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The Hawaii State Commission on the Status of Women (HSCSW), within the Hawaii State Department
of Human Services, received a grant from the U.S. Department of Labor to conduct critical research to
support the positive momentum of Paid Family Leave in Hawaii. HSCSW completed research in the
following categories: 1) economic analysis, eligibility and benefit modeling conducted by the Institute
for Women’s Policy Research; 2) a feasibility study conducted by Sarah Jane Glynn, PhD; 3) a public
poll conducted by Anthology Research; 4) focus groups of labor unions and employers, also conducted
by Anthology Research, and 5) focus groups of mothers, fathers, and family caregivers, conducted by
the Healthy Mothers, Healthy Babies Coalition of Hawaii. This document contains a brief summary of
the research findings.

Paid Family Leave for Hawaii

The United States is the only highly industrialized country in the world that fails to provide its workers
with paid family leave. This lack of access to paid leave has profound consequences for Hawaii’s
working families. In Hawaii, 7 in 10 children live in households where both parents work,! and over a
quarter of children live in households headed by a single parent,? leaving no full-time caregiver at home.
When a new child is born or a serious medical emergency arises, financially vulnerable parents are
forced to choose between their livelihood and the wellbeing of their child.

Children are not the only family members who require care. In 2013, Americans sacrificed an estimated
37 billion hours of unpaid adult care, resulting in an economic loss of $470 billion.® The population of
Hawaii is both older than that of the US as a whole, and is aging faster.*

Existing Programs in Hawaii

FMLA: The Family and Medical Leave Act (FMLA) provides employees with 12 weeks of unpaid
leave. However, due to the nature of its eligibility requirements, only 56% of private sector workers are
covered.® Although some individual companies may offer employees paid leave, this benefit is typically
only available to high-wage employees. Paid leave is generally unavailable to the low-wage workers
who truly have the greatest need for it.

HFLL: Hawaii has its own family leave law in place, which offers up to four weeks of job-protected
leave. However, like FMLA, the Hawaii Family Leave Law only provides unpaid leave, and fails to
cover around 40% of Hawaii’s workforce.

TDI: Hawaii law also requires employers to offer partial wage replacement to employees recovering
from illness or injury, including childbirth. However, TDI is not offered to caregivers or non-biological
parents. Hawaii’s TDI law does not guarantee job security.

The Impact of PFL

National research has shown that mothers with access to PFL are more likely to return to work after the
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birth of a child, and also more likely to return to the same or higher wages than they were earning before
giving birth®. Women who take paid parental leave are 39% less likely to receive public assistance, and
40% less likely to receive food stamps than women who do not take paid leave and return to work. This
trend is also present in men.’

Potential Program Structures

Employer-Mandated

Under an employer-mandated structure, individual businesses are solely responsible for funding
workers’ paid leave benefits. Although Hawaii’s current temporary disability insurance program is
employer-mandated, this structure is not recommended as a model for paid family leave.

In an ideal world, women and men would share caregiving duties and take leaves at equal rates.
However, because women are currently more likely to take leave than men, an employer-mandated
structure unintentionally discourages employers from hiring women®. Employer mandates also stand to
negatively impact small businesses, which are more likely than large businesses to require replacement
workers while others are out on leave.

Social Insurance

Under a social insurance system, workers pay premiums (usually through payroll taxes) into a dedicated
insurance fund. Each individual pays premiums at a similar rate, regardless of their likelihood to file a
claim, so as to equalize financial impact. Costs are often calculated as a percentage of earnings. Higher
earning workers pay more into the system, but also receive a larger benefit as a percentage of their
normal wages. By spreading both risks and resources across all workers, this system provides benefits at
a low per-person cost.

Social Security and Medicare are examples of national social insurance programs. California, New
Jersey, Washington State, and Rhode Island all have PFL programs that operate similarly to social
insurance.

If employee contributions are required, it is important to ensure that low-wage workers are not
disproportionately burdened. One option is to calculate deductions based on a sliding scale; another
option is to have no cap on taxable wages.

Noncontributory

Under a noncontributory program, the government provides general funds to employers to pay workers
on leave. There are no premiums or payroll contributions involved. This system of paid leave is not
present in the US, and is relatively less common abroad than the social insurance model.

Program Components

Determining the validity of a leave application
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Despite opponents’ concerns about potential abuse of the system, fraud within current systems is quite
low due to procedures in place to evaluate and verify claims.

In states with paid family leave, the medical documentation required for state-benefits is much more
detailed than the documentation required for unpaid leave under the FMLA. To apply for leave under
the FMLA, workers are not required to provide their detailed medical history or diagnoses. A
government-run PFL program, however, can require workers to waive HIPAA and provide detailed
medical information. In California, for example, medical providers must submit documentation directly
to the state, and the duration of care is cross-checked against the Official Disability Guidelines (ODG).°

Eligibility

Designing a PFL program requires access to individual-level data about workers’ work histories and/or
earnings. The most efficient and cost-effective option is to make use of already existing state-held data.
Hawaii does not currently collect data on employees’ work hours, but the state unemployment insurance
(UI) system does collect data on earnings. The State Directory of New Hires also collects data on
earnings, and has sharing capacities with the Ul system.

However, it is not recommended that eligibility be based on wage. Wage-based eligibility would make it
more difficult for low-wage workers to qualify. For example, to meet Rhode Island’s qualifying base
period minimum of $11,520, a $9.25 minimum wage worker in Hawaii would have to work 1,246 hours,
while a worker earning the Hawaiian median wage of $19.24 would only have to work 599 hours.*®

It is recommended that eligibility for PFL in Hawaii be based on prior labor force attachment. One
potential option is to require workers to demonstrate that they have had earnings during at least one
quarter out of a base period, though without establishing a minimum earnings threshold.

Length of Leave

A worker is not automatically eligible for the maximum number weeks; the amount of paid time off
offered to a worker is determined by their medical circumstances. The Academy of Gynecologists and
Obstetricians recommends a minimum of 4-8 weeks of recovery time after a normal birth, and more
time is required to establish bonding and breast-feeding. On average, workers under existing PFL
programs do not choose to maximize the full length of leave. While new parents are more likely to
utilize the maximum leave amount possible, family caregivers only take the amount of time that is
medically necessary.
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California District of New Jersey | New York Rhode Washington
Columbia Island
Max Leave | Upto6 Upto 8 Upto 6 Upto8 Upto4 Upto 12
Offered weeks weeks of weeks weeks in weeks weeks
parental 2018, 10
leave & up weeks in
to 6 weeks 2019, 12
of family weeks in
care-giving 2021
leave

Amount of pay

Benefits can be calculated differently depending on the time period used to set a worker’s base wage.
Rhode Island sets base wage as the highest quarter of earnings in the past year, while New Jersey uses
the prior 8 weeks. Hawaii’s current Ul system determines eligibility based on earnings and employment
in a base period of five quarters, and calculates wage replacement based on the highest quarter of
earnings.

Determining by average wages over a long period of time would prevent workers with weak ties to the
labor force from drawing disproportionately high cash benefits. This system ensures that the majority of
workers are included in the program, while also ensuring that workers’ benefits accurately reflect their
contributions.

Administration

Processing payments

The vast majority of workers would receive their benefits via direct deposit. However, nearly one-fifth
of Hawaii households are unbanked or under-banked,*! so alternate options should also be made
available. Claimants who are unable to receive direct deposits may receive preloaded Electronic Benefit
Transfer (EBT) cards. Hawaii currently has a contract with J.P. Morgan Chase to provide EBT cards for
TANF, SNAP, and other programs.'? Paper checks are another option, though less cost-effective.

Reviewing and processing appeals

Applicants would require a way to request a hearing if they feel they have been wrongly denied benefits.
The Hawaii Ul system currently has a process in place to evaluate unemployment insurance claims, in
which the Employment Security Appeals Referees’ Office (ESARO) administers a hearing in-person or
over the phone. If the claimant disputes the outcome of the hearing, they may file an appeal with the
circuit court.®® This system can be expanded to include PFL appeals.

Fraud Detection

The Ul program takes the preventive measures of routinely checking IP addresses and cross-checking
information against state held databases such as the Directory of New Hires. Hawaii’s unique
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geographic location combined with the entirely online application makes IP address based fraud
detection relatively easy. A PFL program would include similar methods of fraud detection. The
program should also notify employers and medical providers when a worker receives benefits, and have
them confirm that the worker is on leave.

The Role of Employers

It is not recommended that a PFL plan include employer opt-outs or the creation of voluntary plans.
Doing so would create costly administrative overhead. California, which allows employers who offer
voluntary plans to exempt their employees from state PFL, has created a VVoluntary Plan Administration
Section in the state employment department that must verify and approve each individual employer’s
voluntary plan.** A universal program is especially preferable in a small state such as Hawaii in order to
help lower overall costs.

Education and Outreach

A public education program should include information for employers, employees, and medical
providers to ensure program awareness. Many workers who most need the benefit may not become
aware of its availability. Although California has had PFL for over a decade, a survey of California
workers found that less than half of respondents were aware of the program, particularly workers of
color and low-income workers.®

An effective education and outreach plan for PFL in Hawaii would include: public service
announcements, working with Employee Assistance Programs, coordinating with foster home training
programs, and regional trainings for medical providers, among other strategies.

Four Models for Paid Family Leave in Hawaii

A 12-week or 16-week paid family leave program in Hawaii may be structured to provide higher
benefits to low-wage workers, or to provide benefits as a flat percentage of wage similarly to Temporary
Disability Insurance (TDI).

Models 1 and 2 provide benefits similarly to TDI, offering 58% of weekly wages up to a weekly
maximum of $594.

However, research suggests that this amount may not be sufficient for low-wage workers to support their
families. A study of Rhode Island’s PFL program, which offers 60%, found that 80 percent of
respondents did not even use the program because they could not afford the loss of income. California
now offers 70% while New Jersey offers 90% for low-wage workers.

Models 3 and 4 provide a higher percentage of weekly earnings to low-wage workers. Those who earn
less than half of the average weekly wage receive 90% of their weekly earnings; those who earn 50 to
100 percent receive 75%; above average earners receive 50%; the weekly maximum is $1000.

| \ Model 1 | Model 2 | Model 3 | Model 4 |
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Structure

12 weeks,
benefits similar
to TDI

16 weeks,
benefits similar
to TDI

12 weeks, benefits
higher for low-
wage workers

16 weeks, benefits
higher for low-
wage workers

Annual cost for
a full-time,
minimum wage
worker
($9.25/hr)

$12.82

$15.00

$20.69

$32.10

Annual cost for
a full-time,
$15/hr worker

$20.78

$24.32

$33.55

$51.81

Annual cost for
a full-time,
average wage
worker
($48,184/year)

$32.10

$37.56

$51.81

$57.76

Administrative
Cost

$1 million

$1.1 million

$1.5 million

$1.7 million

Total Cost

$18.3 million

$21.4 million

$29.5 million

$32.9 million

Average weekly
benefit

$405

$407

$608

$608

Source: Estimates based on IWPR-ACM Family Medical Leave Simulation Model based on 2011-2015 American Community survey and
2012 FMLA Employees survey (U.S. Department of Labor 2012; U.S. Census Bureau 2015)

Note: Total Quarterly Census of Employment and Wages (QCEW) are based on BLS Databases for Private, State, and Local government

workers; $48,148 average annual wage in 2016 QCEW.

Polling Results

Anthology Research conducted a quantitative study in the form of a statewide mixed-mode (online and
telephone) survey. A total of 322 interviews were completed online and a total of 133 interviews were
completed via telephone contacts. A total of 455 surveys were completed. The margin of error for a total
sample of this size is +/- 4.69 percentage points with a 95% coincidence level. All respondents were
employed in the State of Hawaii. The majority — 88% — of respondents worked full-time, with 12%

working part-time.

Key Findings

e More affluent segments of the working base have greater access to leave benefits

e 62% of respondents has wanted to take time off work in the past to care for a new child or an
ailing family member

e Among the respondents who wanted to take time off to care for a new child, only 80% ended up

doing so

e Among those who wished to take time off to care for an ailing family member, only 65% ended

up doing so
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e Roughly three out of four respondents who have taken time off to care for a new child received
pay for at least a portion of the time they were away from work

e Male respondents (73%) who took off from work to care for a new child were more likely to be
on paid leave than were females (44%)

e Of those who took time off to care for a family member, 68% of respondents had at least a
portion of the time they were out covered, while 32% in this group took unpaid leave

e The men (67%) who took off to care for a family member were more likely to be on paid leave
than their female (48%) counterparts

e The average number of weeks taken off to care for a new child was 9.53

e The average number of weeks taken off to care for an ailing family member was 4.27

e Of those who took time off to care for a family member, roughly half (47%) used the leave to
care for a parent

¢ One in four (26%) of respondents said they were “very likely” to need time off from work in the
future to care for either a new child or a family member, and another 29% believe it is somewhat
likely they will need time off from work in the future to care for either a new child or a family
member

e Women are more likely (62%) than men to anticipate taking time off from work in the future to
be a caregiver than their male counterparts (49%)

e The majority (89%) of respondents said they would use this benefit if offered

e Almost all respondents (94%) had either a “very favorable” (60%) or “somewhat favorable”
(34%) perception of paid family leave

e 51% believe that 12 weeks of paid time off is sufficient in most instances, while 33% believe this
is too long a period to be on leave from work with pay and 14% believe this is not enough time

e The average percentage of take home pay that respondents said would be necessary to survive
during a paid family leave was 75%

e Over half (59%) of respondents said they would be willing to contribute a small portion of their
paycheck each month toward a paid family leave program

e The average dollar amount that respondents said they would be comfortable contributing was
$41.88/month

Focus Group Findings
Labor Union Representatives and Employers

Labor union members and leaders, as well as employers with both small and large businesses, were
asked to provide their own definition of ‘paid family and medical leave’. Most participants had a basic
understanding of the concept yet seemed to confuse it with standard healthcare insurance benefits and
maternity leave. After being presented with a detailed description of paid family leave, participants
generally favored the idea.

One issue participants debated over was whether a program such as this would be treated like TDI or
like a flexible spending plan to which employees could contribute and draw on at a later date. This idea
was discussed among union representatives who tended to favor a flexible spending approach.

Many of those taking part in the research believed that the employee should financially contribute to
help pay for this benefit. This sentiment was shared not only by employers but also by many union

Hawaii State Paid Family Leave Analysis Grant Report, Page 7 of 187



representatives. Most agree that if such a benefit were to be offered that for it to be truly successful the
employer would need to contribute their fair share. Business owners preferred the New Jersey system of
PFL,; union representatives had no clear preference.

When discussing employee funding, one of the primary topics that was brought up was whether this
should be an optional choice for employees. Some feel that this benefit should be an additional optional
coverage or benefit for employers, while others argue such a policy would raise costs and ultimately
punish those that may have opted out originally but need the benefit at a later time. These sentiments
support the recommendation that PFL be a universal program.

Mothers, Fathers, and Family Caregivers

Parent and family caregiver focus group participants were asked questions about their awareness of and
experience with paid family leave, as well as questions about their opinion on different paid family leave
policy components. The majority of the participants had a very positive opinion of paid family leave. All
participants had taken some sort of leave to care for a new child, and most had taken leave to care for a
family member. Many had experienced a time in which they felt it necessary to leave the workforce
because of their family caregiving responsibilities. None of the participants worked for an employer who
offered paid family leave as a benefit. Most participants believed that a wage replacement rate of 60%
while on leave would not be sufficient to sustain themselves. Most participants agreed that the cost of
the program should be shared by employers and employees. All participants would be willing to
contribute a portion of their paycheck towards a benefit that provided 12 weeks off of work to care for a
new child or a family member.
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Introduction: The Status of Family Leave in Hawaii

Today’s working families are looking for ways to better balance the demands of their jobs and families.
Starting in the 1940s, the United States saw a growing number of women enter the workforce. Despite a
higher prevalence of dual-earner families, women continue to take on most domestic duties, including child
and eldercare. On those occasions when family demands require a working adult to take time away from
work, many workers risk losing a day’s pay or even their jobs. Some employers provide workers with paid
family leave; however, only 15 percent of civilian workers have access to employer-sponsored paid family
leave (U.S. Department of Labor 2017). Some workers are able to use other leave allocations, such as paid
sick or vacation time, to manage personal or family emergencies. Once these benefits are exhausted, as is
common with chronic iliness or recent childbirth, many are forced to choose between career and family
duties. Alternatively, many women in jobs with low pay and status often lack even paid sick days; therefore,
facing an urgent familial or medical event exacerbates pre-existing economic insecurity. This poses issues for
employers, who in turn lose time, money, and valued employees due to a lack of infrastructure to address
personal obligations (Milkman and Appelbaum 2013).

The Family and Medical Leave Act of 1993 (FMLA) passed in the hopes of broadly promoting work and family
balance between genders, thereby encouraging equal employment opportunity. The FMLA offers 12 weeks of
job protected, unpaid leave for personal or familial medical emergencies. It applies to all employees who
have worked 1,250 hours in the past 12 months in a workplace of 50 individuals or more. This disqualifies
part time, seasonal, and freelance workers from coverage. This is particularly problematic because these
workers tend to have lower incomes and fewer fringe benefits. Family is defined as an employee’s child
(biological, adopted, or foster under the age of 18, or above 18 with a documented disability), spouse, or
parent (The Family and Medical Leave Act of 1993, as Amended 2009). The FMLA’s restrictive eligibility
criteria, its offer of unpaid time off, and its traditional definition of family leads to continued debates of
whether the legislation adequately addresses the balance of work and family life. Only 17 percent of
workplaces report they are covered by FMLA, and studies estimate 59 percent of American workers are
eligible for FMLA coverage (Klerman, Daley, and Pozniak 2012). Since FMLA’s unpaid status necessitates a
reliance on personal savings and assets during the leave-taking period, the program’s accessibility is likely
even lower.

In response to these concerns, many states have expanded FMLA coverage; one such example is the Hawaii
Family Leave Law of 1994 (HFLL). This law provides 4 weeks of job protected, unpaid leave to family members
acting as caregivers. HFLL may not be used in addition to FMLA: if a worker is eligible for both programs, the
maximum leave period remains at 12 weeks. Additionally, it may not be utilized to address one’s own health
conditions, since such cases are covered by Temporary Disability Insurance (TDI). Further, HFLL does not
apply to foster children. Approved HFLL usage includes attending to a biological or adopted child’s health (no
age limit), in addition to a spouse, domestic partner, parent, parent-in-law, grandparent, grandparent-in-law,
and consequent reciprocal beneficiary relationships. Employees seeking coverage must work in companies of
100 individuals or more, for 20 or more weeks per year (“Hawaii Family Leave” 2017). There is no minimum
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hourly requirement, but workers must be employed with their firms for 6 consecutive months prior (“Federal
vs. Hawaii Family and Medical Leave Laws” 2017). HFLL is considered an expansion of FMLA primarily in its
increased leave access for part time, seasonal, and freelance workers and wider definition of family, although
some eligibility criteria is more stringent than the federal counterpart (Bueno 2007). Fewer than half of
Hawaii’s workers are employed by an employer meeting the establishment size criteria of 100 or more for
coverage under the HFLL (U.S. Department of Labor 2014)

Another addition to Hawaii’s care safety net is the Kupuna Caregiver Assistance Act (KC), passed in 2017.
Once implemented, KC will provide up to $70 per day for family caregivers to pay for care support, thereby
allowing primary caregivers to maintain their work schedules and care recipients to age in a home
environment. KC benefits will be utilized for services such as adult day care, transportation, personal and
respite care, and home-delivered meals, for individuals over 60 years of age with daily living impairments
who do not reside in a long-term care facility, with no time limits specified (Kupuna Caregiver Assistance Act
2017). An implementation date has not yet been determined for KC.

Alternatively, five states expanded leave access through the implementation of TDI programs, including
Hawaii in 1969. Hawaii’s TDI requires employers in the state to offer partial wage replacement for workers
recovering from their own illness or injury. Since 1978, this has included pregnancy and/or postpartum
recovery, therefore addressing one facet of work and family imbalance in Hawaii. Guidelines suggest that TDI
benefits would be available for up to 6 weeks for a normal delivery and 8 weeks for a birth by surgical or
cesarean delivery. However, TDI does not offer coverage for family caregivers nor job protection.

In order to qualify for Hawaii’s TDI, individuals must have been employed for 14 weeks for at least 20 hours
per week and earned a minimum of $400 in the year before the onset of disability. Benefits are set at a
minimum 58 percent wage replacement for up to 26 week of leave. Employers use their own discretion to
choose a TDI plan that meets these basic requirements. The program is funded through employer
contributions, although some firms may require employees to contribute no more than 0.5 percent of their
wages. The state excludes several fields from compliance, most notably, federal government employees,
domestic workers, and insurance agents (“About Temporary Disability Insurance” 2017).

Three states have implemented Paid Family Leave programs as an expansion of their existing TDI programs.
Initially these three states covered family leaves by expanding the reasons for claiming benefits under
existing TDI programs, but for fewer weeks than available for leaves taken as disability. Women giving birth
may access both TDI for their own health needs around pregnancy and delivery and then paid family leave for
bonding with their new child. The first to take this step was California in 2004 with Paid Family Leave (PFL),
followed by New Jersey in 2008 and Rhode Island in 2014 with Family Leave Insurance (FLI) and Temporary
Caregiving Insurance (TCl), respectively (Table 1). In January 2018, New York will implement PFL, also as an
extension of the state TDI system, but the benefits may be more generous than under the minimum benefits
provided in the Short-term Disability Benefits Law (DBL). Wage replacement will begin at 50 percent and
increase to 67 percent by 2021; similarly, the benefit duration will start at 8 weeks and rise to 10 weeks
within the same time frame (New York State 2016).
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Table 1: Summary of Existing Paid Parental and Family Care Programs

California Paid Family Leave (PFL, 2004
and revised 2016)

New Jersey Family Leave Insurance (FLI,
2008)

Rhode Island Temporary Caregiver
Insurance (TCI, 2014)

Eligibility

At least $300 earned during the base
period.

Earnings of at least $8,400 OR 20 weeks
of employment in which you had
earnings of at least $168 each week in
the 52 weeks preceding insured family
event. The 20 weeks need not be

consecutive nor with only one employer.

At least 12 months of employment in
which you had earnings of $11,520 or
more in the base period. Alternatively, at
least 13 weeks of employment earning
$1,920 or more within the past 12
months, with a gross income of $3,840 or
more in the past 12 months.

Workers covered

Workers for private employers, state
government, and local governments are

included.

Workers for private employers, state
government, and local governments are

included.

Workers for private employers.

Waiting period

There is a one week waiting period.
(Currently, the waiting period is waived
for women who took leave under TDI for
childbirth and continuing on PFL.)
Effective January 1, 2018, there is no
waiting period.

There is a one week waiting period.

There is no waiting period.

Weekly benefit calculation

Currently, workers on PFL can receive 55
percent of their average weekly wage up
to a maximum ($1,173 in 2017).
Effective January 1, 2018, most workers
on PFL will receive 60 percent or 70
percent of their average weekly wage
(depending on their income) up to a
maximum (51,173 in 2017).

2/3 of average weekly wages up to a
maximum weekly benefit of $615 in
2016. The daily benefit rate is 1/7 the
average weekly benefit rate.

Weekly benefit is 4.62 percent of wages
during the highest earning quarter in the
past year of employment (about 60
percent of weekly wages). Minimum
weekly benefit is $89, with a cap of $817
in 2016.

Maximum annual weeks benefits may be received

6 weeks

‘ 6 weeks

‘ 4 weeks

Sources: Compilation from the State of California Employment Development Department (State of California 2017), New Jersey

Department of Labor and Workforce Development (State of New Jersey 2017), and Rhode Island Department of Labor and Training

(Rhode Island Government 2017).

Washington, DC and Washington State recently passed Paid Family Leave legislation and are in the process of

implementation, notable developments since neither state has an existing TDI program in place. Washington D.C.’s

law, the Universal Paid Leave Amendment (UPLA), will entail 8 weeks of leave for child bonding, 6 weeks for family

care, and 2 weeks for one’s own medical care, with benefits commencing in July 2020. Workers’ wages below 150
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percent of the Federal Poverty Level (FPL) for 40 hours per week are receive 90 percent wage replacement; wages
greater than 150 percent of FPL receive 50 percent wage replacement up to the weekly maximum benefit level
(Universal Paid Leave Amendment Act 2017). Washington State’s program, the Family Leave Act (FLA) will go into
effect in January 2020, offering 12 weeks of family and medical leave each, capping at 16 weeks if both benefits are
required. Payments are progressive, with 90 percent wage replacement for those with earnings at or below 50
percent of Washington’s average weekly wage, plus 50 percent of income earned above this level (Family Leave Act
2017).

IWPR-ACM Family and Medical Leave Simulation Model

The Hawaii State Commission on the Status of Women (HSCSW), along with a committed coalition of
advocacy partners, envisions extending the existing state TDI law with Parental and Family Leave insurance
(PFL) as a state-implemented paid leave program. Using funding from the U.S. Department of Labor’s
Women’s Bureau, HSCSW contracted the Institute for Women'’s Policy Research (IWPR) to provide research
and analysis on the costs and feasibility of implementing paid parental and family care leave statewide.

IWPR, together with economists Randy Albelda and Alan Clayton-Matthews at the University of
Massachusetts, developed and updated a simulation model to estimate the usage and costs of family and
medical leave. The model simulates specific leave-taking behavior (including number, length, benefit
eligibility, and benefit receipt) onto individual employees working in a state, locality, or the nation using data
from the Census Bureau’s American Community Surveys (ACS).! The simulation model estimates several
aspects of leave-taking behavior, conditional on demographic characteristics and leave type, including the
worker’s own health needs, maternity-related disability, new child bonding, and family care for spouse,
children, or parents. These include the probability of needing, taking, getting, and extending a leave if some
or more pay were received, and so on.

The current model uses observable leave-taking behavior available in a national, comprehensive survey of
family and medical leaves. The 2012 FMLA Survey conducted by Abt Associates under contract to the U.S.
Department of Labor is used for estimating the occurrence and leave behaviors around qualifying family
events experienced by U.S. workers in the previous 18 months. Leaves taken in the past 12 months are also
identified. At the time of the 2012 FMLA survey, five states (California, Hawaii, New Jersey, New York, and
Rhode Island) already had provisions for workers to be covered by TDI; California and New Jersey had
expanded their state programs to cover bonding with a new child and family caregiving leaves. The 2012
FMLA survey asked what share of their usual earnings, if any, workers had received while taking recent
leaves, and included options for disability insurance and state leave program benefits among the sources of
payments respondents could select. The assumptions of the simulation model are that the worker would
choose the compensation (employer provided wages or program benefits) that is most advantageous for
herself or himself. The estimates for leave-taking and the associated costs yielded by the model reflect

1 The version used in this report is the five-year ACS microdata for 2011 to 2015. Cost estimates are in 2015 dollars.
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changes in worker behavior due to the implementation of the policy being considered; workers will claim
program benefits if they are greater than those currently available to workers through their employer.

The survey data on observed behaviors are coupled with a few assumptions about unobservable behavior in
the presence of a leave program including:

e The model assumes eligible workers compare weekly benefit amounts available in the leave program
to the “next best option” (employer-paid wages or uncompensated leave in most cases) when
deciding whether to apply for program benefits.

® The point of take-up occurs when an eligible worker experiences a qualifying medical or family event
and takes a leave of absence; this allows the analyst to specify the share of eligible leaves that would
apply for and receive program benefits. Reasons for less than full take up include lack of knowledge,
difficulty with the application process, and lack of job security.

e How a program affects the length of worker leave:

0 Short leaves (less time than a waiting period, if specified) may be extended according to
estimates based on responses to “Would you take a longer leave if you received
some/additional pay?”, a question available in the earlier 2000 FMLA survey.

O Leaves lasting longer than a leave program’s benefit period, but still considered eligible for
employer pay, may be extended.

O Leaves lasting for more weeks than a leave program allows may be extended further even
when no pay or benefits are available.

In analyses undertaken to confirm that the model can reproduce claims data in states with existing family and
medical programs, the IWPR-ACM Model estimates compare well on the number of claims and the total cost
of benefits.

Figure 1 provides a diagram of how the model estimates leave-taking behaviors and associated program costs
based on program specifications and individual determinations for one type of qualifying leave —to care for
or bond with a new child. The model tracks a worker as she or he moves through the decision making
process, accounting for the availability of leave, program specifications, and individual worker decisions
about take-up. Through this process the model estimates the program’s costs and leave-taking behaviors for
new child leaves; the model cycles separately through a parallel series of statistical models for each of the
other types of family and medical leave.
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Figure 1: Simplified Example of New Child Leaves

Out of sample.

Leave needed, Would take leave * Number of leaves.
but not taken. paid leave was available. * Duration of leave.

s  Number of leaves. ‘Weekly employer payments an ‘Weekly employer payments
s  Duration of leave. paid leave benefits. without paid leave benefits.

‘Weekly program
benefits from paid leave.

D leave costs under paid leave program.

Selecting a Model: Four Paid Parental and Family Care
Scenarios for Hawaii

The IWPR-ACM simulation model was used to estimate the usage and costs of four different leave policy
scenarios (Table 2). Each of these is compared to the estimated costs of parental and family care leave being
taken under a baseline: the existing policy environment with employer-provided leave, including TDI for
many employees, but only FMLA or HFLL job-protection for many leaves. This study considers the number of
leaves, time taken away from work, and the value of partial wage replacement for parental and family
caregiving leaves.
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Table 2: Summary of Four Alternative Paid Parental and Family Care Leave Policy

Scenarios in Hawaii

12 weeks, benefits
similar to TDI

16 weeks, benefits
similar to TDI

12 weeks, benefits
higher for low-wage
workers

16 weeks, benefits
higher for low-wage
workers

Eligibility

Workers must have been employed for 14 weeks for at least 20 hours per week and earned a

minimum of $400 in the year before the family event. The 14 weeks need not be consecutive

nor with only one employer.

Workers covered

Workers for private employers, state government, and local governments are included. Self-

employed individuals are not included in cost model estimates.

Waiting period

There is a one week waiting period.

Weekly benefit calculation

58 percent of usual weekly wages up to a

maximum weekly benefit amount. (In 2017,

Hawaii’s maximum benefit amount is $594.)

90 percent of usual weekly wages up to half

Hawaii’s average weekly wage, 75 percent of

usual weekly wages between half and 100

percent of Hawaii’s average weekly wage,

and 50 percent of usual weekly wages above

Hawaii’s up to a maximum weekly benefit of

$1,000.

Maximum annual weeks

benefits may be received

12 weeks

16 weeks

12 weeks

16 weeks

All four of the paid leave programs use the worker eligibility criteria from the temporary disability insurance
program — at least 14 weeks of employment at 20 hours per week in the base period and a minimum of $400
in earnings. Benefits would be paid after a one week waiting period, as under TDI. The cost models included
private wage workers as well as state and local government employees.

The first two models estimate the cost of program benefits under a benefit formula similar to TDI to provide
58 percent of usual weekly wages up to the weekly maximum. The first model allows benefits to be received
for up to 12 weeks and the second model for up to 16 weeks in a calendar year. Research on existing
programs in other states has suggested that a wage replacement rate of 58 percent of usual wages may not
provide a sufficient income to low wage workers to allow them to support their families on the program
benefits they would receive. For example, California has increased their paid family leave benefits from 55
percent of usual weekly wages to 70 percent for workers earning at approximately the minimum wage level
and 60 percent for higher earnings up to their (higher) weekly maximum benefit. New Jersey’s legislature
recently passed a bill that would increase their wage replacement from 66 percent to 90 percent for low-
wage workers and raise their weekly maximum benefit. (The governor vetoed the bill.) To build on the
research underlying these state program changes, the third and fourth models estimate the program costs
for benefits that provide a higher percentage of usual weekly earnings on a sliding scale that provides lower
wage workers with a larger proportion of their weekly wages, but keeps total costs down by replacing higher
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earnings at a reduced percentage. This benefit structure maintains a linkage between earnings and benefit
levels where those that earn more receive higher benefits up to the weekly maximum benefit.

Cost Estimates for Parental and Family Care Leave
Results from the model, shown in Table 3, estimate 29,959 workers currently take leave annually in Hawaii,

including both paid and unpaid leaves. Model 1, which offers 12 weeks of leave, would increase the total
number of leaves by 6.4 percent (to 31,883 leaves; 24,629 for family care and 7,254 for bonding). Within this,
7,609 leaves would claim benefits under a parental and family care leave program (PFL), accounting for 23.9
percent of all leaves. If a program offering a similar benefit level were implemented allowing up to 16 weeks
of PFL, leave-taking would rise by 6.9 percent (to 32,026 leaves; 24,679 for family care and 7,347 for
bonding), and 7,532 of these leaves would be covered by PFL benefits (24.0 percent of all leaves).

There are many reasons that workers experiencing a qualifying family event might not claim leave benefits.
Many leaves are not expected to last more than one week and the program designs modeled included a
waiting period preventing a claim. Some workers might not know about the PFL program or how to file an
application for benefits. Some workers may not be able to afford to take any income loss from taking leave
even with partial wage replacement under a PFL program. Even with the relatively low employment and
earnings requirements modeled, some workers will not be eligible for PFL or will assume they do not meet
the eligibility criteria. A worker with employer-provided benefits that would cover the expected time period
needed might choose the private benefits over the public program. (The simulation model assumes the
worker will choose the highest leave benefit they are offered.) Many workers covered by existing PFL
programs are not guaranteed their same or equivalent job on return to work. They may receive partial wage
replacement through the PFL program, but without job protections, and decide against taking leave. For
these reasons, and others that might exist, the model results do not anticipate that all eligible workers
experiencing a qualifying family event will claim program benefits.

Both Model 1 and Model 2 offer partial wage replacement, 58 percent of usual wages up to a maximum
weekly benefit. The average weekly benefit for both models are similar, at $405 for up to 12 weeks of leave
and $407 for up to 16 weeks of leave. Programs providing different lengths of leave benefit receipt vary in
their average length of leave expected, but model estimates suggest that many workers will not take all
weeks of leave. Model 1 has a mean leave of 5.8 weeks (6.9 weeks for bonding leaves and 3.3 weeks for
family care leaves) and Model 2 increases to 6.7 weeks (8.1 weeks for bonding leaves, 3.5 weeks for family
care leaves). Total costs, including 5.5 percent to administer the program, are estimated at $18.2 million
when benefits are capped at 12 weeks and $20.8 million for up to 16 weeks of leave. Program benefit and
administration costs calculated as a percentage of total payroll for wage and salary workers in private
industry or state and local government suggest that a paid parental and family care leave program with
benefits calculated using a formula similar to TDI would cost the equivalent of 0.07 percent (12 weeks) or
0.08 percent (16 weeks) of total earnings.
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Table 3: Costs Estimates for Four Alternative Paid Parental and Family Care Leave Policy

Scenarios in Hawaii

Hawaii Current

12 weeks,
benefits similar

16 weeks,
benefits similar

12 weeks,
benefits higher
for low-wage

16 weeks,
benefits higher
for low-wage

Policy to TDI to TDI workers workers
Total Number of Leaves Taken Annually (Paid or Unpaid)
Parental/Bonding 6,882 7,254 7,347 7,299 7,278
Family Care 23,077 24,629 24,679 24,689 24,646
Total 29,959 31,883 32,026 31,988 31,924
Number of Leaves Taken and Receiving Parental or Family Care Leave (PFL) Benefits
Parental/Bonding NA 5,319 5,404 5,485 5,447
Family Care NA 2,290 2,276 2,296 2,313
Total NA 7,609 7,679 7,781 7,760
Weeks Receiving Program Benefits
Parental/Bonding NA 6.9 8.1 7.3 8.2
Family Care NA 33 3.6 3.4 3.6
Overall NA 5.8 6.7 6.1 6.8
Average Weekly Benefit NA S405 S407 $608 $608
Benefit Cost (Smillions)
Parental/Bonding NA $14.8 $17.5 $24.2 $27.1
Family Care NA $2.5 $2.7 $3.8 $4.0
Total Benefit Cost
(Smillions) NA $17.3 $20.3 $28.0 $31.2
Administrative (5.5
percent, Smillions) NA S1.0 S1.1 $1.5 S1.7
Total Cost (Smillions) NA $18.3 S21.4 $29.5 $32.9
QCEW Earnings
(Smillions) NA $27,455.8 $27,455.8 $27,455.8 $27,455.8
Cost as a Percent of
QCEW Earnings NA 0.07% 0.08% 0.11% 0.12%

Source: Estimates based on IWPR-ACM Family Medical Leave Simulation Model based on 2011-2015 American Community
Survey and 2012 FMLA Employees survey (200 replicates, 26 June 2017) (U.S. Department of Labor 2012; U.S. Census

Bureau 2015).

Note: Total Quarterly Census of Employment and Wages (QCEW) Wages based on BLS Databases for Private, State, and

Local government workers.
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Models 3 and 4 apply a graduated benefit wage replacement formula that replaces a larger share of weekly
earnings for low-wage workers to provide leave that is affordable while also keeping total program costs
relatively low. The benefit formula modeled provides 90 percent wage replacement for individuals with one
half or less of Hawaii’s average weekly pay, 75 percent replacement for wages between one half and 100
percent of the average weekly pay, and 50 percent of usual weekly earnings above Hawaii’s average weekly
pay, up to a maximum weekly benefit of $1,000. Models 3 and 4 show modest rises in overall leave taking
relative to current policy that are similar to models 1 and 2. The 12 week leave maximum in Model 3 would
increase overall leave taking by 6.8 percent (to 31,988 unpaid and paid leaves, including 24,418 for family
care and 7,211 for bonding). Of these leaves, 24.3 percent would be taken with PFL (7,781 leaves; 5,485 for
bonding leave and 2,296 for family care leave). Similarly, in Model 4, which would offer up to 16 weeks of
leave, overall leave taking would increase by 6.6 percent (to 31,924 leaves including 24,646 for family care
and 7,278 for bonding). Of the total leaves, 24.3 percent (7,720 leaves) would claim PFL benefits (5,447 for
bonding leave and 2,113 to address family care needs).

Graduated benefits with a higher weekly maximum (models 3 and 4) result in average weekly benefits of
$608 for both models 3 and 4 -- about $200 higher than weekly benefits under the TDI formula. Model 3 has
an average leave of 6.1 weeks (7.3 weeks for bonding leaves and 3.4 weeks for family care leaves).
Alternatively, the average leave for Model 4 was 6.8 weeks (8.2 weeks of bonding leaves and 3.6 weeks for
family care leaves). Total costs, including 5.5 percent allocated to the program’s administration, and are
estimated at $29.2 million Model 3 and $32.7 million for Model 4.

Costs calculated as a percentage of total payroll for wage and salary workers in private industry or state and
local government suggest that a paid parental and family care leave program with graduated benefits
targeting low-wage workers would cost the equivalent of 0.11 percent (12 weeks) or 0.12 percent (16 weeks)
of total earnings.

The cost estimates shown in Table 3 are the calculated averages (means) across 200 iterations of the IWPR-
ACM simulation model. Appendix 1 provides additional information on the variability of the estimates for the
number of leaves that would claim parental and family care benefits and the total value of program benefits
under the program specifications modeled. Appendix Table 1 shows both the mean and median of each,
calculated across the 200 iterations, and the 10t and 90t percentiles, providing information on the variability
in the program estimates for number of claims and cost of benefits paid based on simulations shown in Table
3.

Three Examples of Estimated Costs per Worker

Table 4 shows examples of the program costs per worker for the four parental and family care leave policy
scenarios presented. The costs per worker are calculated for three wage levels using the total program costs
(including benefits paid and administrative costs) in the bottom row of Table 3 calculated as a percentage of
total payroll wages for covered workers from BLS’ Quarterly Census of Employment and Wages (QCEW). The
upper panel shows the cost per worker on a weekly basis and the lower panel shows the cost per worker on
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an annual basis. The costs were evaluated for workers at three wage levels: (1) Hawaii’s minimum wage,

$9.25, for 40 hours per week (and 52 weeks per year); (2) $15 hourly wage for 40 hours per week (and 52

weeks per year); and (3) Hawaii’s average wage (weekly or annual) in 2016.

The weekly costs per worker range from 25 cents for 12 weeks of parental and family care leave with benefits

structured like TDI for minimum wage workers paid for 40 hours to $1.11 for a worker earning average

weekly wages under the program providing up to 16 weeks of benefits and providing higher wage

replacement for low earners. Only this last program — 16 weeks with higher wage replacement for low-wage

earners —would cost more than $1 a week for an average worker in Hawaii.

Calculated on an annual basis, the parental and family care leave scenarios would cost from $12.82 per year

for a worker working full-time (40 hours) and year-round (52 weeks) under program providing up to 12 weeks

with benefits similar to TDI to $57.76 for the program providing up to 16 weeks and replacing a larger share

of wages for low income workers.

Table 4: Examples of Parental and Family Care Leave Program Costs for Workers at
Different Wage Levels Based on Program Cost as Percentage of Total Earnings

Average Weekly

Estimated Weekly Cost per Worker Minimum $15 wage for Wage ($927 in

wage, 40 hours 40 hours 2016 QCEW)

12 weeks, benefits similar to TDI $0.25 $0.40 $0.62
16 weeks, benefits similar to TDI $0.29 $0.47 $0.72
12 weeks, benefits higher for low-wage workers $0.40 $0.65 $1.00
16 weeks, benefits higher for low-wage workers $0.44 $0.72 $1.11
Minimum $15 wage for | Average Annual

Estimated Annual Cost per Worker wage, 40 hours | 40 hours & 52 | Wage (548,184

& 52 weeks weeks in 2016 QCEW)

12 weeks, benefits similar to TDI $12.82 $20.78 $32.10
16 weeks, benefits similar to TDI $15.00 $24.32 $37.56
12 weeks, benefits higher for low-wage workers $20.69 $33.55 $51.81
16 weeks, benefits higher for low-wage workers $23.06 $37.40 $57.76

The program costs per worker shown in Table 4 would cover the benefits paid out and the anticipated

administrative costs. In California, New Jersey, and Rhode Island the parental and family care benefits are

paid directly by the workers; New York is also implementing their paid family leave using only worker

contributions. However, the law that passed in 2017 to provide family and medical leave to private workers

employed in the District of Columbia is employer funded. The law being implemented in Washington State is

funded by contributions from both employees and employers; employers will pay 37 percent of the costs

employers and employees are expected to pay 63 percent of the costs. Under the federal proposal, the

FAMILY Act, program costs would be shared equally by employers and employees with each paying 0.2
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percent of wages up to the annual Social Security taxable maximum ($127,200 in 2017). This is similar to
Hawaii’s treatment of the costs for the TDI program where employers are allowed to share the program costs
with their employees by collecting half of the contribution from them, up to 0.5 percent of their weekly
wages.

Program Impacts on Worker Leave Taking

This section examines the expected changes in leave taking and impacts on groups of interest to local
stakeholders and policymakers under the simulation model results. All four of the policy scenarios for PFL
programs share basic worker eligibility and only vary in benefit levels by wage replacement formula (TDI or
graduated) and/or maximum weeks of benefits provided (up to 12 or 16 weeks).

Figure 2 shows that under current laws and workplace policies, fewer than 5 percent (4.7 percent) of workers
take parental and family care leaves in a year. Of all workers, 1.3 percent take leave for childbirth and
adoption circumstances and 3.7 percent take leave to care for family members.2 The model estimates that
there will be a modest increase in the total number of leaves taken — paid and unpaid -- by all workers in
Hawaii’s covered labor force for parental and family care reasons under the policy scenarios modeled.
Overall, 5.1 percent of workers are expected to take a parental or family care leave -- paid or unpaid -- in
Hawaii following the implementation of a leave program. The number of parental leaves would increase from
1.3 percent to 1.4 percent of workers annually. The covered event of welcoming a new child is relatively rare
and workers take time for this under current policies. The share of workers taking family care leaves each
year would increase from 3.6 percent to 3.9 percent.

2 Because the model allows for workers to take multiple leaves for eligible reasons up to the annual program

maximum, the overall percentage does not equal the sum of leaves taken for the two subcategories shown.
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Figure 2: Annual Rates of Leave for Current Policy and Four Alternative Policy
Scenarios, Hawaii

Share of Workers in Hawaii Taking Parental or Family Care Leaves Annually
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Current Policy 12 weeks, benefits 16 weeks, benefits 12 weeks, benefits  Up to 16 weeks,
similar to TDI similar to TDI higher for low-wage Benefits higher for
workers low-wage workers

M Parental M Family Care ™ Overall®

* Can be less than the sum of Parental and Family Care because workers can take leave for both reasons up
to program limits.

Source: Estimates based on IWPR-ACM Family Medical Leave Simulation Model based on 2011-2015 American
Community Survey and 2012 FMLA Employees survey (200 replicates, 26 June 2017) (U.S. Department of Labor
2012; U.S. Census Bureau 2015).

Among workers taking leave for qualifying parental and family care reasons, the number of days taken --
including paid and unpaid leave time -- also increases (Figure 3). Overall, leaves taken for covered events
increase by 4 to 5 days, depending on the length of program benefits provided. When up to 12 weeks of

benefits are provided, combined average parental and family care leave time increases from 22.8 days to
26.8 or 27.0 days; when up to 16 weeks of benefits are provided, leaves increase to 27.7 or 27.8 days.
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Figure 3: Estimated Annual Days of Leave Taken (Paid or Unpaid Parental and
Family Care Leave) for Current Policy and Four Alternative Paid Leave Policies,
Hawaii
Average Number of Days Taken Annually of Parental or Family Care Leaves
Annually (Includes only workers taking leaves for these reasons.)
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Source: Estimates based on IWPR-ACM Family Medical Leave Simulation Model based on 2011-2015 American
Community Survey and 2012 FMLA Employees survey (200 replicates, 26 June 2017) (U.S. Department of Labor
2012; U.S. Census Bureau 2015).

The increase in the number of days taken solely for parental leave increases from about 25 days to around 40
days when benefits may be received for up to 12 weeks and 43 days when benefits can be received up to 16
weeks. The number of days taken by workers to care for family members increases by much less -- -- from
20.9 days under current policies to 21.2 days including PFL (graduated benefits received for up to 12 weeks).
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Figure 4: Estimated Average Days of Leave Used per Worker Annually (Paid or
Unpaid Parental and Family Care Leave) for Current Policy and Four Alternative

Policies
Average Number of Days Taken Annually of Parental or Family Care Leaves
Annually (Includes workers not taking leaves for these reasons as zero.)
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similar to TDI similar to TDI higher for low-wage Benefits higher for
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M Parental ® Family Care

Source: Estimates based on IWPR-ACM Family Medical Leave Simulation Model based on 2011-2015 American
Community Survey and 2012 FMLA Employees survey (200 replicates, 26 June 2017) (U.S. Department of Labor
2012; U.S. Census Bureau 2015).

When looked at as an average number of days per worker in Hawaii’s labor force (including those not taking
leave), workers take one leave day per year on average for covered reasons under current policies (Figure 4).
Under the leave program scenarios modeled, workers would take an average leave of 1.4 days per year.
While that represents an increase in time of parental and family care leave, it suggests that workers would
use the leave judiciously for the designated purposes that meet the definition of qualifying family events or
health conditions.
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Figure 5: Accessibility of Paid Parental and Family Care Leave for Current Policy and
Four Alternative Policy Scenarios

Share of Workers Taking Parental or Family Care Leaves Annually and Receiving At Least
Partial Wage Replacement by Level of Family Income Relative to Poverty Threshold
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Source: Estimates based on IWPR-ACM Family Medical Leave Simulation Model based on 2011-2015 American
Community Survey and 2012 FMLA Employees survey (200 replicates, 26 June 2017) (U.S. Department of Labor
2012; U.S. Census Bureau 2015).

Under current policies, about 78 percent of workers taking parental or family care leaves receive some
compensation from their employers (Figure 5). This could be any paid time off the employer provides, such as
paid sick days, vacation, or personal time as well as employer-sponsored paid parental and family care leave.
The two subcategories of leave, parental and family care, are about equally likely to receive some pay, 78 and
77 percent, respectively. Under the paid leave scenarios modeled, parental leaves would increase to about 95
percent at least partially paid and family care leave to over 79 percent (79.2 percent to 79.5 percent) at least
partially paid.3

Figure 6 shows that a paid parental and family care leave program would reduce inequality in paid leave by
level of family income by about half. Under current policies, only 62.1 percent of workers taking covered
leaves in families with incomes below twice the poverty threshold for their family type have access to paid
parental or family care leave compared to 83.2 percent of workers in families with income more than four

3 partial wage replacement could stem from multiple sources such as receiving PFL benefits that replace a share of
usual weekly wages or a mix of some weeks fully paid by an employer and some weeks unpaid or receiving PFL
benefits.
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times their family’s poverty threshold. Under the policy scenarios modeled, at least 76.4 percent of workers
in the lowest income group, less than twice the poverty threshold, would receive at least partial pay during
parental and family care leaves compared to 87 percent (91 percent in Model 4 — graduated benefits for up
to 16 weeks) of workers taking leave in families in the highest income level, family income at least four times
their poverty threshold. Workers in the lowest income families are expected to see a 14 percentage point
increase in paid parental and family leaves; workers in the highest income group shown would increase their
paid leave by 3.6 to 7.6 percentage points. A paid parental and family care program is estimated to reduce
the gap between the lowest and highest relative family income groups from more than 21 percentage points
to about 10 to 14 percentage points (or by one-third to one-half).

Figure 6: Accessibility of Leave by Federal Poverty Level in 2015 for Current Policy
and Four Alternative Policy Scenarios

Share of Workers Taking Parental or Family Care Leaves Annually and
Receiving At Least Partial Wage Replacement by Level of Family
Income Relative to Poverty Threshold

90.8%

82.9
76.5

100%
82.4%86'9% 82.9%%'8%

90% 83.2% 82.5 s
20% 75.3 76.4 76.6 76.9
70% 2.1
60%
50%
A0%
30%
20%
10%
0%

Current Policy 12 weeks, benefits 16 weeks, benefits 12 weeks, benefits Up to 16 weeks,
similar to TDI similar to TDI higher for low- Benefits higher for
wage workers  low-wage workers

M Less than 200% of Poverty line W 200 to 399% of Poverty line M 400% or higher of Poverty line

Source: Estimates based on IWPR-ACM Family Medical Leave Simulation Model based on 2011-2015 American
Community Survey and 2012 FMLA Employees survey (200 replicates, 26 June 2017) (U.S. Department of Labor
2012; U.S. Census Bureau 2015).

Implementation Feasibility Analysis

Under several program designs with variations in benefit generosity (both wage replacement levels and
number of weeks available) but sharing worker eligibility criteria, estimates suggested that nearly 7,800
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leaves would be associated with partial wage replacement under the PFL policies studied. Partial wage
replacement would be given for about 5,400 leaves relating to maternity and bonding, and roughly 2,300
leaves to care for a family member.

The cost of providing PFL benefits ranges from $17.2 million to $31 million in a calendar year. Administrative
costs were estimated as 5.5 percent of total benefits. This formula generates $1.0 million to $1.7 million for
PFL to be administered as a self-funded program, bringing total program costs to $18.2 million to $32.7
million per year. This ‘Implementation Feasibility Analysis’ will expand upon the ‘Cost-Benefit Analysis’ to
estimate how Hawaii could build and administer the program to benefit workers with family care
responsibilities that require them to take leave from work.

Staffing and Administrative Costs

Drawing on Glynn et al. (2016) and Washington State’s 2016 Multiple Agency Fiscal Note for HB-1273 (2016),
Table 4 shows staffing and other costs for the first 5 years of a PFL program. The first two years are primarily
focused on recruiting key staff, developing policies and procedures for administering the PFL program, and
building the IT infrastructure to process insurance premiums and benefit payments. At the beginning of year
three, workers would start applying for and receiving program benefits for eligible leaves.

The managerial core consists of a director, office manager, and a policy development team. Appendix 3 of
this report shows staffing details and the Hawaii titles used for budgeting. Additional support staff and a half-
time medical consultant for developing policies and procedures are also included. For developing the IT
infrastructure, 16 full time employees (FTEs) were budgeted for the first two years of development and
testing of a data warehouse for processing PFL transactions based on Washington State’s estimate that this
effort will require 56,000 hours of work.

In the last quarter of the second year, additional hiring and training is scheduled for processing claims at the
start of year three. Based on the estimated 7,800 PFL claims paid per year, using a 15 percent denial rate
yields an estimate of 8,970 PFL claims expected to be filed per year. Budgeting is included for 2.7 initial claims
specialists spending 30 minutes on each of these claims. Reviewed, difficult, or appealed cases would be
handled by .30 claims adjudicators, spending an average of 15 minutes per review or appeal across such
claims filed. One clinical consultant is included with clinical training to assist in the medically necessary
determinations of claims in terms of eligibility and duration. Based on its experience with unemployment
compensation, Hawaii estimated that 0.5 percent of cases might be fraudulent, so the unit would employ a
dedicated compliance officer. There would be one customer service supervisor and 1.3 senior claims
specialists to oversee the claims administration.

Washington State anticipates cross-training its PFL staff and Unemployment Compensation staff for
managing work flow across the two programs within limits established by Federal rules regarding
unemployment insurance administration. States with PFL programs do pool resources for some functions,
such as senior management or fraud deterrence, across programs (University of Minnesota, 2016). Hawaii
policymakers might also consider whether such an arrangement would be efficient and advantageous. In
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addition, a three-person IT core is budgeted to continue forward: a systems administrator to maintain the
claims processing infrastructure, a database analyst for producing reports on the PFL program, and a desktop
support person for supporting the unit’s staff. These staff members might be hired from among the
personnel building the infrastructure in years 1 and 2 or hired at the end of year 2. Benefits have been
calculated as 30 percent of salaries for PFL staff. Additional costs for office space, equipment, and
telecommunications for the identified staff are included. Outreach expenses are budgeted at $12,000.

Conclusion

Hawaii’s adoption of a parental and family care leave program would build on their support for workers’
health needs provided by temporary disability insurance (TDI) and fill and important gap in the state’s social
programs by helping families support themselves economically and providing care to their members. A range
of programs were studied that provided up to 12 or 16 weeks of partially paid leave at two levels of wage
replacement: one provides benefits structured similarly to TDI and the other targeting higher wage
replacement to low income workers so they might be more able to afford taking leave and still meet their
family’s expenses.

The program costs, including both benefits paid and administrative costs, ranged from about $18.3 million to
$33 million per year or 0.07 percent to 0.12 percent of total wages paid to covered workers. New parents
were especially likely to access the program benefits to spend time bonding with their children. The program
benefits also reduced inequality in access to paid parental and family care leave across income groups
increasing access to paid leave especially among low income workers.
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Table 4: Proposed Staffing Plan for Administering a Parental and Family Care Leave Insurance Program in Hawaii

2018 2019 2020 2021 2022 Total

FTE SK FTE SK FTE SK FTE SK FTE SK FTE SK
Program Staff
Director 1.0 $104.23 1.0 $107.77 1.0 $111.44 1.0 $115.23 1.0 $119.14 1.0 $557.8
Office Manager 0.5 $46.57 1.0 $96.30 1.0 $99.57 1.0 $102.96 0.88 $345.4
Policy Developer 1.0 $93.13 1.0 $96.30 1.0 $99.57 1.0 $102.96 1.0 $391.96
Communications & Outreach Coordinator 0.5 $21.16 1.0 $43.76 1.0 $45.25 1.0 $46.79 0.88 | $156.96
Administrative Support 1.0 $32.38 1.0 $33.48 1.0 $34.62 1.0 $35.80 1.0 $37.01 1.0 $173.29
Health Systems Physician 0.5 $56.38 0.5 $56.38
IT Implementation
IT Administrator 0.5 $22.00 1.0 $45.50 1.0 $47.05 1.0 $48.65 0.88 $163.21
IT Analyst & Information Coordinator 0.5 $20.35 1.0 $42.08 1.0 $43.51 1.0 $44.99 0.88 | $150.94
IT Support 1.0 $38.90 1.0 $40.22 1.0 $41.59 1.0 $120.70
IT staff (development, testing, warehouse) 16.0 | $538.24 16.0 | $556.54 16.0 | $1,094.8
Ongoing Claims Administration
Customer Service Supervisors 0.5 $18.81 1.0 $38.90 1.0 $40.22 1.0 $41.59 0.88 | $139.51
Sr. Claims Specialist (15 minutes confirmation) 0.5 $18.06 1.3 $48.56 1.4 $54.08 1.6 $63.90 1.2 | $184.61
Claims Specialist (30 minutes initial review) 0.5 $14.88 2.7 $83.08 2.9 $92.27 3.1 | $101.98 2.3 | $292.21
Compliance & Fraud 0.25 $12.80 0.25 $13.23 0.25 $13.68 0.25 $39.71
Claims Adjudicator (2 hours per appeal) 05| $21.16 03| $13.13 03| $1357 03| $14.04 0.35 | $61.90
Clinical Consultants/RNs 0.5 $21.08 1.0 $43.60 1.0 $45.08 1.0 $46.62 0.88 $156.38
Additional Expenses
Benefits (30 percent of salary) $202.46 $315.42 $224.69 $235.39 $247.77 $1,225.7
Office Space $3.00 $3.00 $3.00 $3.00 $3.00 $15.00
Furnishings $5.40 $2.50 $7.90
IT Hardware $0.20 $0.20
Workstations $23.40 $9.10 $32.50
Telecommunications $1.10 $1.10 $1.10 $1.10 $1.10 $5.50
Outreach $2.00 $5.00 $3.00 $3.00 $12.00
TOTAL 18.0 $910.4 24.0 | $1,384.5 14.6 $982.8 14.9 | $1,027.1 15.3 | $1,080.8 29.95 | $5,384.6
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Appendix 1: Simulation Model Measured Variability

Appendix Table 1: Distribution of Number of Parental and Family Care Leaves and
Benefits Paid Annually (millions of dollars) Under Four Alternative Policy Scenarios
as Calculated by 200 Replicates in IWPR-ACM FML2 Simulation Model.

12 weeks, 16 weeks,
12 weeks, 16 weeks, benefits higher benefits higher
benefits similar | benefits similar for low-wage for low-wage
to TDI to TDI workers workers

Number of Leaves Claiming Benefits

Mean 7,609 7,679 7,781 7,760

Median 7,621 7,657 7,782 7,745

10th Percentile 6,874 6,900 7,062 7,141

90th Percentile 8,280 8,539 8,476 8,391
Benefits Paid (SMs)

Mean $17.3 $20.3 $28.0 $31.2

Median $17.3 $20.1 $27.9 $30.9

10th Percentile $15.4 $17.7 $24.7 $27.6

90th Percentile $19.3 $23.1 $31.3 $34.7

Source: Estimates based on IWPR-ACM Family Medical Leave Simulation Model based on 2011-2015 American
Community Survey and 2012 FMLA Employees survey (200 replicates, 26 June 2017) (U.S. Department of Labor
2012; U.S. Census Bureau 2015).
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Appendix Figure 1: Distribution of Number of Parental and Family Care Leaves Paid
Annually Under Four Alternative Policy Scenarios as Calculated by 200 Replicates in
IWPR-ACM FML2 Simulation Model.

6500 7000 7500 8000 8500 9000 6000 7000 8000 9000
Eligible Leaves Claiming Benefits Eligible Leaves Claiming Benefits

000 8000 7000 8000
Eligible Leaves Claiming Benefits Eligible Leaves Claiming Benefits

Source: Estimates based on IWPR-ACM Family Medical Leave Simulation Model based on 2011-2015 American
Community Survey and 2012 FMLA Employees survey (200 replicates, 26 June 2017) (U.S. Department of Labor
2012; U.S. Census Bureau 2015).

A. 12 weeks, benefits similar to TDI

B. 16 weeks, benefits similar to TDI

C. 12 weeks, benefits higher for low-wage workers

D. 16 weeks, benefits higher for low-wage workers
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Appendix Figure 2: Distribution of Benefits Paid Annual (in millions of dollars) for
Parental and Family Care Leaves under Four Alternative Policy Scenarios as
Calculated by 200 Replicates in IWPR-ACM FML2 Simulation Model.
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Source: Estimates based on IWPR-ACM Family Medical Leave Simulation Model based on 2011-2015 American
Community Survey and 2012 FMLA Employees survey (200 replicates, 26 June 2017) (U.S. Department of Labor
2012; U.S. Census Bureau 2015).

A. 12 weeks, benefits similar to TDI

B. 16 weeks, benefits similar to TDI

C. 12 weeks, benefits higher for low-wage workers

D. 16 weeks, benefits higher for low-wage workers
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Appendix 2: Hawaii Job Classifications in Staffing Plan

Director (Unemployment Insurance Administrator)

Class Definition: This class involves responsibility for the administration of the statewide unemployment
insurance program which includes payment of unemployment insurance benefits to insured workers under
State and Federal plans, who are involuntarily unemployed and who are able and available for work; payment
of allowances to selected trainees under special State and Federal training programs; registration of subject
employers and collection of taxes to maintain a trust fund for the payment of benefits under the State
unemployment insurance plan; auditing of employer records to insure proper reporting of wages and
payment of taxes; and reimbursement of benefits from State and County governmental agencies and
agricultural self-financing employers. An incumbent works under the general direction of the Director of
Labor and Industrial Relations.

Office Manager (Unemployment Insurance Manager)

Class Definition: This class involves responsibility for planning, organizing, directing, controlling and
coordinating the unemployment insurance operations and activities of an extensively organized branch office
which consists of an Auditing and Collections Section and a Claims and Tax Processing Section, each of which
requires two or more levels of subordinate supervisors. It further involves responsibility for making final
determinations on all statewide and Oahu county labor disputes and other disputed benefit claims, and for
approving requests for instituting legal actions for non-compliance with the Hawaii Employment Security
Law. The incumbent receives general direction from the administrator of the Unemployment Insurance
Division.

Policy Developer (Unemployment Insurance Program Development Officer)

Class Definition: This class serves as the chief staff advisor to the Unemployment Insurance Administrator
with responsibility for planning, directing and coordinating all program development and evaluation and
technical administrative advisory services for the statewide unemployment insurance program through
subordinate supervisors. Another major functional responsibility is the securing of funds for the program. The
work includes developing comprehensive plans, developing and coordinating the implementation of new
programs and projects; developing program policies, procedures and other guidelines; conducting program
effectiveness evaluations and feasibility studies; developing and negotiating the budget document; reviewing
operations and implementing security measures to prevent and/or detect internal fraud; and furnishing
technical support and consultative services to the Unemployment Insurance Administrator and management
staff. This one-position class is delegated the authority to negotiate funding, program workload goals and
objectives and contracts with federal, other State and county governmental agencies, and private agencies
and to commit the division to workload goals and objectives and contracts. Contacts maintained with the
other governmental and private agencies are extensive and authoritative. The Unemployment Insurance
Administrator who serves as the

Unemployment Insurance Division Chief provides general administrative guidance. Work is performed in
accordance with applicable Unemployment Insurance laws, rules, regulations, policies, procedures and other
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guidelines. Considerable latitude is allowed in formulating and implementing plans and determining work
priorities.

Communications & Outreach Coordinator (Information Specialist 1)

Class Definition: This is the entry trainee class designed to provide an introduction to the philosophy,
principles, concepts and scope of a State agency’s informational services program and some introduction to
the way in which the various media operate and the type of information that is most effectively disseminated
through each medium. Work assignments are made concurrently with orientation and training and are clear-
cut, routine and designed to provide experience in the transmittal of information of the activities, plans,
developments, etc., of an agency to the general public or special interest group. The trainee initially receives
close supervision including detailed instructions as to the tasks to be performed and procedures to be
followed. Work is closely reviewed for compliance with instructions and thoroughness. As the trainee’s
knowledge, skills and abilities increase, supervision is relaxed and increasingly difficult assignments
characteristic of the next higher level are made.

Administrative Support (Secretary [)

Class Definition: A position in this class services a manager whose administrative and management functions
are modest in complexity due to the limited scope and intricacy of the program and organization. The
program is typically more coordinative in nature or a principal but not major sub-program of a larger
statewide program. Assigned work is performed independently, and an employee typically plans and
arranges his or her own work schedule but normally carries out the work in accordance with established
procedures and standard practices. A position in this class may work regularly with information which is of a
restricted nature. There is regular contact with other programs in a department, the general public, and
others in obtaining or furnishing information or reports, which require tact to avoid misunderstanding. A
position in this class may include the taking and transcribing of shorthand dictation and/or the performance
of skilled typing.

Health Systems Physician (Physician)

Class Definition: Diagnoses and treats medical illnesses, diseases and disorders of the human body. Renders
professional medical services covering a variety of medical problems in patients of all ages; or renders
professional medical services in a specialized field of medicine. In addition to rendering professional medical
services, positions may also direct medical and auxiliary services such as laboratory, dental, nursing, etc.
Knowledge of principles and practices of medicine including clinical pathology, the diagnoses of physical
disorders, pathological anatomy, surgical techniques, therapeutics and toxicology and the etiology of disease;
and the ability to perform patient-care services in various settings; and maintain medical records.

IT Administrator (Computer Operations Supervisor 1)

Class Definition: Supervision of computer operators engaged in electronic data processing operations for a
large central computer center having 24-hour operations and substantial subordinate staffing. The work
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involves planning, assigning, coordinating and directing the work of computer operators in the computer
center and its satellite stations, if any, in accordance with established operating procedures, practices,
schedules and work priorities; providing coordinative assistance to systems staff, programmers, users and
multiple vendor personnel with regard to maintenance, abnormal computer behavior or failure of operating
systems software, hardware and communications systems and recommending improvements thereto as they
apply to computer operations; and assuming responsibility for the security and safekeeping of all equipment
and records while in operation. The work may also involve instituting maintenance or test programming,
remedial corrective action, job processing rescheduling or other actions as required in accordance with
established operational practices and procedures.

IT Analyst & Information Coordinator (Computer Operator Il1)

Class Definition: This class reflects supervision and participation in the operations of an electronic computer
on an assigned shift, and may include coordination of the central computer system and remote job entry
stations. Incumbents operate under the general supervision of a data processing operations supervisor who
provides guidelines and direction. Incumbents are thoroughly familiar with full operating systems concepts
and the capabilities, uses and operation of various types of electronic and electro-mechanical data processing
equipment, job control language coding, remote job entry processing, and operating standards and
procedures.

IT Support (Computer Operator 1l)

Class Definition: This class reflects responsibility for monitoring and controlling the operations of a central
computer and directing the activity of the various workstations for input/output operations. Duties are
performed under general supervision of a higher-level computer operator or other computer personnel.
Recommendations, decisions and commitments made at this level are based on applicable procedures,
instructions, or on precedent decisions. Good judgment must be used in arriving at those decisions necessary
in directing the operations and control of the central computer system and the remote job entry station.
Effective work relationships are maintained with the supervisor and other staff personnel.

IT Staff (Computer Operator |)
Class Definition: The primary responsibilities of positions in this class are the loading of cards, paper,

magnetic tapes, and disks for computer input and output operations; the operation of digital computing
equipment with a console device or auxiliary control panels and providing relief to the regular console
operator including the direction of work processes in the various work stations. Duties are performed under
general supervision. Recommendations, decisions and commitments made are based on applicable
procedures, instructions, or on precedent decisions. Incumbents are responsible for exercising technical
judgment in choice of applicable and appropriate procedures. Effective work relationships are maintained
with supervisors and other staff personnel.

Customer Service Supervisors (Unemployment Insurance Assistant VI)
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Class Definition: This class reflects the working supervisor of a unit with responsibility for supervising a
sizable staff of lower level Unemployment Insurance Assistants and others engaged in performing work
assignments in one or more functional areas of the Unemployment Insurance program which provides
support and assistance to professional subject-matter specialists involved in these functions. As a working
supervisor, a position in this class plans, assigns, reviews and supervises the operations and activities of the
unit and staff. The work involves planning, assigning and evaluating work performed by staff, training staff
and providing guidance and assistance to staff in handling difficult problems and obtaining/providing
clarification of policy. In addition, this class performs journey level Unemployment Insurance Assistant work
as needed. The work is performed under general supervision of a higher level Unemployment Insurance
Assistant. The supervisor is kept informed of the unit's activities through monthly activity reports, meetings
and discussions of problems. A position in this class seeks to resolve problems first before approaching the
supervisor. Work results and activities are reviewed for compliance with pertinent laws, regulations, policies
and precedents.

Senior Claims Specialist (Unemployment Insurance Assistant V)

Class Definition: This class reflects responsibility for independently performing journey level work, which
involves the full range of cases, including the most difficult in one or more of the functional areas of the
Unemployment Insurance program; i.e., the review of initial and continued claims and/or the determination
of benefit eligibility, and/or employer tax collection and processing and/or overpayment processing,
adjustment and collection. The work involves identifying possible disqualifying cases and referral of cases for
adjudication, office collection of delinquent taxes and overpayment of benefits, preparing various reports
and attending hearings as a departmental witness. A position in this class may serve as a team leader of a
project as assigned. The supervisor provides instruction/information on new or amended procedures,
policies, regulations or legislation. Additional supervisory assistance is provided on unusual or unprecedented
claims work problems; on questions where the application of regulations is subject to a wide variety of
interpretations; and in situations where regulations or legislation appear to be in conflict. Supervisory review
is conducted only on recommendations of adverse actions. There is extensive contact with the claimants
and/or employers by telephone and in person to extract pertinent information and provide requested
information. Other contacts with representatives of other governmental agencies may be required.
Considerable skill is required to maintain effective relationship with others.

Claims Specialist (Unemployment Insurance Assistant Il1)

Class Definition: Positions in this class receive classroom and on-the-job training in one or more of the
functional areas of the Unemployment Insurance program. All tasks are initially performed under close and
detailed supervision and in accordance with explicit guidelines. As an understanding of the basic
responsibilities is demonstrated, work is performed with less supervision. The supervisor is readily available
to provide advice and assistance in order to assure the proper and desired development of workers in this
class. Also, the supervisor provides training with respect to the various Unemployment Insurance programs
and pertinent laws, rules, regulations, guidelines and procedures.
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Compliance & Fraud (Unemployment Insurance Specialist 111)

Class Definition: This class involves responsibility for independently performing assignments covering the full
range of cases relative to the examination and adjudication of benefit claims under State and Federal
unemployment insurance programs, and for conducting investigations on fraudulent claims resulting from
misstatements by claimants. An incumbent of a position in this class works under the general supervision of a
higher level unemployment insurance specialist. Supervision is normally received through a review of
records, reports and correspondence; and conferences are held to discuss and receive guidance on the more
difficult or problem cases. An incumbent has the authority to allow or disallow benefits to claimants by
making non-monetary determinations and such determinations become final in the absence of appeals or
redetermination requests within the period of time specified by law. Guides which control or influence
performance of the work include the Hawaii Employment Security Law, Procedures of Operations, Policy
Manual, Law Interpretations, Interstate Claims Taking Manual and the Benefit Series. In the development of
information, the unemployment insurance specialist must be able to select the best and most reliable
sources of evidence in order to resolve non-monetary issues. Since the evidence at this level often contains
uncertainties or possible discrepancies, the incumbent must judge what evidence is acceptable and what
must be ruled out. Furthermore, he must resolve situations in which irreconcilable allegations are presented
by interested parties (e.g., the claimant alleges he was fired and the employer alleges the claimant voluntarily
quit).

Claims Adjudicator (Unemployment Insurance Specialist |)

Class Definition: This is a trainee class which involves formal and on-the-job training in a variety of
unemployment insurance benefit activities. A trainee is expected to handle relatively simple cases involving
issues which are resolved through interviews with claimants, and employers are not adversaries to the issues.
Such cases involve chargeability of benefits to employers’ reserve accounts, registration and reporting
requirements, and refusal of job offers. An incumbent works under the close supervision of a higher level
unemployment insurance specialist and receives detailed instructions and close review with each
asslgrnnent. However, the degree of instruction and review received varies with the newness and complexity
of the assignment and the progress made by the trainee.

Clinical Consultants/RNs (Licensed Practical Nurse |)

Class Definition: This is the entry level of work for the newly licensed employee without work experience.
Not only is there the necessity for initial orientation and in-service training to familiarize the employee in the
specific nursing policies of the institution, but there is also supplemental training in technical procedures and
techniques and developmental assignments as preparation for work of the next higher level. Initially an
employee receives close supervision and work performance is systematically observed to ensure that
prescribed procedures and necessary precautions are followed. As competence is demonstrated, supervisory
control is relaxed with regard to the performance of repetitive procedures. On non-repetitive procedures,
guidance from a registered professional nurse, physician or higher level licensed practical nurse is normally
available. During initial assignments, the clinical state of patients is relatively stable so that the applicable
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nursing care and related technical procedures are comparatively routine and simple. Subsequently,
employees perform more complex nursing care and related technical procedures in situations requiring
greater knowledge of specific patient conditions and a broader range of specific treatment procedures.

Hawaii State Paid Family Leave Analysis Grant Report, Page 40 of 187



References

“About Temporary Disability Insurance.” 2017. State of Hawaii Disability Compensation Division.
<http://labor.hawaii.gov/dcd/home/about-tdi/> (accessed June 5, 2017).

Bueno, Amalia B. 2007. Selected Issues in Work-Family Policy; A Brief Overview. Honolulu, Hawai'i: Legislative
Reference Bureau, Hawaii State Capitol.
<http://Irbhawaii.org/reports/legrpts/Irb/rpts07/workfam.pdf>.

Family Leave Act. State of Washington Senate, 65th Legislature, June 30, 2017.
<http://lawfilesext.leg.wa.gov/biennium/2017-18/Pdf/Bills/Senate%20Passed%20Legislature/5975-
S.PL.pdf>.

“Federal vs. Hawaii Family and Medical Leave Laws.” 2017. U.S. Department of Labor, Wage and Hour
Division (WHD). <https://www.dol.gov/whd/state/fmla/hi.htm> (accessed June 5, 2017).

Glynn, S., Goldin, G., & Hayes, J. (2016). Implementing paid family and medical leave insurance: Connecticut.
Washington, DC: Institute for Women’s Policy Research. Retrieved from
https://www.ctdol.state.ct.us/FMLI%20report%20for%20CT.pdf.

“Hawaii Family Leave.” 2017. State of Hawaii Wage Standards Division. <http://labor.hawaii.gov/wsd/hawaii-
family-leave/> (accessed June 5, 2017).

Klerman, Jacob Alex, Kelly Daley, and Alyssa Pozniak. 2012. Family and Medical Leave in 2012: Technical
Report. Cambridge, MA: Abt Associates. <https://www.dol.gov/asp/evaluation/fmla/FMLA-2012-
Technical-Report.pdf>.

Kupuna Caregiver Assistance Act. Hawaii Legislature, 29th, July 6, 2017.
<https://legiscan.com/HI/text/HB607/id/1605431> (accessed August 3, 2017).

Milkman, Ruth and Eileen Appelbaum. 2013. Unfinished Business: Paid Family Leave in California and the
Future of U.S. Work-Family Policy. Cornell University Press.
<http://www.jstor.org/stable/10.7591/j.ctt32b5bx> (accessed January 21, 2016).

New York State. 2016. “Paid Family Leave: How It Works.” July 21. <https://www.ny.gov/new-york-state-
paid-family-leave/paid-family-leave-how-it-works> (accessed August 2, 2017).

Social Security Administration. 2017. “Earnings and Employment Data for Workers Covered Under Social
Security and Medicare by State and County, 2014.” Research, Statistics, & Policy Analysis. July.
<https://www.ssa.gov/policy/docs/statcomps/eedata_sc/> (accessed August 2, 2017).

The Family and Medical Leave Act of 1993, as Amended. U.S. Congress, 2009.
<https://www.dol.gov/whd/fmla/fmlaAmended.htm> (accessed June 12, 2017).

Universal Paid Leave Amendment Act. D.C. Council, February 17, 2017.
<http://lims.dccouncil.us/Download/34613/B21-0415-SignedAct.pdf>.

University of Minnesota. 2016. Paid Family & Medical Leave Insurance: Options for Designing and
Implementing a Minnesota Program. Minneapolis, MN: University of Minnesota.
<http://kstp.com/kstplmages/repository/cs/files/UofMPaidLeaveReport.pdf>.

U.S. Census Bureau. 2015. “2010-2014 ACS 5-Year Estimates.” American Community Survey. November.
<https://www.census.gov/programs-surveys/acs/technical-documentation/table-and-geography-
changes/2014/5-year.html> (accessed August 2, 2017).

Hawaii State Paid Family Leave Analysis Grant Report, Page 41 of 187



U.S. Department of Labor. 2012. “Family and Medical Leave Act Survey.” Wage and Hour Division.
<https://www.dol.gov/whd/fmla/survey/> (accessed August 2, 2017).

———.2014. “Quarterly Census of Employment and Wages.” Bureau of Labor Statistics. July.
<https://www.bls.gov/cew/data.htm> (accessed August 2, 2017).

———.2017. “Employee Benefits in the United States, March 2017.” Bureau of Labor Statistics National
Compensation Survey.
<https://www.bls.gov/ncs/ebs/benefits/2017/ownership/civilian/table32a.htm> (accessed
September 29, 2017).
<https://www.bls.gov/ncs/ebs/benefits/2017/ownership/civilian/table16a.htm> (accessed
September 29, 2017).

Hawaii State Paid Family Leave Analysis Grant Report, Page 42 of 187



PAID FAMILY
LEAVE PROGRAM
DEVELOPMENT
AND
ADMINISTRATION:
HAWAII

By Sarah Jane Glynn

This grant product was funded by a grant awarded by the U.S. Department of Labor's Women's Bureau. The product was
created by the recipient and does not necessarily reflect the official position of the U.S. Department of Labor. The U.S.
Department of Labor makes no guarantees, warranties, or assurances of any kind, express or implied, with respect to such
information, including any information on linked sites and including, but not limited to, accuracy of the information or its
completeness, timeliness, usefulness, adequacy, continued availability, or ownership. This product is copyrighted by the
institution that created it. Internal use by an organization and/or personal use by an individual for non-commercial
purposes is permissible. All other users require the prior authorization of the copyright owner."

Hawaii State Paid Family Leave Analysis Grant Report, Page 43 of 187



Table of Contents

SECTION 1: AN INTRODUCTION ....cciitueiiiiimnnieriimmnsenienmssssienssssssssssssssssssssssesssssssessssssssnsssssssnsssssssnssssssnns 3
CURRENT PAID LEAVE LANDSCAPE IN THE UNITED STATES....utttiicurreeesiureeeesiureeeessrneeesssseeesssssesssssssessssssseesssnsseessns 4

A Lo 14 (o 1o T IS U U PUPURNE 4

Table 1. Reasons for needing leave, leave-takers and workers with an unmet need for leave .........cccceveeevieeecciiee e, 5
Existing State Paid Medical and Family Leave Programs.............c.eeeeccueeeeeiuesessireesesiisiessssissessssissenes 6

Table 2. Comparison of existing and pending paid family and medical leave programs.........cccccceeevreeviiveeivireeeecieeesnneenn 9
Research on the impact of paid family and medical 1€aVe................ccccueeeeeceieeeiiiieeeiieeeecciea e 15
PURPOSE OF THIS REPORT «.uuttvvieiieeiiiiitteeeeeeeeeeeiiussereeeeessssissesssesesssssssssssssesesssmssssssssesesssmsssssssssesssesnsssnses 17
Designing a Paid Family and Medical Leave Program ............cccccueeeeecueeeesciieeeeiiiraeesiseeseesisenaeesinens 17
SECTION 2: POTENTIAL PROGRAM STRUCTURES ......ccccceiiimuniiiimmnniiiiinnsiiiimmmsiiimmssimsssisssmsnss 18
EVMIPLOYER IMANDATES ... uutteeesutteeeseutteeesauteeeesauseeeesauseeeesanseeeesauseseessasseeessseseessssseessnssseessnssseessnseeeessnseeeessnnes 18
SOCIAL INSURANCE .. uttteeeeuttteesstteeesattteessuseeessssseessssaeesssssaeesanseaeesasssaeesanssaeesanssaeesassbaeessnnseeessnssenessnnsens 20
NONCONTRIBUTORY PROGRAMS ....ceeuttteerrureteesatteeesasteeesaseeeesaseeesssseeeesssssseesssssseesssseseesssssseesssseeesssseeessanes 21
NECESSARY COMPONENTS OF A PAID FAMILY AND MEDICAL LEAVE PROGRAM ......ueieiiuiieeerrteeeesteeeessreeeesssseesessnnes 22
Evaluating QUALIFYING @VENES .........veeeeeeiiieeeiieeesee ettt e e et e e et e e ettt e e et e e e ssabeaaesssteaeenasees 22

Table 3. Comparison between existing operational state family [eave programs ..........ccccceeeeviieeeiiieeecciee s cciee s 23
Determining program eligibility and benefit [8Vels. ...........ccuuueeeecveeeeeiiiieeeciieeecieeeeceee e ciea e 25
PrOCESSING PAYMENTS ...ttt ettt e sttt e e e e e s sttt a e e e s s s sastbaaesesssssassstsenasassssssssss 28
Reviewing and pProCesSing QPPEAIS. ..........ceecuueeeeeiieeesiie e et eesste e e sete e e esta e e ssttaeessseaaessbeaaesssees 29
SECTION 3: RECOMMENDATIONS AND BEST PRACTICES......ccccittuuiiiiimnnisniimnnisiiisnsssnimssssssiisssssssssssenns 30
ELIGIBILITY REQUIREMENTS ..cetuutteeeeurteessauteeessauteeeesasteeesaseeeesauseeeessssesessssssseessnssseessnsssesssssesesssnsseeesssseeeessnnes 31

1 [To T 11115 YA Lo KT Ko TR e [ =X 3SR 31
Eligibility based on hours 0r WEEKS WOIKE( .............ccccueeeeeeeeieeeiiieeeceee et e eseeaeesteeaeesreaa e e 31
Eligibility based on employer and CONtiNUOUS WOIK.............c..oueeeeceeeeeeiiireeeiieeeeesiereeesireeaeesireeaeeeses 32
Eligibility based on quArters PartiCipAting ...............eeecceeeeeeeeeeeeeieeeeeeiieeeeeieeeeesiereeesresaeesreraeesasens 32
COVERAGE OF CARE FOR FAMILY MEMBERS. ..cuuvtteeettreesssureeesssusseessssseesssseeessssseesssssseesssssseeessssseesssssseeesssssees 32
LENGTH OF LEAVE....uttttiiiutteeesiutteeeseutteeessteeeessuseeeesasseeeesasseaeesasseaeesassesessansesessanseseessnseseessnseseessnseeeesssseseessnnes 34

WV AGE REPLACEMENT «..utteetittteeeseutteeeseuteeeessuteeeeseubaeeesasbaeessanbeeessassaeessansaeessanseeessnsseeessnnseeesssaseeessnsenessnsees 34
CONTRIBUTION RATE «..utttttesuttteesstreeesaueeeessausseessassseesssssseessassssessnsseesssssseeesssseeessssseesssssseeesssseeesssseeesssssens 35
PROGRAM ADMINISTRATION. ..cttttttuuueseeeeetturuunaeeseeeesesnsneeeeessesmsmnsnesessssesssmneeseeessesssmnmeeessesssmsmmneseeessnnsmmnns 35
Streamlining the APPlICALION PrOCESS..........cceccuueiieeiiieeeecieeeessieteeesieeeessteaeessteeaeseteaeessssesassssseaasnns 36
LT A L] 1 e} £ T=2 L PRSPPI 37
FrOQUA QEEECLION ...ttt ettt ettt ettt e bt s bt e st e e ste e s be s esateesataasabaaesbeseseees 37
PRSPPI PP PPPPPRN 38
Roles and responsibilities Of @MPIOYEIS...........uuvecuueieeeciiieeeciee et eeete e et e s ste e e sae e e e srtaaeesasees 38
Voluntary plans and employer 0Pt OULS ............ueeeeeceeeeeeciieeeecieee e ctteeesctee e e s tteeeesetaaesssteaassssseaeenns 39
OULIrEACH ANA EUUCALION. .......oeeeeieeeiiieiteeee ettt ettt ettt e ittt ste e st e e st s sbtaesateasasesenaseenas 39
OULIEACH 10 EMPIOYEIS. ... ettt ettt ettt ae bt be s bt et e e e st e a e e b e e bt sb e et e s e e e e eseeneeaeebesae st e s et eneenis 41

IMEAICAI PIOVIARIS ...ttt et b ettt b et a bbbt b et b et s b et be st e bt e ket e b e e et enennen 41
REFERENCES .....ciiiuuiiiiiuniiiiiiuniieiiinieiienmsietiesmsiesienmssssmenssisstesssssssesssssssesssssssssssssssssssssssnsssssssnsssssssnnsss 42

Hawaii State Paid Family Leave Analysis Grant Report, Page 44 of 187



Section 1: An Introduction

Every year roughly 20 million workers in the United States take leave to address a serious
personal or family illness or to care for a new child. In an additional 7 million instances workers
report needing to take leave, but being unable to do so.! At some point in their working years
virtually everyone will require at least some time off in order to address a family caregiving or
personal health concern, yet despite the near universal need only 14 percent of the workforce has
paid family leave provided by their employers.? While Hawaii does have a law requiring
employers to provide temporary disability insurance to their workers, only 38 percent of the
private-sector nationwide is covered by such a policy and fewer than a third of those policies are
fully employer funded.® Younger workers, low-wage workers, and workers of color are all less
likely to be covered by paid leave policies.* For example, only 6 percent of workers in the lowest
earnings quartile are covered by paid family leave policies, compared to 22 percent of those in
the highest earnings quartile.

Workers’ access to paid leave in the United States is wildly out of step with every other
advanced economy in the world. Out of 185 countries and territories surveyed by the
International Labour Organization (ILO) in 2014, the United States was one of only two
countries (along with Papua New Guinea) to offer no paid maternity leave — although both
countries do provide unpaid leave to mothers after the arrival of a new child.® The United States
is the only high-wealth country that does not provide paid leave to new mothers; the majority of
these countries guarantee at least 14 weeks of paid maternity leave.” The United States is also
one of only a handful of high-wealth countries that does not provide paid parental leave to new
fathers.® Overall the United States is unique among its peers for not guaranteeing its workers the
right to any form of paid leave for any reason at all.®

Lacking access to paid leave is not simply a problem for individual families — it also has a
profound impact on the economy overall. Working families in the United States annually lose an
estimated $20.6 billion in lost wages due to the lack of access to paid family and medical leave.
While most of this is due to losses related to temporary disability, $7.3 billion in wages are lost
due to the lack of paid parental and family caregiving leave policies.!! Hawaii already has a law
requiring employers to provide temporary disability leave, but working families are not covered
if they need time off to care for a seriously ill or injured family member, or to care for a new
child.

This lack of access to paid leave can have profound consequences for working families.

Seven-in-ten children in Hawaii (69.5 percent) live in households where all of the parents
work,'? meaning there is likely to be no full-time-stay-at-home caregiver, and more than a
quarter of children in Hawaii live in households headed by a single parent (20.35 percent live
with a single mothers and 7.8 percent with a single father.)*® Due to lack of access to paid leave,
when a new child is welcomed into a home or when a caregiving emergency arises many
families are left to make impossible choices between their jobs and source of income and their
families. And these effects are not universally felt, with some populations more vulnerable than
others. For example, Native Hawaiian and other Pacific Islander children are disproportionately
more likely in live in single parent homes and although the overall poverty rate in Hawaii is
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lower than in the rest of the United States, Native Hawaiian and other Pacific Islander children
are also the most likely to live in poverty.'* These are the families that are the most economically
vulnerable and thus the least able to be able to afford to take unpaid leave. Access to paid
parental and family caregiving leave is not only helpful to parents; it also pays dividends to
children. Babies whose parents are able to take leave are more likely to be breastfed which is
associated with a host of health benefits,*® and are more likely to receive regular medical
checkups and their recommended vaccinations.'® Children with serious health concerns also
benefit beyond infancy when parents have access to paid leave, since children recover faster
from medical conditions when they are able to be cared for by their parents and the presence of a
parent has been shown to shorten children’s hospital stays by 31 percent.!” The majority of
parents of children with special health needs report that access to paid leave has a positive impact
on their child’s physical health (81 percent) and emotional health (85 percent) in addition to
having positive effects on their own emotional health (57 percent.)8

And children are not the only family members who are likely to need care. The Baby Boom
generation is aging, and by 2030 seniors will comprise nearly 20 percent of the population®®
while the number of people requiring long-term care services will more than double in the
coming decades to a predicted 27 million people in 2050.?° The population of Hawaii is both
older than the United States as a whole, and is aging faster.?! Currently, 15.6 percent of the
population in Hawaii is 65 or older, and that proportion will continue to grow in the coming
years.?? A significant amount of adult care is provided by family members, and there were more
than 40 million family caregivers in the United States in 2013, providing an estimated 37 billion
hours of unpaid elder care or care to another adult with a disability or serious health condition
with an economic value of $470 billion.2 When workers are able to take paid leave to care for an
aging relative or another family member with medical needs they are better able to help them
fulfill their treatment plans and avoid medical complications and hospital readmissions. 2* As a
result, family-provided care can help to improve health outcomes while decreasing the need for
additional medical interventions and lowering healthcare costs. 2° But nearly half of family
caregivers are employed outside the home, with approximately three-quarters (73 percent) in
their prime working years between the ages of 35 and 64. And of these, 19 percent reported that
their family caregiving responsibilities led to negative employment impacts, including “time off
from work, missed professional opportunities, and financial losses.” 2° Providing elder care to a
parent has a negative impact on labor force participation and the impact is stronger for women,?’
who are already more likely to provide care than men.?® Workers over the age of 50 who leave
the labor force to care for an aging parent lose, on average, more than $300,000 in wages and
Social Security retirement benefits. 2°

An abundance of evidence shows that paid leave is needed in the United States, and that current
policies fall short of addressing this critical support for working families.

Current Paid Leave Landscape in the United States
National

There is no national program to provide or mandate access to paid family and medical leave in
the United States. However, seven states have passed paid leave laws and four have currently
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operational social insurance programs to provide at least one form of paid leave. Federal law also
provides access to job-protected unpaid leave for qualifying workers.

The Family and Medical Leave Act (FMLA) of 1993 provides up to 12 weeks of unpaid, job-
protected leave to qualifying workers. FMLA leaves can be taken to address the worker’s own
serious health condition, to care for a seriously ill immediate family member, to care for a new
child (biological or adopted) or to address contingencies that arise out of military deployment. 3
Workers may qualify for FMLA leave if they: work for an employer with at least 50 employees
within a 75-mile radius; have accrued at least 12 months of tenure with a covered employer; and
have worked a minimum of 1,250 hours in the prior year. 3! As a result of the eligibility
requirements only 56 percent of all private-sector workers are covered by the FMLA.*? Workers
are most likely to be excluded from coverage because they work for an employer with fewer than
50 employees (29.4 percent of all private-sector workers) or because they worked fewer than
1,250 hours in the previous 12 months (21.8 percent.)®

The majority of FMLA-type leaves are taken in order for a worker to address their own serious
health condition (54.6 percent.)3* Roughly one-fifth of leaves relate to a new child (21.1 percent)
which can include pregnancy-related medical leaves, recovering from pregnancy and/or
childbirth, and caring for a newborn or newly adopted child.3® Family caregiving leaves for a
spouse, parent, or child account for approximately one-fifth of all leaves as well (18.2 percent.)
Military leaves are relatively uncommon and thus are not addressed in this report.>® There are
also substantial numbers of workers who need to take leave, but are unable to do so. While there
are many reasons why workers report being unable to take leave, the most common reason (46.1
percent) was because they could not afford to take unpaid leave.®’

Table 1. Reasons for needing leave, leave-takers and workers with an unmet need for leave®®

Reason for needing leave Leave-takers Workers with unmet need for
leave

Own illness 54.6% 49.7%

Related to a new child 21.1% 9.2%

Care for a family member with | 18.2% 40.8%

a serious health condition

Only 48 percent of workers who take FMLA-type leaves receive full pay from their employer
while on leave, and another 17 percent receive partial pay.3® Among workers who took FMLA-
type leaves without full pay, 60 percent reported difficulties making ends meet, and 84 percent
reported that they limited their spending.*® Workers whose annual family income was above the
median ($62,000) were three times less likely to have to take unpaid leave, and were nearly twice
as likely to receive full pay while out on leave, compared to workers with annual family incomes
below the median.** While only 14 percent of workers have access to dedicated paid family leave
through their employers, many of those receiving pay while on leave do so by using accrued sick
leave or vacation days.*? These are benefits that workers who are older, employed full-time, and
have higher earnings are more likely to have access to, when compared to otherwise identical
workers.*® Hourly workers, workers in the service industry, and Latino workers are all
significantly less likely to have access to paid sick days than otherwise identical workers.*
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Existing State Paid Medical and Family Leave Programs

States have long been leaders on a myriad of policy issues, including paid leave. Just as 34 states
passed their own state-level job-protected unpaid leave laws prior to the passage of the federal
FMLA,* a handful of states have passed their own paid leave laws. California, New Jersey,
Rhode Island, New York, the District of Columbia, and Washington state have all passed
legislation to create social insurance programs to provide workers with temporary disability
leave and paid family leave. Rhode Island was the first state to create a temporary disability
social insurance program in 1942, followed by California in 1946, New Jersey in 1948, and New
York in 1949.%° The programs are funded through small payroll taxes, provide wage replacement
to workers who cannot work temporarily due to a work-disabling health condition that was
incurred outside the workplace.*” In 2002 California passed legislation to add paid family leave
onto their already existing state temporary disability insurance system. New Jersey passed
similar legislation in 2008, Rhode Island in 2013, and New York in 2016. The exact rules for
eligibility and coverage differ by state, but all the state temporary disability insurance (TDI) and
paid family leave (PFL) programs provide workers with partial wage replacement when they
need leave to care for themselves, a family member with a serious health condition, or a new
biological, adoptive, or foster child.*® (For more information on the structure of state paid leave
programs, please see Glynn, Bradley, and Veghte, “Paid Family and Medical Leave

Programs: State Pathways and Design Options.”)*

Under California’s program workers are eligible for up to 52 weeks of temporary disability leave
and up to 6 weeks of family leave. In order to be eligible, workers must have earned a minimum
of $300 in the first four of the last five completed quarters (also known as the base period.)*®® As
of 2017 the wage replacement level for leave-takers is 55 percent of normal wages, up to a cap of
$1,173 per week. In 2018, this will increase to 70 percent for those earning less than one-third of
the state average weekly wage, and 60 percent for all others. New Jersey’s program provides up
to 26 weeks of temporary disability leave and 6 weeks of family leave, with a wage replacement
level of 66 percent of normal wages up to a cap of $633 per week in 2017. Workers in the state
are eligible if they worked for at least 20 weeks and have earned at least $8,400 in the previous
52 weeks (also known as the base year). °* Rhode Island’s program allows for up to 30 weeks of
temporary disability and up to 4 weeks of family leave per year. The wage replacement is set at
60 percent of normal wages, up to a weekly maximum of $817 in 2017. Workers in Rhode Island
are eligible if they have earned at least $11,520 in the base period (first four of the last five
completed quarters) or alternate base period (last four completed quarters.) Workers may also be
eligible if they earned at least $1,920 in one of the base period quarters, and have a total base
period earnings of at least 1.5 times the highest quarter of earnings, and their total base period
earnings are at least $3,840.5?

New York’s TDI system has been in place for nearly 70 years, and paid family leave will go into
effect in 2018. While other states also allow employers to opt out of the state administered
system by self-insuring or purchasing a commercial temporary disability insurance product to
cover their workers,>® New York has a much higher incidence rate with about three-quarters of
eligible workers covered by private insurance.>* Workers are eligible for TDI if they have
worked for at least 4 consecutive weeks, or if they work for an employer that provides more
generous voluntary coverage. The New York paid family leave program (PFL) will begin in
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2018 by providing up to 8 weeks of family leave paid at 50 percent wage replacement up to a cap
of 50 percent of the state average weekly wage. The length of leave and wage replacement level
will increase over time until 2021, when workers will be eligible for up to 12 weeks of family
leave paid at 67 percent wage replacement up to a cap of 67 percent of the state average weekly
wage. Workers will be eligible for PFL if at least 26 consecutive weeks or at least 175 days if
they work part-time.

These four state programs were developed by first creating a temporary disability insurance
infrastructure and later adding paid family leave as an additional qualifying condition for leave.
However, there are no additional states with TDI social insurance programs in place, so new
states looking to develop paid leave proposals have to take a slightly different approach. The
District of Columbia and Washington state have both passed legislation to create new programs
that will provide both TDI and PFL.

Washington State first passed a law to create a state-wide paid parental leave only plan in 2007.
This program would have provided a flat rate benefit to new parents, but was never implemented
because there was no initial source of funding for the program. In 2017, the state passed
legislation to create a more comprehensive program that, once in effect, will provide up to 12
weeks of leave for TDI or PFL (or up to 14 weeks for serious pregnancy related complications),
with a maximum annual total of no more than 16 weeks of leave (or 18 weeks in the case of
serious pregnancy related complications.) The program will provide 90 percent wage
replacement on earnings up to 50 percent of the statewide average weekly wage, plus 50 percent
wage replacement of earnings above this threshold, with a cap of $1,000 per week. Workers will
be eligible if they worked in at least 4 of the last 5 completed quarters and worked at least 820
hours in that time period.

The District of Columbia passed legislation to establish a paid family and medical leave program
in 2017, and the program is slated to go into effect in 2020. Once operational, it will provide up
to 8 weeks of paid parental leave, up to 6 weeks of family caregiving leave, and up to 2 weeks of
temporary disability leave, for a total of no more than 8 weeks of leave taken annually. The
program will provide 90 percent wage replacement on weekly wages up to 150 percent of the
D.C. minimum wage times 40 (in other words, up to 150 percent of full-time minimum wage
weekly earnings), plus 50 percent wage replacement of earnings above this threshold, with a cap
of $1,000 per week. Workers will be eligible if they worked in the District for an employer other
than the D.C. or federal government for at least some time in the last 52 weeks. Self-employed
workers will be covered if at least half of their work was conducted in the District and they opted
into the paid family and medical leave system and have paid the appropriate taxes.

Hawaii’s approach to temporary disability insurance is significantly different than the one taken
by other states. Rather than forming a state government-run social insurance program, the state
passed legislation in 1969 to establish an employer mandate, with public and private employers
of all sizes required to provide TDI.% Most employees are covered, with the exception of federal
employees, some domestic workers, insurance agents and real estate workers paid solely
commission, some family employees, and a few other categories of workers who are excluded
under current law.>® Employers may require workers to contribute up to half of premium costs,
provided that the costs do not exceed 0.5 percent of the worker’s weekly wages and are not more
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than $5.12 per week.>” Workers are eligible if worked at least 20 hours per week for the last 14
weeks, and earned at least $400 in the previous 52 weeks. Employers can choose to provide TDI
by purchasing a private plan through an authorized insurance carrier, or through state-approved
self-financing. Unemployed workers who experience a disabling condition or workers whose
employer is bankrupt or non-compliant receive wage replacement through a state-run fund.*®
Leave-takers can receive up to 26 weeks of leave per year, at 58 percent wage replacement up to
a cap of $594 per week in 2017, and the maximum allowable benefit is adjusted annually based
on averages wages in the state.> There are no current provisions in Hawaii for paid family leave.
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Table 2. Comparison of existing and pending paid family and medical leave programs®®

Architecture and Funding Cost Length of Leave Available

Program Temporary Paid family | TDI PFL DI PFL Wage Replacement Egghbi'r';%ems
Disability leave 