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Session overview

• Maternal and child health – how are we doing?
• Employment vs. employment conditions
• Paid leave as a policy solution – a study of San 

Francisco’s Paid Parental Leave Ordinance
• Key takeaways
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All race categories exclude Hispanics. Preterm is less than 37 weeks of pregnancy. 

Source: National Center for Health Statistics, final natality data. Retrieved November 9, 2020, from www.marchofdimes.org/peristats.
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66% of women giving birth for the first time were employed during pregnancy.

86% of these women were employed full time.

Source: Lauglin (2011)
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Rotating shift work

Heavy lifting

Fixed night shifts

Working long hours

Prolonged standing

Preterm birth

Miscarriage
Sources: Cai et al. (2019); Cai et al. (2020); Croteau et al. (2020); Hamad, Modrek, & White (2018); Pac et al. (2019); Tanaka 

(2005); Chatterji & Markowitz (2012); Dagher & Dowd (2014); Avendano et al. (2015)  





Low income workers least likely to 
have paid and unpaid leave
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Paid leave as a policy 
solution? 
A study of San Francisco’s Paid Parental Leave Ordinance





2017 paid parental leave polices in California and SF
CA Paid Family Leave 

(PFL)
SF Paid Parental Leave Ordinance 

(PPLO)

Effective date

• July 1, 2004 • January 1, 2017 (employers 
with 50+ employees)

• July 1, 2017 (35+ employees)
• January 1, 2018 (20+ 

employees)

Benefit 
amount

• In 2017, 55% wage replacement 
up to 6 weeks

• 100% of weekly salary, subject 
to a cap, for 6 weeks bonding

Eligibility

• Paid into California’s State 
Disability Insurance (SDI) 
program

• Unable to work for ≥ 8 days due 
to the need to bond with new 
child

• Worked for employer for ≥180 
days

• Work ≥8 hours/week and 40% 
time in San Francisco

• Receiving PFL bonding 
benefits



Source: Goodman et al. (2020a)



Study overview

• Stakeholder interviews: implementation went well
• Employer survey: acceptable (SSM Pop Health, 

2020)
• EDD administrative data findings: little effect on 

leave
• Mother’s survey findings: why? (Health Affairs, 

2020)



(1) Early Stakeholder 
Perceptions

(Semi-structured interviews)



Early Implementation Findings

• PPLO positively received, going well in 2017
• Stakeholders from labor groups and government expressed 

surprise at lack of opposition from business community
• Credit this to outreach and education efforts
• Government stakeholders convened meetings early on 

where business groups could inform policymaking process 
and offer amendments.



The lack of opposition was kind of amazing. There was never a 
“we can’t do this”; only “these are things to change.”
Labor Advocacy Group

Never wholesale strong opposition but concerns from small 
business community about what this meant to them from a 
labor cost perspective and ability to manage requirements; 
from larger employers, it was more about compliance with 
local and state requirements. Opposition was not to the policy 
overall from an objectives perspective, but more focused on 
what it meant from a cost and implementation perspective. 
We did work through the legislative process to ameliorate 
these concerns. This is why the phase-in was added at the end 
(to give smaller businesses more time to adjust).
Former Aide to Supervisor Scott Weiner



Challenges Identified by 
Stakeholders
1) Employers say benefits calculations are 

complicated 
2) Tipped worker benefits even more complex
3) Confusion when a workers has multiple 

employers
4) Delays receiving benefits



(2) Bay Area Parental Leave 
Survey of 2018 Employers

(N=297 telephone interviews in SF and 
surrounding counties, with HR rep at 

employers size 20+)



Over 75% of employers are 
familiar with PPLO
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Significant increases in employer self-reported 
paid-parental leave offering

(DD = 20 percentage points, wild cluster bootstrap p<.05)
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PPLO did not lead to benefit cuts or price increases
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(3) EDD Administrative Data

(claims: counts and duration by sex, 
county and month)



Males in SF:
13% Increase in Parental Bonding Leave Claims
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(4) The Bay Area Parental 
Leave Survey of 2016 and 

2017 Mothers

(n=1304 employed mothers)
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Many workers don’t have job protection during leave
Source: Bay Area Parental Leave Survey of Mothers – 2016 & 2017

Notes: CFRA=California Family Rights Act; NPLA=New Parent Leave Act. To meet minimum tenure and hours requirements, 
employees must have worked for their employer for at least one year and at least 1,250 hours in the past year.



Job Protection Substantially Lower Among 
Black and Hispanic parents – But SB1383 Helps

Notes: CFRA=California Family Rights Act; NPLA=New Parent Leave Act. To meet minimum tenure and hours requirements, 
employees must have worked for their employer for at least one year and at least 1,250 hours in the past year.
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What 
contributes 
to low 
awareness 
and 
confusion?

• Eligibility is limited.
• Enrollment rules are complicated.
• PPLO did not seamlessly integrate with 

existing state PFL benefits.
• Employers found the PPLO confusing.
• Job protection is uneven.
• Employers were not a reliable source of 

information for many workers.



How to 
make paid 
leave 
policies 
more 
effective?

• Make paid parental leave universally 
available.
• Unify enrollment through a single 

government portal by place of residence, 
with Navigators.
• Allow employers to file claims on behalf 

of employees, with employee approval.
• Fully pay for family leave from a central, 

tax-financed fund.



Key Takeaways

• Work a core SDH, but has received little attention
• Impacts span lifecourse, but are particularly acute 

during perinatal period
• Work-related policies as a strategy to reduce MCH 

inequities
• Investment in our future: good for workers, good 

for employers!
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Thank you

For more on our evaluation of the PPLO, visit:
http://www.populationsciences.berkeley.edu/PPLO

Additional resources: 
Pregnant @ Work from Center for WorkLife Law at UC 

Hastings: https://www.pregnantatwork.org/

http://www.populationsciences.berkeley.edu/PPLO
https://www.pregnantatwork.org/


Extra slides



Difficulty Complying with PPLO

I think the biggest challenge that we have is dealing with the state 
for both disability and… paid family leave and trying to coordinate 
pay and make sure our employees are being paid correctly. I feel like 
maybe 40% of them are not being paid correctly by the state.

And the challenge is that we're happy to supplement but we don't 
know how much to supplement because getting the information 
from the state and how much they're being paid, um, has been the 
hard part. The first five days isn't covered and so we don't know 
exactly how much is being deducted so we tend to overpay them 
and then have to withdraw the money back and tell 'em, you know, 
“We wanna make sure you're whole, but we're not sure what whole 
means so if we short pay you we'll correct it, if we overpay you 
we're gonna have to correct it and get the money back.” And it's a 
hard concept sometimes to explain.





It's been great, yeah. It's actually been good. We had been 
looking into somehow providing more benefits; specifically 
you know, maternity disability. Because that is the norm. The 
norm was going that way and so we just hadn't really gotten 
our act together to pull together a policy and this, essentially, 
helped us get there. So we're really making our employees 
whole. And we feel good about that.
Human Resources Manager, Staffing Firm



We are parents ourselves. We really believe in the importance 
of baby bonding and spending time with your young children… 
finding affordable daycare and child care and all of those 
things we really support, but we would much prefer to see it 
on a broad-based small tax that everybody would contribute 
to a small amount and have it be able to be drawn upon 
rather than, again, having it be said to the businesses, “You 
solve this problem. You're gonna take up the rest of what we 
haven't managed to cover in terms of our state policy.”
Co-Owner, Pharmacy 


