were more time for me to bond with my baby, I would have had 
more knowledge of what was going on with him. I would not have had to 
resign from my job if there was more time allowed to be home with him.’’ 
Anna A. (Bastrop, LA) 

Paid Leave Policies Promote Equity from the Start 
The ability to take time off at the birth or adoption of a child or during a prolonged 
health need of the worker or family members is inextricably bound to a worker’s 
economic situation. One of the most important findings in the Yearbook is that ‘‘pov-
erty and low income remain the most striking demographic factor of babies in the 



177 

22 Cole, P., et al. 
23 Ibid. 
24 National Partnership for Women & Families. (2018). Paid family and medical leave: A racial 

justice issue—and opportunity. https://nationalpartnership.org/resource/paid-family-and-med-
ical-leave-a-racial-justice-issue-and-opportunity/. 

25 Ibid. 
26 Van Niel, et al. 

United States, illustrating the intersectionality of income with race and ethnicity. 
In 2021, nearly two in five (38.9 percent) of the nation’s infants and toddlers lived 
in families earning less than 200 percent of the federal poverty level ($55,000 a year 
for a family of four). Racial and ethnic disparities are clear: 62.3 percent of Black 
infants and toddlers lived in families with low income, as did 61.4 percent of Native 
American and 50.8 percent of Hispanic infants and toddlers.22 
Because families of color are overrepresented in the population with low income, not 
surprisingly they are less likely to be in jobs that provide paid leave and have less 
ability to use unpaid leave because they cannot afford to lose income. The Yearbook 
describes the racial wealth gap for Black and Latine families in particular, noting 
that their overall disparities in having financial assets to fall back on is a barrier 
to taking advantage of unpaid leave,23 and saving for time off is challenging for fam-
ilies living paycheck to paycheck. An additional barrier is wage discrimination 
where Black, Latine and Native workers earn less on average that white men and 
women workers.24 
The ramifications of this inequity go far beyond economics. Families with young 
children who cannot take time off from work are impeded in giving their babies the 
unhurried time for the responsive care that promotes positive development. Dispari-
ties in health access and outcomes are magnified, so that the health and mental 
health of birthing parents and babies alike are placed at risk. Family life could be 
more chaotic simply because parents cannot catch their breath or be fully present 
for their babies. Financial instability, which the Yearbook shows is a reality for 
many babies and especially babies of color, could be even more precarious. Parents 
who return to work must continue the family scramble of looking for infant child 
care, with minimal support in that area as well, and less access to quality programs 
for families of color or with low income. 
One of paid leave’s most important impacts thus would be promoting equity for fam-
ilies and babies even before birth. Research on California’s paid family leave pro-
gram found that the program has not only increased the amount of time off taken 
by all women, but also has resulted in parity in the number of weeks taken by Black 
and white mothers/birthing parents.25 By promoting job retention, paid leave can 
help promote financial stability not only during the leave period, but afterwards as 
well, especially as women who take paid family leave are more likely to have wage 
increases in the following year.26 Finally, the ability to care for oneself, attend to 
mental health and health needs and potentially reduce maternal and infant mor-
tality would be a huge gain in health equity—and should be a fundamental guar-
antee to people in the United States, as it is to residents of other industrialized na-
tions. 
The Parameters of a Robust Paid Leave Program 
A national paid family and medical leave policy must be broad and robust to com-
prehensively address families’ needs for providing care. ZERO TO THREE has en-
dorsed the Family and Medical Insurance Leave (FAMILY) Act, which meets this 
goal. It would 

• Provide workers a meaningful duration of leave, not less than 12 weeks, for 
caring for their own serious health condition, the birth or adoption of a child, 
addressing the effects of domestic violence or sexual assault, or to make ar-
rangements for military deployment. 

• Provide wage replacement rates to make taking leave financially possible for 
all working people—ensuring the lowest paid workers receive 85 percent of their 
normal wage, with typical workers earning around two-thirds of their wages. 

• Be inclusive of all working people across the United States, covering work-
ers in all companies, no matter their size. Younger, part-time, lower-wage, con-
tingent, and self-employed workers would all be eligible for benefits. 

• Ensure workers on the job for more than 90 days have the right to be rein-
stated following their leave, and all workers are protected from retaliation. 
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• Be affordable, cost-effective, and sustainably funded by small employee and 
employer payroll contributions. 

Conclusion 
Care is a fundamental factor in human life. We all have needed care as babies and 
will almost certainly need care again at some point. Most of us also will be called 
on to be caregivers. And, except in a handful, but growing, number of states and 
the military, families shoulder this responsibility with little support from policies 
that ensure financial security and peace of mind. Congress can and should change 
this with policies like paid leave. 
Many potential parents are giving up on our nation, faced with the daunting pros-
pect of having a baby during increasingly complex times, residing in what amounts 
to a family policy desert among industrialized nations. From the first State of Babies 
Yearbook five years ago to the one just released, the cohort of infants and toddlers 
in the United States dropped by 900,000 babies, from 11.9 million to 11 million. The 
reasons behind the decline in births are complex. Yet, family-friendly policies could 
be an important key to turning the birthrate around and ensuring the future gen-
eration needed to sustain our economy. 
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