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Introduction

This report summarizes a meeting co-hosted by the Insitute for Women's Policy Research and the
Institute of Industrial Relations of the University of California Berkeley in March 2002. The purpose of
the meeting was to increase the research community’s capacity for providing policy-relevant research
findings on the benefits that paid family and medical leave policies are likely to provide to workers and
their families, employers, and society at large. Participants included advocates for expanded paid leave
policies and key researchers with expertise in economics, education, history, law, political science,
public administration, public policy, social work, social psychology, and sociology.

The meeting agenda, list of participants, participants’ biographical sketches, and partial table of con-
tents of the meeting’s resource notebook are provided in Appendices A through D.

The Policy Context for Research on the Benefits of Paid Family and Medical Leave
Demographic, economic, and public policy changes over the last several decades have substantially
increased Americans’ labor force participation. Sixty-seven percent of all adults are now in the labor
force: 75 percent of men and 60 percent of women (US DOC 2002, Table 569). This leaves signifi-
cantly fewer non-employment hours to care for infants and children, the frail elderly, and the sick than
in previous decades. For instance, only 29 percent of school-age children live with a parent who is
not in the labor force (US DHHS 2000). However, few changes have been made in the way jobs are
organized to address the needs of a society with fewer full-time caregivers at home.

Federal and state policymakers and other advocates for better work/family balance are exploring pol-
icy options for filling this caregiving gap. One policy proposal to make it easier for caregivers to per-
form their responsibilities, both on and off the job, is to increase workers' access to paid time off to
care for their families. This proposal follows the success in earlier decades of efforts to address other
issues related to the integration of women, and particularly mothers, into the labor force, such as the
Equal Pay Act of 1963, Title VIl of the Civil Rights Act of 1964, Executive Orders 11246 and 11375,
the Pregnancy Discrimination Act of 1978, state family leave acts passed in the 1980s and 1990s, and
the federal Family and Medical Leave Act of 1993.

The Family and Medical Leave Act of 1993 (FMLA) created an extremely important new employment
right: the right to take up to 12 weeks of leave from work annually in order to recuperate from a seri-
ous medical condition, to welcome a newborn, newly adopted, or newly placed foster child, or to
care for an immediate family member with a serious medical condition—and then to return to the
same, or an equivalent, job with the same employer. During FMLA leave, an employee’s health insur-
ance benefits must be continued on the same terms that would have prevailed were no leave taken.
While the FMLA' limited coverage leaves millions of workers unprotected, the Actis a powerful pub-
lic acknowledgement of society’s interest in allowing workers the time they need to maintain their
own health, as well as that of members of their families.!

1 Only individuals who worked for their current employer for at least 12 months before the leave, who worked for that employer
for at least 1,250 hours during the previous 12 months, and whose employer has at least 50 employees working within 75 miles
of the individual’s workplace (or who works for a public agency) are eligible for FMLA leave. In addition, employers may be
exempt from reinstating certain “key employees” after their leave is over. Sixty-two percent of workers meet the work experience
and workplace size eligibility criteria (Cantor et al. 2001, Table A2-3.1).
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Most workers who use FMLA leave (66 percent) receive at least some pay during their leave, through
their employers’ paid sick, vacation, personal, or parental leave, temporary disability insurance (TDI),
or other benefits (Cantor et al. 2001, Table 4.4). However, millions of workers need to take FMLA but
cannot afford to do so, and millions more find it very difficult to meet their financial obligations dur-
ing leaves when they do not receive full pay. For these workers and their families, FMLA leave will
only become a functional employment right when an income component is added to the leave’s job-
protection provisions.

Advocates for the policy eventually enacted as the FMLA were aware of the importance of paid leave
and of the difficulty many workers would face in trying to take needed leave if it were unpaid (Littleton
1991). In the 1980s, however, with strong opposition to any kind of leave mandate (President G.H.W.
Bush vetoed FMLA twice), and with the job protection component seen as a critical employment ben-
efit (Shiu 1989), advocates and policymakers pushed for unpaid leave as the first step toward a com-
prehensive leave policy (McManis 1999). After 1993, with unpaid leave provided for many workers
by the FMLA, coalitions in several states began campaigns for paid family and medical leave. These
efforts were given added impetus in 1998 when the International Labour Organisation released a
report showing that the U.S. was one of only three industrialized countries that did not provide paid
maternity leave (ILO 1998).2 Further encouragement was provided in 1999 when President Clinton,
responding to a U.S. Department of Labor (DOL) pronouncement that unemployment insurance could
not be used to provide paid leave to new parents in Vermont, directed the DOL to issue regulations
that would allow states to choose precisely that use for their unemployment insurance programs (pop-
ularly known as “Baby Ul1").3

Other financing mechanisms have been explored, partly because of uncertainty about the viability of
Baby Ul created by the lack of support from the current Bush Administration and a lawsuit filed to pre-
vent the implementation of Baby Ul, and as advocates search for policy proposals that cover more
leave conditions and that mesh with their individual states’ political and fiscal environments.
Advocates in states that have mandatory temporary disability insurance programs have considered
expanding those plans to cover family leave, as well as workers” own non-work-related health needs.
Programs that would fund paid family and medical leave through employer payroll taxes and/or state
tax revenues have been proposed in some states (National Partnership for Women and Families
2001a).

In September 2002, California Governor Davis signed the country’s first state paid family and medical
leave law. This new policy expands California’s State Disability Insurance program, paying 55 percent
of a worker’s wages (to a maximum of $728 a week) for up to six weeks following the birth, adoption,
or foster care placement of a child or to care for a sick or injured relative.* At least 25 other states had
considered some form of paid family and medical leave by the end of the 2001 legislative sessions
(National Partnership for Women and Families 2001b).

2 Australia and New Zealand were the other anomalies, A new paid maternity leave policy went into effect in New Zealand
in July 2002, leaving Australia and the U.S. as the only outliers.

3 In December 2002, the Department of Labor annouced its intention to rescind the Baby Ul regulations.

4 The program covers caregiving for children, spouses, parents, and domestic partners. The maximum benefit is scheduled
to increase in 2005 to $840, with adjustments in subsequent years according to an index. The program, funded by employ-
ee payroll deductions, is effective in January 2004, with the first benefits payable in July 2004.
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Purpose of the Meeting

Researchers and advocates for paid family and medical leave have suggested that estimating the value
of the benefits of paid leave might be persuasive to some policymakers who are being asked to con-
sider these proposals. While estimates of the costs of some of the proposed programs are available
(see, e.g., Albelda and Manuel 2000, CA EDD 2000, Dube and Kaplan 2002, Fiscal Policy Institute
1999, Naples and Frank 2002, US DOL 2000, Vroman 2001), less attention has been paid to identi-
fying and measuring the potential benefits of paid leave policies.®

Given the potential importance of estimating the benefits of paid leave, the Institute for Women's
Policy Research and the Institute of Industrial Relations of the University of California Berkeley co-
hosted a colloquium on paid leave. The meeting was supported by Marie Young of the David and
Lucile Packard Foundation, with additional funding from the Ford and Annie E. Casey Foundations.
The general purpose of the meeting was to enhance the research community’s ability to provide ben-
efit estimates of paid family and medical leave to policymakers and advocates in the states. More
specifically, the objectives were to:

B understand advocates’ needs for usable, timely, and credible estimates of the benefits of paid fam-
ily and medical leave;
I identify and discuss potential benefits of paid family and medical leave policies;
1 assess the availability of research findings regarding the benefits of paid family and medical leave
policies; and
¥ identify appropriate methodologies for estimating the benefits of paid family and medical leave.
Invited participants included key advocates and researchers with experience in the issue of family and
medical leave, as well as other representatives of the academic community with relevant substantive

expertise. The meeting was held on March 15, 2002, at the University of California Berkeley campus.
This document summarizes the participants” discussions.

5 Dube and Kaplan (2002) estimate the savings to employers and TANF and food stamp programs for paid leave in California.
Spalter-Roth and Hartmann (1990) analyze the henefits of (costs of not having) a national family and medical leave policy.

3






The Political Process of Enacting Paid Family and Medical Leave

Information about the likely benefits of paid family and medical leave (PFML) may be a useful tool for
advocates, policymakers, and business leaders working to expand access to paid family and medical
leave. However, there are several contextual factors that affect the relevance of benefit estimations. In
addition, the manner in which economic analyses such as benefit estimations are presented affects
their usefulness to interested stakeholders.

Policymakers’ Concerns in Considering Paid Family and Medical Leave Proposals

Policymakers tend to be very concerned about the cost of PFML proposals, regardless of the funding
mechanism (employer or employee payroll tax and/or general tax revenues). The likely impact on
businesses, and particularly on small businesses, is a primary interest. While accurate cost estimations
showing a relatively small effect may be most persuasive, larger estimates that suggest the policy
would not be devastating to the business community may also be constructive. However, cost is not
the only issue for the business community and policymakers. Even if PFML were funded solely
through general tax revenues or employee payroll taxes, businesses would still be affected by employ-
ees’ utilization of paid leave, if the availability of pay during leave increases the number of users or
the length of leave taken. Discussion of the likely benefits that would accrue from the enactment of
PFML may help mitigate this concern for policymakers, especially when benefits would be experi-
enced directly by employers (for example, in the form of reduced turnover).

Diverse Viewpoints

The business community includes diverse interests. In addition to different impacts likely to be felt
by employers of different sizes, individual managers within a single company may have different
views of PFML related to their specific role in the organization. Advocates may be able to form
constructive partnerships with some members of the business community. (Since many business-
es are already required to comply with the FMLA, using language for PFML that is the same as
that used in the FMLA may reduce employers’ administrative costs and increase support for paid
leave policies.)

Public Health/School Readiness

It is important to discuss the potential public health impact of PEML, where specific effects can be
identified. For instance, there might be an improvement in children’s health status, a decreased use
of nursing home facilities, or a reduction in public funding for medical expenses if employees were
better able to care for their families because of the enactment of PFML. The effect on children’s
readiness for school could also be an important issue.

Safety Net

For some policymakers, it may be important to focus on the impact of PFML on low-wage workers
and those moving from welfare to work. Implementing PFML could be seen as a way of reinforc-
ing the social safety net that was dramatically changed with welfare reform in 1996, when the
expectation that families would support themselves through paid employment was expanded.
Some policymakers may now see a need to implement benefits such as paid leave in order to sup-
port this increased labor force participation.



U.S./Europe Comparison

Some meeting participants wondered if comparisons with paid leave policies in Europe might be
persuasive to policymakers. One idea was to list countries (including the U.S.) by their leave poli-
cies and their productivity, to show the relationship between national caregiving policies and coun-
tries’ economic health. However, policies in other countries are typically for parental leave only,
not for broader family and medical leave, and in many instances are restricted to maternity leave
(Evans 2000). In the U.S., the coalition working for the FMLA made a strategic decision early on
that its goal was to require leave for all caregiving—not just for mothers with new babies, but for
other caregivers and other care receivers as well (Greenhouse 1987).6 A comparison to other coun-
tries that have narrower leave policies would be less relevant to the U.S. policymaking context.

The Role of Public Opinion in Winning Paid Family and Medical Leave

Taking a longer-range view, educating the public about the benefits of PEML may help build a founda-
tion for future legislative action and conversations with policymakers. This outreach could be under-
taken as part of a campaign to mobilize voters, which has been shown to be effective in changing pub-
lic opinion (Brady and Elms 2002).

How to Present Benefit Estimation Data

Researchers should plan strategically about how to present information about PFML benefits to advo-
cates. To be most useful in conversations with policymakers, estimates should be presented in a clear
and accessible format and not be overly long or excessively detailed. Advocacy coalitions around
PFML may be quite broad, with representatives of labor unions, women’s organizations, pediatricians,
religious organizations, legal services staff, and advocates for children, the disabled, and the elderly.
Individuals using cost or benefit data in PFML campaigns may have little or no experience in under-
standing or explaining cost/benefit methodology. The method used to construct the estimates should
also be described in a manner that is easy to understand, although in many instances the audience for
the benefit estimates does not need to know every detail or step in producing the results.”

Connecting Advocates and Researchers

Building relationships between advocates and the local research community can be important for
PFML advocacy campaigns. These researchers may already have established reputations and credibil-
ity with local policymakers. However, it can be difficult for advocates to find researchers who are
interested in undertaking the work of producing cost or benefit estimations for local PFML proposals,
especially because the goals and timeframes for academic research are not typically congruent with
those of public policy campaigns.

6 This commitment was generated by feminist concerns about reifying women’s role as caregivers, by an understanding of the
broader need for leave for purposes other than maternity and paternity, and by an interest in building a foundation for a
more inclusive advocacy coalition.

7 See Watkins (2001) for an advocate’s account of the use of cost estimates in policy campaigns.
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Identifying the Benefits of Paid Family and Medical Leave

Meeting attendees brainstormed about the potential benefits of paid family and medical leave policies,
identifying many likely benefits for employers, workers and their families, and society (taxpayers). Most
of the ideas summarized in this section are speculative, as very little empirical evidence is available
about the differential impact of unpaid and paid job-guaranteed leave. Further study may show that sev-
eral of these benefits are associated more with the former and are not specifically enhanced by the
addition of an income replacement component to, for example, FMLA leave. While the group gener-
ally assumed that workers would take more frequent and longer leaves if the leaves were paid—a
notion supported by data from Cantor et al. (2001) regarding leaves being cut short or not taken
because of financial constraints—there is little collaborating evidence of this outcome in existing data.

PFML can provide benefits above and beyond those of unpaid leave if:

§ workers receive greater wage replacement during PFML than they would during FMLA leave
(which may be compensated by voluntary employer paid leave programs) in the absence of a
public program;

¥ PFML leave is longer than unpaid FMLA leave;

B the availability of PFML increases workers” productivity or job retention;

B PEML is taken when unpaid leave wouldn't be;

B employees with paid leave are more likely to retain employment when they experience a need for
leave (for instance, because the wage replacement dissuades them from quitting their jobs and
applying for public assistance, or if they avoid work-attendance problems related to their need for
leave that would otherwise cause job loss and receipt of unemployment insurance benefits); and/or

B the availability of PFML affects other decisions (for example, families’ plans for providing elder-
care, or individuals’ decisions to join, or remain in, the labor force).

All these outcomes will be affected by the level of compensation provided through a PFML policy. It
is unlikely that public PFML policies will provide full wage replacement, though many employers offer
full payment for some types of leave or for some portion of leaves.

More data are also needed regarding the current extent of coverage of FMLA leave by employers’ vol-
untary paid leave programs, such as paid sick and vacation leave. The specific details of a PFML policy
in terms of the extent of workforce coverage will also affect the nature and magnitude of its benefits.

In addition, as several participants noted, demographic, cultural, and economic differences among
employees will affect the way they use PFML. For example, while having PFML might allow some work-
ers’ aged parents to continue to live independently rather than moving into a care facility—because
their employed adult children could take time when needed to care for them—seniors with fewer eco-
nomic resources would not have the option of using a care facility whether or not their adult employed
children could help them during medical crises, so having PFML would not prevent a relocation into a
care facility. In some cultural communities, moving an elderly family member into a care facility, rather
than having the family provide care, would not be acceptable even if it were affordable.

Finally, although these benefits have been categorized here for ease of presentation, some of them may
affect more than one group. Many of the intangible benefits for society would also have a positive effect
of providing a stable workforce for businesses and healthier families for workers, for example.
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Benefits for Employers

Several areas in which PFML might benefit employers were discussed, including direct cost savings or
revenue increases, savings associated with decreased unplanned absences, increased productivity,
and savings related to workforce development.

B Direct cost savings or revenue increase: Lower out-of-pocket expenditures for benefits such as
child-care subsidies, medical care, and workers’ compensation claims; higher revenue through
retention of clients who would take their business elsewhere if affected employees left the firm;
potential savings from avoiding lawsuits over inequitable access to family leave time.

§ Cost savings that would accrue from being better able to plan around absences: Uncertainty
regarding staffing is costly to firms; a recent survey found that the average annual per-employee
cost of unscheduled absenteeism is $600 (CCH Incorporated 2000). If the availability of PFML
allowed workers and managers to better schedule around needed time off, employers might reap
cost savings.

B Increased productivity: PFML might increase productivity through a number of mechanisms:

e Creating better morale, improving health and restedness, increasing loyalty to an employer
who expresses concern about and support of employees’ family responsibilities, decreasing
error rates of employees who need and can utilize time off. Team morale may also benefit if
individual employees experience less work/family conflict, which is especially important to
employers who utilize work groups.

e Enhanced morale may increase creativity and innovation, qualities that are increasingly essen-
tial to firms competing in a global economy (Reichheld 1996).

o The availability of PFML may lower turnover by allowing workers to retain their jobs during
periods of family caregiving.

e PFML may increase productivity by reducing depression (the relationship between depression
and productivity has been analyzed by Berndt and Finkelstein 1998), if the inability to ade-
quately address family care needs is associated with depression and would be alleviated by
PFML.

B Savings and increased productivity from workforce development: Reduced gender bias, greater
advancement opportunities for female caregivers; increased labor supply of caregivers; better
long-term career and intellectual capital development with better support for work/family accom-
modation.

It is likely that these benefits would vary by size of firm.

Benefits for Workers and Their Families

Workers and their families are likely to experience a reasonable benefit from PFML primarily in the
form of increased income during leave. They may also have lower costs for third-party care for fami-
ly members, greater long-term economic security, and intangible benefits.

B Direct increase in income or decrease in spending: Wage replacement during otherwise unpaid
leave increases income; keeping elderly and disabled relatives at home rather than in a care facili-
ty or purchasing less infant care, which is expensive and inadequately supplied, decreases expen-
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ditures. If mothers are better able to establish and maintain breastfeeding when they have PFML, the
paid leave may support short- and long-term health benefits of breastfeeding; and paid leave may
allow workers to avoid costs associated with inadequate medical and mental health recovery from
childbirth. There may be additional savings from decreased incidence of elder abuse and other vio-
lence (including workplace violence) and from avoiding negative impacts of poor infant care.

I Having PFML available may have a long-term impact on families’ financial stability, as it allows
them to avoid drawing down financial resources and increases their ability to maintain finan-
cial obligations such as mortgage payments.

I Intangibles: Caregivers may feel less work/family conflict; may experience less stress if they are
not forced to return to work when they feel affordable, quality newborn care is not available; may
benefit from being able to ensure continuity of care to family members; may value knowing that
PFML benefits will be available in case of future need (“option value” is a good that individuals
might be willing to pay for even if they never need to use the PFML); and may experience greater
family stability through avoiding financial strain. Siblings may benefit by not having to provide
care, when parents can take leave.

Benefits will vary among employees, depending on the presence of other potential caregivers in their
social system, their financial resources (which affect how they deal with unpaid leave), whether their
needs for caregiving leave are critical or chronic, and their values about how care should be provid-
ed to their family.

Benefits for Society and Taxpayers

Paid leave may save taxpayers money by decreasing transfer payments to workers who become unem-
ployed when they need caregiving leave and by reducing health-care expenditures. In addition, meet-
ing participants suggested a number of intangible benefits to society of providing better support to
families.

i Direct cost savings: Lower transfer payments (welfare, unemployment insurance, Medicaid) with
fewer job quits; reduced catastrophic health expenditures. If family care speeds recovery, paid
leave may further reduce health-care expenditures and spending on care facilities. Additional cost
savings may result if access to PFML affects the incidence of low-birthweight babies.

1 Intangibles: Providing wage replacement during FMLA leave may provide a consumption
smoothing effect, as employees on leave are more able to maintain their usual level of consumer
spending (an impact that has been established for unemployment insurance, Gruber 1997). This
increases revenue for businesses patronized by workers who are on leave. Society may also
accrue benefits from demonstrating to children that their well-being is important and valued,
even in comparison with their parents’ employment. Supporting caregiving and parenting by
offerlng PFML could increase fertility or, if it induces men to increase their participation in care-
glvmg, equalize women’s and men’s employment experiences and outcomes. Public leave poli-
cies should increase the equity of access to paid time off, as research shows that low-wage work-
ers are currently less likely to be covered by paid leave than are those with higher wages
(Heymann 2000). Finally, if PFML leads to better care of children, it may provide long-term ben-
efits related to children’s improved cognitive and socio-emotional development and better basic
health and safety.






Developing Models to Estimate the
Benefits of Paid Family and Medical Leave

Working under a contract with the Institute for Women'’s Policy Research funded by the Ford
Foundation, Randy Albelda and Alan Clayton-Matthews of the University of Massachusetts Boston and
Tiffany Manuel of the University of North Carolina Charlotte are developing a cost estimation model
to use in valuing the benefits of PFML proposals. The project’s goal is to quantify two primary com-
ponents of PFML benefits: the long-term impact of job loss on wages (for workers who, in the absence
of paid leave, lose their jobs) and amounts of transfer income such as unemployment insurance, pub-
lic assistance, and Medicaid received by these workers.

The benefit estimation model uses leave data from Cantor et al. (2001) and demographic and employment
data from the National Longitudinal Survey of Youth to calculate the impact of a leave-needing event on
individual employment outcomes. The model can be modified to reflect the configuration of a variety of
PFML proposals, including Baby Ul and expanded TDI.

Arindrajit Dube and Ethan Kaplan worked with Michael Reich to provide cost and benefit estimates of
expansion of California’s TDI program to cover family and medical leave. Dube and Kaplan (2002) use
data from the U.S. Department of Labor's Balancing the Needs of Families and Employers survey
(Cantor et al. 2001) and Small Business Administration survey data on employee turnover and replace-
ment costs (Trzcinski and Alpert 1990) to estimate employers’ savings from paid family and medical
leave. They also estimate the impact of paid leave in reducing government payments for TANF and food
stamps. The 2001-2002 California Workplace Survey, sponsored by the University of California
Berkeley’s Institute for Labor and Employment, found that 79 percent of Californians support paid fam-
ily leave and that 65 percent would be willing to pay at least $2 per month to have PFML themselves.






Methodological Issues Related to Evaluating the
Benefits of Paid Family and Medical Leave

Researchers must be wary of using individuals’ past behavior to predict the likely effects of a new
policy, especially if widespread change in benefit availability leads to the evolution of new cultur-
al norms about caregiving and leave-taking. The availability of an enhanced leave benefit could
induce behavioral change that would not be predicted by analysis of individuals” behavior in a dif-
ferent policy environment.

Another way of getting estimation data is to compare the behavior of individuals who have different
benefits (e.g., those living in states with temporary disability insurance mandates with those in other
states), or to use data on benefit utilization from before and after implementation of, or a substantial
change in, a benefit program. In some instances, a control group can be identified that is unlikely to
be affected by a benefit policy (or that is expected to experience only a small effect), for comparison
to the group of interest or to verify that a model has been specified accurately. For instance, in
Christopher Ruhm’s analysis of the effect of parental leave on child mortality rates, the relationship
between parental leave and elders’ mortality is used to assess the model that is then employed to eval-
uate the impact of parental leave on children’s health (2001).

One method for valuing paid family and medical leave, or to measure the importance of PFML to vot-
ers, is contingent valuation, or “willingness-to-pay” research. In this approach, survey respondents are
asked to specify what amount they anticipate they would be willing to pay in order to have a partic-
ular public policy. The value may accrue through respondents’ expectation that they would use the
benefit themselves (use value) or because of an altruistic sense that the value should be available to
others even though the respondent does not anticipate using it (non-use or “need” value). A recent
contingent valuation study found that a sample of urban elementary school teachers was willing to
pay a weekly premium of $6.73 for one annual week of family care leave (Drago, Costanza, and
Caplan 2001).

While this methodology can produce useful information regarding the importance of PFML to the
public, some participants in the meeting expressed the view that it is a better political tool than a
research method, especially since contingent valuation estimates are highly sensitive to word choice
and question order. Others felt it is an appropriate means of determining the value of an otherwise dif-
ficult to measure benefit.






Existing Research Findings and Data; Data Collection

A number of existing data sets were mentioned that might have relevant data for PFML researchers.

¥ Surveys with data about paid leave include the U.S. Department of Labor’s 1995 and 2000 sur-
veys about the need for and use of family and medical leave (Commission on Family and Medical
Leave 1996, Cantor et al. 2001), the Bureau of Labor Statistics’ Employee Benefits Surveys
(www.bls.gov/ncs/ebsthome.htm), and the Families and Work Institute’s National Study of the
Changing Workforce (www.familiesandwork.org).

¥ For information about companies’ current leave policies and their utilization: The annual surveys
of companies with model work/life programs conducted by Working Mother magazine; work by
Milt Moskowitz, business writer and advocate for corporate social responsibility; and surveys
conducted by the Great Place to Work Institute, the results of which are published in Fortune
magazine as “100 Best Companies to Work For in America.”

¥ Surveys about health practices: the National Health Interview Survey has data on respondents’
use of medical services (but has little information about geographic location); the Behavioral Risk
Factor Surveillance System, with approximately 150,000 observations annually, collects data
regarding health-related practices by state and may have relevant information about such issues
as breastfeeding; and the Health and Retirement Survey follows cohorts with extremely detailed
health data (though the sample size is small).

8 The California Work and Health Survey, a longitudinal survey started in 1998 by the Institute for
Health Policy Studies of the University of California San Francisco, reports data related to employ-
ment and health.

Participants in the meeting also suggested ways to expand existing surveys or implement new ones to
gather additional data about the benefits of paid family and medical leave.

B Utilization data available through state governments: Researchers might work with state labor
departments to expand unemployment insurance surveys.

§ Employer surveys, asking about turnover and other business impacts. Eileen Trzcinski and William
Alpert implemented a four-page written employer survey, asking very detailed questions about
leave policies, with a 75 percent response rate (1990). (Michael Reich will survey California
employers next year.)

I Where no single dataset contains the data required for a study, researchers may be able to link
multiple datasets together. For instance, Henry Brady is working with the U.S. Department of
Labor and the California Employment Development Department to link data from the state unem-
ployment insurance surveys with the federal Current Population Survey.

B If the U.S. Department of Labor conducts a third FMLA survey, it might be possible to add ques-
tions regarding the length of leaves taken and wage replacement rates offered under employers’
existing voluntary paid leave policies.

B The National Institute of Child Health and Development and the National Institute of Aging are
undertaking a new inter-generational initiative and are looking for new projects to support.

B It might be possible to identify individuals with certain medical needs (e.g., Alzheimer’s patients)
and then investigate their caregiving support networks, as a way of estimating the need for paid
leave for caregivers for these populations.






Next Steps for the Research Community

Participants identified a number of gaps in current research that hamper efforts to accurately assess
the benefits that would likely accrue from the implementation of paid family and medical leave. They
also suggested many specific ways to discuss the importance and value of paid leave.

Research Needs

A. Data on leave availability and use

1. Document the extent of present coverage by paid sick, vacation, temporary disability, and
family and medical leave programs. In examining this issue, it is important to note that PFML
is not a vacation and that workers need all three kinds of leave (vacation, sick, and family and
medical). For instance, if new parents return to work with no sick leave balance to draw on
when they, or their infants, become ill, inadequate care may be provided after the leave is
over. PEML is for serious health conditions, while sick leave is for less serious illness of self
and, where allowed, family members.

2. Calculate utilization rates of existing leave and likely utilization rates of proposed PFML by
detailed leave reason and employee demographics. (Confidential surveys might be useful here.)

3. Examine differences in experiences/outcomes between states that now have mandatory tem-
porary disability insurance (California, Hawaii, New Jersey, New York, and Rhode Island) and
those that do not. (This could be in the form of logistic regression where the dependent vari-
able is the probability of taking a family and medical leave,) controlling for other systematic
differences among these two groups of states.

4. Obtain data regarding the number of workers who do not return to work following leave, or
are dismissed shortly after a return from a (12-week) leave.

B. Employers’ experiences of leave
1. Document the value to employers of improved morale.

2. Perform a solid, credible study of the cost of employee turnover (possibly updating the
study reported in Phillips 1990). It would be useful to have a cost model that captures the
impact of turnover on a firm’s reserve of intellectual capital and on shareholder value and
that also recognizes that some turnover may be perceived by employers to be a positive
business factor.

3. Study the experiences of companies with model PFML policies.

C. Caregivers and caregiving
1. Using hospital records, track the number of individuals needing care and the number of care-
givers per care need incident.

2. Use simulation studies to assess the impact of access to PFML on elder-care planning.

3. Explore the relationship between leave-taking and human capital accumulation: Does more
leave-taking increase labor force tenure and thus human capital, or does more leave-taking
interrupt human capital development?

4. Explore whether family care is better than paid care, in terms of speed of recovery and long-
term complications.
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5. Explore how families cope with the lack of paid leave now and how these coping strategies
vary among different groups of workers.

D. Other
1. Conduct more research on how information about PFML affects public opinion.

Strategies for Evaluating and Presenting Benefit Estimations

A. Defining research projects
1. Focus on a small number of benefits that have the largest impact, rather than trying to cap-
ture the entire universe of likely benefits. For example, with an expanding elder and chroni-
cally ill population, costs associated with their caregiving needs and questions about who will
provide that care may have an especially large economic impact. (Metlife of Massachusetts
may have documentation of the relationship between caregiving and nursing home costs.)

B Building coalitions
1. Coordinate the influence of institutional investors and Boards of Directors to build their sup-
port for voluntary employer paid leave policies. It might be useful to survey Boards of
Directors about corporate workforce quality issues and leave policies, to increase their aware-
ness and concern about the need for PFML.

C. Framing the issues
1. Discuss the business community’s need for a “family infrastructure” as well as the typical
infrastructure needs provided by public works such as roads and public utilities.

2. Talk about the costs of PFML as being a cost-shifting, rather than the imposition of new
costs. Thus, a worker who cannot take a long enough leave to fully recuperate from a med-
ical crisis bears a cost in returning to work too early. The income benefit this worker would
receive through PFML is not a new cost; it is a shift in who is assigned responsibility for
paying the cost.

3. Encourage businesses to take a long-term view of employees’ caregiving needs; show that
they're paying the costs now of not providing adequate support, although they may not be
aware of it.

4. Even if some intangibles are difficult to quantify, such as the value of externalities like altru-
ism, they can still be presented as important components in a discussion of PFML policies.

5. Re-evaluate arguments made by those opposed to PFML, to identify and understand argu-
ments that have not been evaluated thoroughly. For instance, it might be helpful to study the
possible abuse/overuse of PFML, to suggest ways policies and businesses can minimize that
problem, if it exists. (However, research suggests that workers do not seek out caregiving
activities—see Hochschild 1997—so this may not be a relevant factor.)

D. Other
1. Analyze which businesses currently do and do not provide paid leave benefits to see if col-
lectivizing PFML would reduce costs for some employers.

2. Presenting data that ranks the states in extent of leave coverage can be useful, showing which
are doing a better job of supporting working families.
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Conclusion

Articulating the benefits of paid family and medical leave policies is very important in working to enact
these policies. Discussions or estimates of the benefits of leave programs help build support among
diverse communities and pose a counterbalance to calculations of program costs. Several surveys are
available that contain relevant data about the likely benefits of paid leave policies, but existing datasets
are inadequate for many of the estimation procedures that are needed. Many critical research ques-
tions, therefore, remain unanswered. Several research efforts currently underway, however, promise to
significantly advance understanding of the potential financial benefits of paid leave.
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Appendix A
Colloquium on the Benefits of Paid Family and Medical Leave

Co-hosted by the Institute for Women’s Policy Research and the Institute
of Industrial Relations, University of California Berkeley, March 15, 2002

AGENDA

Meeting objectives

B Discuss advocates’ needs for useable, timely, and credible estimates of the benefits
of paid family and medical leave

E Assess the availability of research findings regarding the benefits of paid family and
medical leave policies

# Identify appropriate methodologies for estimating the benefits of paid family and
medical leave

Meeting schedule

8:30 am Continental breakfast

9:00 am Welcome and introductions
Heidi Hartmann and Barbara Gault, Institute for Women’s Policy Research
Michael Reich, Institute of Industrial Relations, University of California Berkeley
Mearie Young, David and Lucile Packard Foundation

Meeting participants
9:20 am Background, meeting objectives, agenda review
Vicky Lovell, Institute for Women’s Policy Research
9:30 am Discussion: What advocates for paid leave need to demonstrate the benefits of new policies

Netsy Firestein, Labor Project for Working Families
Marilyn Watkins, Economic Opportunity Institute

10:15 am Break

10:30 am Discussion/brainstorming session: Identifying the benefits of paid leave
Vicky Lovell, Institute for Women’s Policy Research

11:30 am Developing an econometric model to estimate the benefits of paid leave

Randy Albelda, University of Massachusetts Boston
12:30 pm Lunch

1:15 pm Discussion: Methodological issues
Heidi Hartmann, Institute for Women’s Policy Research

2:45 pm Break

3:00 pm Discussion: Research findings and data to use in quantifying the benefits of paid leave
Michael Reich, Institute of Industrial Relations, University of California Berkeley
4:30 pm Review meeting objectives; summarize strengths and weaknesses of existing research;

discuss next steps
Barbara Gault, Institute for Women’s Policy Research

5:00 pm Adjourn
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