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Good evening Senator Gomes, Representative Tercyak and members of the Labor and Public Employees 

Committee. My name is Roger Senserrich, and I am the Policy Director at the Connecticut Association for 

Human Services (CAHS). CAHS is a statewide nonprofit agency that works to reduce poverty and promote 

economic success for children and families through both policy and program work.  

I am here to express our support to S.B.221, a bill that would create a paid family and medical leave system 

in Connecticut. This legislation would create a public insurance system, paid with employee contributions, 

creating a new program that will protect children and families in the state.  

The United States is unique, as it is the only developed nation that currently does not offer paid family1 and 

medical leave to its citizens as a right.  As a result, it is treated as an employer benefit, and it is almost solely 

dependent on workplace policies. This leads to considerable disparities, as access to paid family and medical 

leave is highly dependent on the kind of job, industry and employee qualifications. This results in a 

fragmented system, where qualified, well-paid workers are more likely to be protected.  

According to a 2014 report by the Council of Economic Advisers2, employees with a Bachelor´s degree are 

twice as likely to have access to any kind of paid leave compared to workers with less than high school 

education: 72% of college graduates have access to paid leave, compared to 35% for the latter group. 

Weekly earnings also show a similar pattern, with half of low income workers (weekly earnings below $540) 

receiving paid leave, compared to 83% for those making more than $1,230 a week.   

The numbers are even lower if we focus on paid maternity or paternity leave or to take care of family 

members. According to the National Compensation Survey3 for private industry workers, only 12% of 

employees have access to paid family leave specifically to care for a family member, including maternity and 

paternity leave. Large employers are close to three times more likely than small business (22%, compared to 

8%) to offer this benefit.  
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Although access to unpaid leave is more widespread (77% of employees nation-wide are eligible, compared 

to 59% for paid leave), the reality is that many workers cannot afford to use it. Fewer than 40% of working 

parents who are eligible for unpaid family and medical leave have the saving or resources to use this benefit. 

Hispanic families are especially vulnerable, as only 25% state that they can afford to take days off to take 

care of their children4.  

Racial disparities extend to access to paid leave. More than 60% of white workers 18 and older have access 

to paid sick days, compared to 38% for Hispanics. Only 25% of Hispanic workers have paid parental leave, 

compared to close to 50% for whites5 

Source: Glynn and Farell, 2012 – see 

note 5 

The present bill will enable Connecticut to dramatically close these gaps by creating an employee-funded, 

almost universal public insurance program. The system would be administered by an independent Family 

and Medical Leave Compensation Trust Fund, with payroll contributions directly deducted from employees´ 

paychecks. The framework contained in the legislation follows an extensive report by the Institute for 

Women´s Policy Research6 commissioned by the General Assembly, and is based on sound actuarial analysis 

of Connecticut´s labor force. The system, as established in this bill, would be financially sound and provide a 

crucial security net that would grant families a degree of financial security that they lack today.  

The legislation is likely to have minor startup costs to set up the trust fund and create its administrative 

structure, but the fund could repay the initial costs once it starts collecting employee contributions. Costs 

for business will be minimal, besides updating their payroll systems. Payment and administration of benefits 

will be handled by the state agency.  The experience in other states backs this assertion. A survey of 253 

employers affected by California’s paid family leave initiative found that the vast majority – over ninety 
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percent – reported no noticeable or a positive effect on profitability, turnover, and morale7.  Paid family 

leave decreases the probability of women quitting their job after having a child8 (potentially increasing labor 

force participation rates9), and has a significant positive effect on employee retention, productivity and 

morale10. The reduction of costs associated with lower employee turnover can more than offset any 

associated cost, and help Connecticut attract a qualified labor force.  

The question, in this case, it is not if Connecticut can afford to have paid family and medical leave, but if we 

can afford not to. Passing this bill will provide a sorely needed benefit to those workers who need it the 

most, provide a solid support for parents who want to form a family, improve the financial stability of those 

affected by family illness, allow small business to better compete and attract qualified workers by providing 

comparable benefits to larger companies, and strengthen our workforce by making it more productive and 

reducing staff turnover. 

The experience of the three states that have implemented this policy (California, New Jersey and Rhode 

Island) is clear: far from increasing costs and hurting business, it makes them more competitive, at no cost to 

the state11. It is time for Connecticut to take a step forward, and adopt paid family leave.  
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