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Introduction and summary

In the past five years, more than 35 local and state paid sick time laws have been 
passed in the United States, guaranteeing workers a minimum amount of paid sick 
time for personal and family health needs. Four states have passed paid family and 
medical leave programs that provide extended paid time off to bond with a new 
child or recover from, or care for a loved one with, a serious health condition. 

As momentum for paid sick time and paid family and medical leave laws con-
tinues to build, there has been a growing effort for these laws to define “family” 
in ways that are realistic and inclusive. Our analysis shows that state and local 
victories in the last half of 2016 will provide nearly 7 million people access to paid 
sick time with an inclusive family definition.1 The government uses the construct 
of family to make determinations about access to rights, resources, and benefits. 
Inconsistent and often restrictive family definitions have marginalized a host of 
different types of families, including but not limited to extended, single-parent, 
and blended families; families headed by same-sex couples; and chosen families, 
which are characterized by mutually supportive structures outside of blood or 
legal relationships. These restrictive family definitions often reinforce structural 
inequities—including those based on race, gender, sexual orientation, citizenship, 
age, and ability—and disproportionately affect individuals and families living at 
the intersections of these identities. 

Historically, family definitions in law and policy have often failed to meet the 
needs of families in the United States, and they frequently fall short today. The 
overwhelming majority of households—more than 80 percent, according to 
the United States Census—depart from the so-called nuclear family model of a 
married couple and their minor children. In addition, 85 million people—dispro-
portionately people of color—lived in extended families as of 2014, up from 58 
million in 2001. People have a broad array of loved ones who are often central to 
their notions of family and their caregiving responsibilities. 
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In particular—although the lesbian, gay, bisexual, transgender, and queer, or 
LGBTQ, movement successfully achieved nationwide marriage equality in 
2015—LGBTQ individuals and families continue to experience the collateral 
consequences of narrow family definitions in local, state, and federal policy and 
would gain significantly from more inclusive definitions of family in workplace 
leave policies. Many LGBTQ individuals forge close relationships with friends and 
informal support networks—known as chosen families—especially since LGBTQ 
people too often face extreme stigma within their biological families and commu-
nities. These relationships become paramount when needing to take time off from 
work to recover from illness or care for sick loved ones.

While there are a range of policy areas where improved definitions of family 
would more appropriately capture the diverse realities and needs of many families, 
this report focuses specifically on the importance of inclusive definitions in work-
place leave policies, especially for LGBTQ families. A growing number of juris-
dictions have passed and implemented paid leave policies that are accessible to a 
wider range of family types. To ensure these benefits are not restricted by one’s 
ZIP code, this report recommends that all levels of government should:

•	 Enact paid leave laws and policies that cover extended relatives and chosen family 

•	 Pass comprehensive nondiscrimination protections that protect people  
on the basis of sexual orientation and gender identity

•	 Improve data collection and research on chosen families and LGBTQ communities

These policies are critical steps necessary to ensure that all families get the support 
they need to balance work and family and to thrive in all aspects of their lives.

Terrie’s story 

“My family is a safety net that protects an entire community.  When my brother is ill, 

my other brother cares for him. My sisters and I share caregiving for our mother. I am 

there for my partner’s two children with whom I have no legal relationship. I provide 

care for the child of my friend who lives with me. When finances are tight, the extended 

family ensures that collectively we are not spiraling out of control. And when my same 

sex-partner experienced cancer, we all had to pitch in. A broad definition of family in 

work-leave policy ensures that my family can do its job—caring for each other.”2
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Public policy shapes ideas  
about families

Policymakers explicitly and implicitly define the construct of family through 
public policy and political discourse on a range of issues and at all levels of govern-
ment. Such definitions intentionally or unintentionally restrict or expand access to 
rights, resources, and recognition for families and individuals.3 

Throughout history, definitions of family have reflected both cultural and political 
circumstances. Between 1911 and 1919, nearly 40 states created pension programs 
to support orphaned and fatherless children—but in many cases unmarried moth-
ers and women who worked outside the home did not qualify.4 During the 1930s, 
policies spearheaded by President Franklin Roosevelt were frequently based on the 
idea that working families deserved government support in the face of the economic 
devastation of the Great Depression and that state programs supporting the poor 
should be supported with federal money as states faced bankruptcy.5 Yet many poor 
families and families of color did not benefit from the New Deal, particularly from 
programs that allowed states to continue to set eligibility criteria. 

One example from the New Deal is the federal Aid to Dependent Children, or 
ADC, program, later renamed Aid to Families with Dependent Children, or 
AFDC. The ADC—which was enacted to replace state programs referred to as 
“mothers’ pensions” programs—provided states with federal matching funds in 
order to provide cash assistance to mothers who lost husbands due to death or 
desertion, so that they could focus on housekeeping and childrearing.6 However, 
in distributing that cash assistance, states often used subjective criteria that 
enabled them to discriminate on the basis of race and exclude mothers based on 
assessment of moral character—a standard that often resulted in denial of assis-
tance to women who had borne children outside of marriage.7 The criteria for the 
program shifted over time, but the AFDC was repealed and replaced in 1996 with 
the Temporary Assistance to Needy Families, or TANF, program, which rewarded 
married different-sex couples and stigmatized families who did not mirror that 
supposed ideal. In fact, one purpose explicitly articulated in the act establishing 
TANF was to “encourage the formation and maintenance of two-parent families.”8 
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Also in 1996, Congress enacted the Defense of Marriage Act, or DOMA, which 
explicitly defined marriage as the union of one man and one woman for the 
purposes of the federal government. This law excluded same-sex partners from 
the numerous rights and benefits of civil marriage at the federal level until the 
Supreme Court ruled DOMA unconstitutional in 2013. Later, in 2015, the 
Supreme Court’s Obergefell v. Hodges ruling established marriage equality nation-
wide. However, many LGBTQ families continue to be excluded from narrow 
family definitions in local, state, and federal policy. 

This is not to say that all government actions have restricted family definitions. For 
example, federal regulations were issued in 1969, during the Vietnam War, allowing 
federal employees to take funeral leave for the combat-related death of immedi-
ate relatives, including anyone they were related to by “blood or affinity whose 
close association with the employee is the equivalent of a family relationship”; this 
family definition was later expanded to other benefit programs for federal workers, 
including paid sick time.9 But far too many policies, ranging from immigration laws 
to workplace leave, currently rely on definitions that favor particular families.10 As 
currently constructed, such policies often reflect society’s existing biases—such as 
those based on race, gender, sexual orientation, citizenship, age, and ability—and 
particularly harm those living at the intersections of these identities. 



5  Center for American Progress  |  Making Paid Leave Work for Every Family

Caregiving and family

The need for inclusive family definitions is generated from two realities. First, 
kinship networks outside of the nuclear family have always been part of the U.S. 
social fabric—both as a cultural norm within certain communities and as an eco-
nomic means of survival for low-income people.11 Second, it reflects a larger shift 
in cultural, economic, and social norms. According to the United States Census, 
more than 80 percent of households today depart from the nuclear family model 
of a married couple and their minor children, compared with 57 percent in 
1950.12 These so-called non-nuclear family households include families such as 
those with children older than age 18, families not headed by married couples, 
and households occupied by one individual or a group of individuals unrelated 
by blood, marriage, or adoption.13 

Changes in family structures are shaped by a variety of social trends. People in 
the United States are generally waiting longer to marry or opting not to marry at 
higher rates than in past decades.14 A growing number of people are living with 
a partner to whom they are not legally married and raising children outside of 
marriage; the prevalence of these relationships shows the importance of cover-
ing unmarried partners and broadly defining “child” in workplace leave policies.15 
Many others who do not have a spouse or partner have structured their families 
and lives in ways that depart from the nuclear family model. In addition, 85 
million people were living in extended families in 2014—up from 58 million in 
2001.16 Extended families, which include families such as those who have taken 
in a grandparent or have adult children living at home, are disproportionately 
people of color.17 Thus, workers’ relationships with grandparents, grandchildren, 
and other cross-generational relatives are often central to their notions of family 
and their caregiving responsibilities. And caregiving extends to those outside the 
household as well, with many people also providing care to biological relatives or 
nonbiological chosen family outside their home.18 These relationships should be 
recognized in workplace leave laws and policies. 
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An inclusive definition of family in workplace leave policies would benefit many 
different types of families, but is particularly important for LGBTQ families. As 
most government surveys and administrative datasets do not collect data about 
sexual orientation and gender identity, it is difficult to assess the family and house-
hold structures and support networks of LGBTQ individuals in the same way 
other families are analyzed. However, academic studies suggest that many LGBTQ 
individuals forge close relationships with chosen families, especially due to stigma 
within their biological families and communities.19 There may be differential posi-
tive benefits for specific subgroups within the LGBTQ community as well. One 
study showed that gay and bisexual men rely heavily on other members of the 
LGB community for certain forms of social support, even more so than lesbian 
and bisexual women.20 Transgender people also frequently form close ties with 
networks unrelated to their biological or families of origin.21 

These chosen families can develop at an early age, sometimes out of necessity. For 
example, an estimated one-third of LGBTQ youth in foster care report having 
been abused by family members because of their sexual orientation or gender 
identity.22 Thirty-seven percent of LGBTQ youth in juvenile justice settings report 
having been homeless because of family rejection, compared with 17 percent of 
heterosexual and gender-conforming youth.23 Family conflict is one of the most 
common reasons for all youth homelessness, and LGBTQ youth appear to be 
disproportionately represented among youth experiencing homelessness.24 Youth 
of color are overrepresented within this group—though this overrepresentation 
may be due to economic conditions and other structural inequities facing families 

The continued relevance of domestic  
partnership benefits

Recognition of domestic partnerships remains important, even in the wake of Oberge-

fell v. Hodges, the Supreme Court’s 2015 landmark decision establishing marriage for 

same-sex couples as a constitutionally protected right. Thousands of couples—both 

same-sex and different-sex—have already ordered their lives under a local or state 

domestic partnership law, and many couples may still choose not to marry for practi-

cal, philosophical, cultural, or financial reasons. An inclusive definition of “family” must 

therefore include domestic partners, and not only legally married spouses, even as all 

couples now enjoy the legal right to marry.
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rather than increased levels of family rejection in communities of color. A 2014 
survey of human service providers serving the youth homeless population found 
that nearly half of their LGBTQ clients identified as nonwhite, a rate greater than 
for the population as a whole: 31 percent identified as African American or black, 
14 percent as Latino/Hispanic, 1 percent as Native American, and 1 percent as 
Asian or Pacific Islander.25 

Research shows that LGBTQ older adults, who are significantly more likely to be 
childless and living without a partner than non-LGBTQ older adults, also develop 
and maintain strong relationships with chosen family.26 One survey of LGBTQ 
baby boomers, who are age 45 to 64, found that these individuals are nearly twice 
as likely as non-LGBTQ-identified baby boomers to live alone—33 percent versus 
18 percent.27 They are less than half as likely as the general population to say they 
would rely on an adult child caregiver—16 percent versus 7 percent—and are 
less likely to expect a spouse or partner to care for them—47 percent versus 39 
percent.28 Thus, LGBTQ older adults may be less likely to have family support 
when they need care and often rely on families of choice, or support networks that 
are comprised of close relationships that are the equivalent of family. Sixty-four 
percent of LGBTQ baby boomers said that they have a “chosen family,” defined in 
the survey as “a group of people to whom you are emotionally close and consider 
‘family’ even though you are not biologically or legally related.”29 Forty-two per-
cent of LGBTQ baby boomers said that they would depend on close friends in an 
emergency, compared to 25 percent of the general population.30

While more data are needed, existing research underscores that LGBTQ workers 
generally have a heightened need for inclusive leave policies that account for the 
chosen family members they are likely to rely on for care and support. Of course, 
LGBTQ individuals are not the only ones for whom it is essential that we adopt 
inclusive family definitions in paid leave policies—their chosen family members, 
many of whom are non-LGBTQ, also need paid leave with realistic family defini-
tions in order to balance their work and caregiving responsibilities. 

The country’s social fabric includes a variety of family formations—blended fami-
lies with step-relatives, single-parent families, multigenerational families, LGBTQ 
families, and others—that our workplace laws and policies often do not account 
for. Many people, both LGBTQ and non-LGBTQ, live with or depend on family 
members beyond their parent, spouse, and biological children. In particular, people 
increasingly rely on chosen family for care and support in times of need and serious 
illness. As our families evolve, so too must our workplace laws and policies. 
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Family definitions in other policy areas

Workplace leave is just one of many areas where family defini-

tions play a crucial role in determining the rights of individuals 

and families—healthcare, housing, domestic violence services, 

childcare, other employment-related rights and more may be 

shaped by who is included within one’s family. As a result, work-

place leave policies are not the only area where policymakers 

are increasingly recognizing the importance of defining family 

in a realistic and inclusive manner. For example, eligibility for 

the Supplemental Nutrition Assistance Program is determined 

using a household definition of people who live under one roof 

who purchase and prepare food together, ensuring the benefit 

is not unfairly limited by blood or legal relationships and 

reaches those most in need.31 

The American College of Physicians, or ACP, highlighted family 

definitions in a 2015 position paper on how to achieve equity 

for LGBTQ people in the United States in the health care 

system. ACP recommends that family definitions for hospital 

visitation definition policies “should be inclusive of those who 

maintain an ongoing emotional relationship with a person, 

regardless of their legal or biological relationship.” To support 

their recommendation, the ACP position paper emphasizes 

that hospital visitation policies that narrowly define family 

“are discriminatory against LGBT patients, their visitors, and 

the millions of others who are considered family, such as 

friends, neighbors, or nonrelative caregivers who can offer 

support to the patient.”32 

Family definitions can also play a role in nondiscrimination 

law. In 2015, the New York City Council made it illegal to 

discriminate against workers because they provide care to a 

broad range of family members including children, spouses, 

domestic partners, parents, siblings, grandchildren, grand-

parents, and anyone who lives with a worker/caregiver and 

relies on that person for medical care or to meet the needs of 

daily living. Notably, the City Council expressly authorized the 

agency responsible for enforcing the law to expand coverage 

to other relatives not captured by the law’s family definition 

through regulations.33 

Such developments are promising, and lawmakers, policy-

makers, and advocates should continue to work together to 

explore other areas where family definitions have a profound 

impact on public policy. That said, a family definition that 

successfully benefits individuals and families in one area—like 

workplace leave or nondiscrimination law—may not do so in 

another, and this report is not meant to suggest that a one-

size-fits-all approach to defining “family” is appropriate for 

a range of policy issues. Rather, policymakers should review 

and research the ways in which family definitions differ across 

public policy areas and develop tailored policy and legal solu-

tions to support all family formations.
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Lack of paid leave is 
dangerous and costly

Despite recent gains made at the city, state, and federal level, workers commonly 
suffer from inadequate workplace leave laws and policies.34 Thirty-six percent of 
workers in the U.S. private sector lack even a single paid sick day, with the lowest-
wage earners even less likely to receive paid sick time.35 While there is a dearth 
of data on LGBTQ individuals, data from the 2014 National Health Interview 
Survey suggest there are differences in access to paid sick time by sexual orienta-
tion—55 percent of lesbian and bisexual women report having access to paid sick 
time, compared to 60 percent of heterosexual women.36 Only 13 percent of U.S. 
private sector workers receive paid family leave—extended time off to bond with 
a new child or care for a seriously ill family member—through their employers.37 
Moreover, workers of color are less likely than white workers to have access to any 
paid leave or workplace flexibility, with Latino/a workers least likely of any racial 
or ethnic group to have access to paid sick time or paid family leave.38

Even workers who receive sick time or family leave often face limitations in their 
ability to use that time to care for loved ones—especially extended family and 
chosen family. The single federal law regulating private employers in this area, 
the Family and Medical Leave Act, or FMLA, excludes about 40 percent of 
workers in the United States and has significant shortcomings.39 While the law 
allows eligible workers to take up to 12 weeks of job-protected time off to bond 
with a new child or care for a family member with a serious health condition, the 
FMLA does not require employers to provide paid time off, and defines “fam-
ily” narrowly, limiting the term to include a child who is under 18 years of age 
or has a disability, a spouse, or a parent.40 A number of states have passed unpaid 
leave laws that expanded upon the FMLA’s family definition by covering domes-
tic partners, adult children, and/or additional relationships like grandparents, 
grandchildren, parents-in-law, and siblings.41 
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A lack of paid leave is enormously costly for workers and their loved ones—lack 
of access to paid family and medical leave costs workers $20.6 billion each year in 
lost wages.42 These staggering costs do not even incorporate reduced savings and 
retirement income, nor do they account for lower wage growth among workers 
who took time off to care for family.

Access to paid sick time matters not only for workers’ pocketbooks but also for 
their and their families’ health—as well as that of the public overall. The ability 
of a parent to care for an ill child improves the child’s health and reduces the 
spread of disease to other children.43 Adults who work while they are ill are 
more likely to spread disease and delay medical care, harming their health and 
the health of those around them.44 

New parents benefit from taking sufficient paid family leave. Both biological 
parents and adoptive parents experience stress, sleep deprivation, and physical 
exhaustion when welcoming a new child. For new birth mothers, having less than 
12 weeks of family leave is associated with increased symptoms of postpartum 
depression.45 Adoptive parents also experience uniquely stressful events including 
infertility, financial issues, and evaluation for parental fitness.46 

Providing sufficient paid family leave for new parents also improves child health 
outcomes. Children whose mothers do not return to work full-time in the first 12 
weeks are more likely to receive medical checkups and important vaccinations.47 
For foster children, the first few months are a critical adjustment period in the 
transition to a new placement, during which children need time to bond with their 
foster parents.48 A longer period of leave will improve the mental health of new 
parents and facilitate attachment with an adopted child.

Paid leave is critical for the wellbeing of individuals, families, communities, and 
the economy. Putting adequate and inclusive policies in place is essential to ensure 
that people can meet their work and caregiving obligations.
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Yee Won’s story

“I was born and raised in Malaysia, but came to the U.S. so that I could safely express my 

sexual orientation, gender identity, and political beliefs. Separated from my ‘blood fam-

ily’ by 8,000 miles, I have created a strong chosen family. My chosen family celebrated 

with me when I became a U.S. citizen three years ago, took care of me when I was 

recovering from my gender transition surgery, and are named in my living will and my 

health care directives. In creating my home in the U.S. I left behind Malaysia’s guaran-

teed paid sick days for all wage earners. As I am currently in the process of surviving 

and healing from cancer, the need for me and my chosen family to have access to paid 

work leave is a stark reality.”49 
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Inclusive paid leave policies  
are especially important for  
LGBTQ people

LGBTQ people face a variety of unique challenges related to the marginaliza-
tion of their sexual orientations and gender identities. These challenges—which 
include health disparities, elevated risk of violence, and employment insecu-
rity—are due in part to insufficient supports and inadequate nondiscrimination 
protections. Inclusive paid leave is part of a suite of policy changes that would help 
address these difficulties. 

Health disparities 

Improving leave policies is particularly critical for LGBTQ communities, who 
experience well-documented health disparities as a result of many factors, 
including high uninsurance rates, lack of cultural competency among health 
care providers, and stress associated with stigma and discrimination.50 A robust 
and growing body of research shows the negative impact of stigma on both the 
mental and physical health of LGBTQ communities, and discrimination by 
health care providers and insurance companies contribute to a lack of health 
care access and utilization and higher negative health status indicators.51 As a 
result of these disparities, LGBTQ people are likely in higher need of paid leave 
programs than their non-LGBTQ peers.

The Affordable Care Act has improved health insurance coverage for LGBTQ 
people, with uninsurance rates for LGBTQ people with income less than 400 
percent of the federal poverty level dropping 8 percentage points in its first year.52 
However despite these gains, the community is still significantly more likely to be 
uninsured than the general population.53 The average uninsurance rate for LGBTQ 
people is 22 percent across all income ranges, compared to an average of 16 per-
cent for their non-LGBTQ counterparts.54 And these gains have not been equally 
distributed across the LGBT community. For example, in the 2014 study of low- 
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and middle-income people, transgender people had a higher uninsurance rate (35 
percent) compared to gay (27 percent), lesbian (21 percent), and bisexual people 
(27 percent).55 Similarly, one-third of black and Hispanic LGBT people were 
uninsured in 2014, compared to 23 percent of white LGBT people.56

Lack of insurance is not the only contributing factor to health disparities in the 
LGBTQ community. High rates of discrimination within health care settings may 
make LGBTQ people less likely to utilize health care even when it is available, 
which contributes to health disparities. According to national data, 70 percent 
of transgender and gender-nonconforming survey respondents and nearly 56 
percent of LGB survey respondents report experiencing at least one instance of 
discrimination or patient profiling when attempting to access health services.57 
LGBTQ people of color and low-income people report even higher instances of 
discrimination. According to the same data, approximately one in three low-
income transgender and gender-nonconforming respondents reports being 
refused necessary medical care because of their gender identity.58 Among LGB 
survey respondents, nearly 11 percent of low-income respondents and respon-
dents of color were refused care compared to almost 8 percent of all LGB people 
surveyed.59 Another survey found that 24 percent of all transgender respondents 
were denied equal treatment at a doctor’s office or hospital and that 13 percent 
were denied equal treatment in emergency rooms.60 

Joanna’s story

Many transgender individuals have unique health needs that may require medical or surgical procedures. Transgender 

people who are able to access these surgeries need adequate time off of work and care from loved ones in order to recover 

safely. Joanna, who moved to Washington, D.C. for a higher quality of life and to have access to gender-affirming health 

care, knows firsthand the importance of family support—from both biological and chosen family—when recovering from 

surgery. In 2015, Joanna flew across the country for a medical procedure. During her recovery, Joanna’s mother and two 

members of her chosen family—a roommate and a loved one who did not live with her—took time off of work to be there 

for Joanna, helping her do laundry, cook, shower, and pick up her prescriptions, and making sure she was taking her medica-

tion when she needed to. Unfortunately, Joanna’s mother, who lives in Florida, could only take five days off from work to take 

care of her, providing intensive, invaluable care: “In the coming days she tended to me as if I was a newborn experiencing life 

for the first time: She helped me walk, use the bathroom, and, yes, even changed my pad.” Joanna emphasizes that “many 

within the trans community do not have the privilege to take weeks off work to recover from a medical procedure and, due 

to the pervasiveness of family rejection, our familial constructs are often not recognized by employers or the state. This 

places trans people in a precarious and vulnerable position.”61
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Discrimination within healthcare settings makes LGBTQ people less likely to 
undergo screenings to prevent future illness, increasing their risk of disease. For 
example, lesbian and bisexual women have an increased risk of breast cancer when 
compared to heterosexual women.62 A 2012 study by the Centers for Disease 
Control and Prevention found that lack of paid sick time is another potential bar-
rier to obtaining cancer screenings and preventive medical care. The study found 
that workers who have access to paid sick time are significantly more likely to 
undergo routine cancer screenings and to visit a doctor or obtain other medical 
care; women workers with paid sick time are more likely to receive mammograms 
and Pap tests at suggested intervals; and adult workers with paid sick time are 
more likely to undergo a colonoscopy or sigmoidoscopy.63

Experiences of domestic violence and sexual assault

LGBTQ workers also have a significant need for paid leave laws—with inclusive 
family definitions—that allow paid time off to address domestic violence or 
sexual assault or to assist a loved one experiencing violence. Research has shown 
that lesbian women and gay men report intimate partner and sexual violence 
at rates that are equal to or higher than heterosexual individuals, while bisexual 
women report significantly higher lifetime rape, sexual violence, and/or intimate 
partner violence compared to both lesbian and heterosexual women.64 Although 
data on rates of intimate partner violence among transgender people in the 
United States remain limited, available research suggests that transgender and 
gender-nonconforming individuals experience higher rates of intimate partner 
violence than the population at large.65 

Many workers who experience domestic violence or sexual assault need time off 
from work to ensure safety, like obtaining a restraining order, finding new hous-
ing, or simply escaping violence. 

According to the Bureau of Justice Statistics, 36 percent of rape or sexual assault sur-
vivors lost more than 10 days of work after their assault.66 On an annual basis, victims 
of domestic violence are forced to miss nearly 8 million days of paid work, costing 
more than $700 million annually due to victims’ lost productivity in employment.67 

Fortunately, an increasing number of paid sick time laws in the United States 
provide for safe time as well, which is the ability to use paid sick time to address 
needs related to personal or family domestic violence. It is important that these 
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laws define family to include extended relatives and chosen family. Research 
shows that informal support networks—often comprised of neighbors, cowork-
ers, close friends, and other loved ones—provide crucial help and assistance to 
individuals who need to obtain safety.68 

Employment insecurity 

One factor driving health disparities between LGBTQ individuals and non-
LGBTQ individuals is a lack of nondiscrimination protections. A majority of 
LGBT people live in the roughly 30 states that still lack clear and explicit sexual 
orientation and gender identity discrimination protections, and many live in 
jurisdictions—such as North Carolina—where state legislatures are actively fight-
ing to pass and enforce statewide legislation that prohibits localities from passing 
LGBT-inclusive protections.69 The lack of statutory LGBTQ nondiscrimination 
protections at the federal level, and in most states, means that even when LGBTQ 
communities do have access to paid leave, they are still vulnerable to being fired 
or discriminated against with impunity and without the legal recourse available to 
their non-LGBTQ peers if an employer disapproves of their identity as an LGBTQ 
person, or their role as caretaker to an LGBTQ-identified person.70 

Without strong protections that are appropriately enforced, LGBTQ communities 
experience a high incidence of employment discrimination and mistreatment.71 
Experiences of workplace discrimination and subsequent job insecurity contrib-
ute to higher rates of poverty in the entire LGBTQ community, particularly in 
transgender communities and communities of color. Transgender people are four 
times more likely to report living on an income of less than $10,000 per year com-
pared with the general population. They also report experiencing unemployment 
at twice the rate of the general population, with the rates being four times higher 
for transgender people of color.72 African Americans in same-sex relationships 
report more than twice the poverty rate of African Americans in different-sex mar-
riages as a result of intersecting experiences of discrimination on the basis of both 
sexual orientation and race.73 African American women in same-sex couples—
who experience wage disparities as a result of race, gender, and sexual orienta-
tion—are more than three times as likely to live in poverty than white women in 
same-sex relationships.74 African American men in same-sex relationships are six 
times more likely to live in poverty than white men in same-sex relationships.75



16  Center for American Progress  |  Making Paid Leave Work for Every Family

LGBTQ people are more likely than their peers to live in poverty, experience 
workplace discrimination, and have higher rates of unemployment than their 
peers. Recognizing that LGBTQ people already experience stigma and job inse-
curity, it is vital that when employers do offer paid leave, those programs recog-
nize the reality of LGBTQ families, so that LGBTQ people and their families are 
protected from further job insecurity when the need for leave arises.

Frederick’s story

“I am a licensed Cosmetologist and have a teaching certificate through the Board of 

Education. I teach full-time at a private cosmetology school. The school provides a 

stipend for health insurance and no paid sick days. I purchased my health insurance 

through the Affordable Care Act.” 

Brian, my partner of more than five years, is a cook at restaurant owned by a national 

chain. He has no health insurance and no paid sick days. We live paycheck to pay-

check. When I had surgery and had to miss a week of work, I spent the next few months 

working extra jobs on the weekends to ensure we could pay the bills. My company 

also discouraged me from joining Brian at the hospital when he had a cyst surgically 

removed. I was told ‘it was not life-threatening enough.’ Brian and I are not alone in our 

desire and need to care for each other during sickness and in health. Our current poli-

cies hurt low wage families like ours.”76
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What works: Model policies 
and legislative wins

There are numerous examples of inclusive paid family leave policies at the federal, 
state, and local levels. 

Federal policy 

The federal government—our nation’s largest employer with nearly 2.2 million 
workers—has recognized the chosen family members of its own employees for 
nearly fifty years.77 In 1969, following the deadliest year in the Vietnam War, the 
now defunct United States Civil Service Commission issued regulations allowing 
federal employees to take funeral leave for the combat-related death of an immedi-
ate relative.78 Notably, “immediate relative” was defined to include “any individual 
related by blood or affinity whose close association with the employee is the 
equivalent of a family relationship.”79 In other words, the federal government set 
a new standard by expanding the definition of family to include close loved ones 
even in the absence of a legal or biological relationship. Since then, the federal 
government has expanded application of the “blood or affinity” standard to a 
number of other benefits programs for its own employees, such as voluntary leave 
transfers and sick leave.80

In 1994, Congress passed the Federal Employees Family Friendly Leave Act, 
authorizing covered federal government workers to use sick leave for family care 
or more general family bereavement purposes.81 The Act explicitly provides that 
“family member” must be defined as it is under existing federal workforce regula-
tions governing voluntary leave transfer, such as on the basis of blood or affinity.82 
Three years later, the U.S. Office of Personnel Management, or OPM, delivered 
a favorable report to Congress, concluding that employees who take paid time 
off for family care and bereavement are “better able to deal with the financial 
and personal strains caused by a family member’s medical needs or death.”83 The 
report found that even after the act’s implementation, employees used, on average, 
less than one-third of the sick leave available to them, quelling agency managers’ 
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concerns about employee absences following the family definition expansion.84 
In fact, OPM’s report found an overall positive impact on employee productivity 
and morale: “When an employer demonstrates support of its employees through 
this means, it fosters goodwill and creates a more compassionate family friendly 
workplace, resulting in a more productive workforce.”85 

The momentum for inclusive family definitions at the federal level has continued 
in recent years. In September 2015, President Barack Obama signed an execu-
tive order to guarantee that employees of federal contractors can also earn paid 
sick and safe time for personal or family health and domestic violence needs. The 
order, which will provide additional sick leave to 1.15 million workers, defines 
family to include chosen family using the blood or affinity model.86 The U.S. 
Department of Labor, or DOL, which is implementing the executive order, issued 
final rules that further clarify that this blood or affinity model “means any person 
with whom the employee has a significant personal bond that is or is like a family 
relationship, regardless of biological or legal relationship.”87 

As discussed earlier, the Family and Medical Leave Act is the only federal law 
that guarantees paid family and medical leave to eligible public and private sector 
employees. Despite its many shortcomings and narrow family definition, the range 
of covered parent-child relationships provides an instructive example. Under the 
FMLA, eligible workers are able to use their leave to both bond with a new child 
and care for a child with a serious health condition—if they are under 18 years 
of age or incapable of self-care due to a physical or mental disability. Although 
this age restriction represents a major gap for parents caring for a seriously ill 
adult child, the law otherwise inclusively defines “son or daughter” as a biologi-
cal, legally-adopted, or foster child; a stepchild; a legal ward; or a child of a person 
standing in loco parentis—one who is acting in the place of a parent. The FMLA’s 
in loco parentis standard is a functional parenting test that does not require joint 
residency, primary legal custody, or other factors that do not reflect the reality of 
many parent-child relationships. 

During President Obama’s administration, the DOL specifically stated that in loco 
parentis relationships can include an LGBTQ parent who is raising a child but has 
no biological or legal relationship to the child.88 Many LGBTQ parents face legal 
barriers to obtaining a second-parent adoption when they are not married to—or 
are separated from—the other legal or biological parent, as only 15 states and 
Washington, D.C., clearly allow under state law for LGBTQ parents to petition for 
second-parent adoption.89 Even in the states that clearly allow for second-parent 
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adoption by LGBTQ parents, individuals may be discouraged due to the cost and 
complexity of the process. The FMLA’s in loco parentis language, which now exists 
in the vast majority of state and local paid leave laws as well, ensures that the lack 
of a biological or legal connection is not a barrier to caring for a child.

There are also opportunities to make the FMLA even more inclusive. In June 
2016, Rep. Carolyn Maloney (D-NY), introduced a bill that would allow all 
FMLA-eligible employees to take time off to care for seriously ill siblings, adult 
children, domestic partners, and other family members not currently provided for 
in the law, as well as any individual related by blood or affinity to the employee.90

State policy

At the state level, a number of legislatures across the country have adopted inclu-
sive definitions of “family” in their laws governing leave benefits for both public 
and private sector employees. More states should act to guarantee that workers 
can take leave to care for relatives outside the so-called traditional nuclear fam-
ily, including domestic partners, extended family, and other relatives not related 
biologically, legally, or through marriage to the worker. 

On November 8, 2016, voters in Arizona approved a paid sick and safe time law by 
a nearly three-to-two margin. The law defines family inclusively using the blood or 
affinity model, thereby ensuring that workers can use their paid sick and safe time 
to care for chosen family.91 Arizona’s paid sick and safe time law—the first statewide 
paid leave law to cover chosen family—will cover nearly 2.6 million workers.92

New York’s paid family leave law, which was signed into law by Gov. Andrew 
Cuomo (D) in April 2016 and takes effect in January 2018, will guarantee most 
workers in New York paid time off to bond with a new child or care for a seriously 
ill family member including a domestic partner. Domestic partners are broadly 
defined in the law; the relationship does not have to be registered or legally 
formalized, does not necessarily need to be a romantic relationship, and does not 
require that the individuals live together in order to qualify as covered relatives 
under the law. Rather, the law defines “domestic partner” broadly to include 
dependence or mutual interdependence with the employee, which may be evi-
denced by a range of factors including, but not limited to, common ownership or 
common property, a common residence, children in common, an intent to marry, 
shared budgets, and/or length of relationship.93 



20  Center for American Progress  |  Making Paid Leave Work for Every Family

West Virginia law provides family leave for eligible state government employees to 
care for family members with a serious health condition. The law defines family to 
include children, spouses, parents, and people who either live with the employee 
or are dependent upon the employee’s income, regardless of a blood relationship.94

Maine, Wisconsin, and the District of Columbia all have family and medical 
leave laws that apply more broadly than the federal FMLA—which presently 
limits qualifying relatives to parents, minor children, and spouses—by including 
unregistered domestic partners and/or certain chosen family. Maine’s Family and 
Medical Leave Law includes an employee’s unregistered domestic partner, as well 
as an unregistered domestic partner’s children, provided certain criteria are met.95 
Wisconsin’s Family and Medical Leave Law includes any person related by blood, 
marriage, or adoption to either the employee or the employee’s spouse or part-
ner when that person’s close association with the employee is the equivalent of a 
family relationship.96 The District of Columbia’s Family and Medical Leave Law 
goes further to include any person to whom the employee is related by “blood, 
legal custody, or marriage,” whether the employee enjoys a close relationship 
with that person or not, and also includes certain other individuals not related by 
blood, legal custody, or marriage.97 The District’s paid sick time law also recognizes 
certain chosen family—defining family to include individuals who live with and 
share a committed relationship with a worker.98

The labor movement’s role in securing paid leave

Although laws are a powerful way to recognize chosen families, the legislative process 

is not the only way to do so. Many unions have a long history of fighting narrow, 

unrealistic family definitions and have won recognition of chosen family through the 

collective bargaining process. Even when the legislative progress is stalled, unions can 

negotiate for workplace leave policies that cover a range of family relationships, includ-

ing extended relatives and chosen family. By establishing higher labor standards and 

organizing workers on this issue, the labor movement can set an example for non-

unionized workplaces, bring more power to coalitions on the ground in passing public 

policies, and influence legislators to adopt such protections for all workers.99
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Local policy

A growing number of localities have passed laws guaranteeing workers paid 
sick time to recover from their own illness or care for sick family members.100 
Many have defined “family members” broadly, in recognition of today’s varied 
and dynamic family structures. For example, multiple cities in California—San 
Francisco, Oakland, Emeryville, and Berkeley—have paid sick time laws that 
allow workers without a spouse or domestic partner to designate an additional 
person of their choice whom they may use sick time to care for.101 

In 2016, the nation’s second and third most populous cities both passed paid 
sick time laws that define family broadly to include chosen family members. Los 
Angeles’ paid sick time law defines family using the blood or affinity model used 
by the federal government.102 The Chicago paid sick and safe time law also covers 
chosen family, although it uses slightly different language. Rather than using the 
word “affinity,” the law’s family definition includes “any other individual related by 
blood or whose close association with the employee is the equivalent of a fam-
ily relationship.”103 Cook County—which includes the city of Chicago and is the 
most populous county in Illinois—later passed a countywide paid sick and safe 
time law with the same family definition.104 

These family definitions will have a significant effect on the workforce in Los 
Angeles and the Chicago metropolitan area. For example, a Los Angeles County 
Health Survey in 2007 found that 1.2 million residents in Los Angeles County 
provide informal, unpaid care to adults who are aging, ill, or have a disability. Of 
these caregivers, more than 23 percent—or approximately 284,000 people—
reported that they provide care for close friends or extended family members—
who are defined as family members other than a child, parent, parent-in-law, 
spouse, domestic partner, grandparent, or sibling.105 The Los Angeles paid sick 
time law will provide critical new rights to many of these individuals who care for 
chosen family and extended relatives.

The twin cities in Minnesota have also both recognized the importance of guaran-
teeing paid sick and safe time that can be used to care for chosen family. Saint Paul 
passed a paid sick and safe time law with the model blood or affinity language, 
covering all chosen family members.106 Although not going as broad as Saint Paul, 
Minneapolis also passed a paid sick and safe time law that recognizes some chosen 
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family; the Minneapolis paid sick and safe time law is the first in the country to 
cover all members of the employee’s household.107 The Minneapolis paid sick and 
safe time law reflects the reality that many individuals turn first to others in their 
household for care and support when an illness or emergency strikes.

In recent months, millions of people in the United States have won the right to take 
paid sick time to care for chosen family. Approximately 4.2 million people work in 
Los Angeles, Cook County, and Saint Paul, and another nearly 2.6 million workers 
live in Arizona.108 A number of other states and cities are building on this momen-
tum and working to pass paid leave laws that inclusively define family. Advocates 
in a diverse set of states—including Oregon, New Mexico, Montana, Colorado, 
Michigan, Pennsylvania, North Carolina, Georgia, and others—are organizing in 
communities, educating elected officials, conducting new research, and collecting 
stories to highlight the importance of inclusive family definitions. In the months 
and years ahead, this organizing work will lead to more legal recognition for chosen 
family and greater awareness that families come in all shapes and sizes.
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Building movements for inclusive paid leave

As this report documents, there is growing momentum in states and communities across 

the country to support workers and families by passing or improving upon workplace leave 

policies. These winning campaigns are a testament to the power of organizing and worker-

centered campaign strategies as well as diverse and robust coalition building. At their core, 

campaigns to provide workplace leave are about the people and the families who are most 

likely to struggle to make ends meet on a day-to-day basis—so advocates must define 

policy victory through the lens of equitable outcomes for all families. 

Campaigns that win reforms, as well as intentionally address larger goals of shifting power 

away from corporate interests and building resilient communities that leave no one behind—

create the potential for alliances between organizations and communities that have not 

always worked in solidarity. These campaigns require LGBTQ, labor, work-family, reproductive 

justice, and aging advocates to work together, to intentionally integrate a racial equity focus, to 

amplify the leadership of women of color who are disproportionately impacted by the lack of 

paid leave laws, and to challenge the anti-immigrant sentiments fomented by those who profit 

from division within the progressive base. 

Family Values @ Work, or FV@W, and A Better Balance, or ABB, recognized an opportunity 

within paid leave campaigns to advance an agenda that would support all families and build 

progressive power. Jared Make, a Senior Staff Attorney at ABB, shares: 

In 2014, we brought together 35 organizational leaders from work-family, LGBTQ, labor, 

reproductive justice, and aging organizations and formed a national network, now called 

the Family Justice Network (FJN). Since 2014, members of the FJN—including the organiza-

tions that authored this report—have formed numerous taskforces to develop model family 

definitions, share resources and lessons across campaigns, and strengthen state and local 

organizing efforts around the need to recognize chosen family.109

 

Wendy Chun-Hoon, the D.C. director of FV@W, describes the impact of the FJN in this way: 

Now, when a FV@W state partner is launching a campaign, I can connect them with LGBTQ, 

reproductive justice, and labor leaders who have already had the experience of building sup-

port and fighting for inclusive family definitions. As a result, we are supporting more effective 

paid leave campaigns that will include all families.110 
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Oregon is one of many states where the movement-building strategy is having an impact. In 

2015, as the state legislature was poised to pass a comprehensive paid sick time law, Family 

Forward Oregon, or FFO, included a definition of family that covered all chosen family. Andrea 

Paluso, executive director of FFO recalls, “We saw an opportunity to ensure that the most 

economically marginalized families, including LGBTQ families, could care for themselves and 

each other when they were sick, without the fear of losing a paycheck.” But the conditions were 

not yet ripe. In the end, the legislature passed one of the most comprehensive sick leave laws 

in the country, yet it did not include all families.

So advocates celebrated but also got back to work. Led by Forward Together, and with the 

support of the FJN, organizations representing the diversity of families in Oregon came 

together to ensure that future paid leave campaigns and other public policies do not leave 

anyone out based on family formation. Oregon advocates expect to pursue a bill in 2017 to 

establish a statewide paid family and medical leave program. As Kalpana Krishnamurthy, se-

nior policy director at Forward Together describes, “As we look toward 2017, powerful policy 

organizations including organized labor, small business advocates, and advocates for seniors 

are aligned with LGBTQ, immigrant, and people of color community-based organizations in 

our efforts to leave no families behind.” 

Similar movement-building work is happening across the country. At the local, state, and 

national level, advocates from a range of communities and social justice movements are 

working together on the need to recognize chosen family. 
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Policy proposals

There are a number of ways in which policymakers can better address the con-
cerns and challenges of diverse families, including providing individuals with 
chosen families the protections they need and deserve to ensure they are stable, 
secure, and healthy. Three key recommendations are to enact paid leave policies 
that cover chosen family; pass comprehensive nondiscrimination legislation; and 
improve data collection and research on chosen families. Taking these steps would 
help ensure that the needs of all families are met.

1. Enact paid leave laws and policies that cover chosen family

When passing paid leave laws, it is essential to recognize that families come in all 
shapes and sizes. Workers should have the right to care for loved ones beyond just 
their immediate family members—rather, we need to enact paid leave laws that 
define family to cover the full spectrum of family relationships, including adult 
children, domestic partners, extended relatives, and chosen family. Such family 
definitions will benefit all workers, given the diversity of family structures in the 
United States. As discussed in this report, the ability to care for chosen family is 
particularly important to LGBTQ individuals, who may be more likely than non-
LGBTQ individuals to rely on chosen family for support and care. 

Too many people are forced to make impossible choices when they are sick, wel-
coming a new child, or providing care to a loved one. At all levels of government, 
there is an urgent need to pass laws that guarantee paid leave to workers—both 
paid sick time for day-to-day health and domestic violence needs and paid family 
and medical leave for more extended time off to bond with a new child or address 
a personal or family member’s serious health condition. Although paid leave laws 
provide significant benefits to all workers, these policies are critically important 
for LGBTQ workers and their loved ones, given the LGBTQ health disparities, 
poverty rates, and employment insecurity discussed in this report. 
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We recommend that advocates and policymakers look to the federal govern-
ment’s long-standing model for defining “chosen family” as “any individual 
related by blood or affinity whose close association with the employee is the 
equivalent of a family relationship.”111 This model language has also been 
included in paid sick time laws passed in Arizona, Los Angeles, and Saint Paul. 
Chicago and Cook County, Illinois, also present a slight variation on this model 
that can be used as well, defining family to include “any other individual related 
by blood or whose close association with the employee is the equivalent of a fam-
ily relationship.”112 Although these model policies are the most inclusive options, 
other language that recognizes some chosen family—like unmarried couples, 
household members, and other types of close relationships—in paid leave poli-
cies can offer an important first step forward. 

While a growing number of employers have recognized that paid leave and inclu-
sive family definitions benefit both workers and employers, the United States must 
adopt national paid sick time and paid family leave laws.113 A strong national paid 
leave program should be available to all workers, inclusive of diverse families, and 
available without adverse employment consequences. 

2. Pass comprehensive nondiscrimination protections

Passing comprehensive nondiscrimination protections that ban discrimination 
based on sexual orientation and gender identity in employment, public accommo-
dations, housing, credit, and government funding can help protect LGBTQ peo-
ple from discrimination and the economic and health disparities it can cause.114 
To achieve this goal at the federal level, Congress should pass The Equality Act but 
state and local governments can also extend these protections. Comprehensive 
nondiscrimination protections and paid leave policies are both needed to ensure 
LGBTQ workers and their families do not have to choose between economic 
security and caring for their loved ones.

LGBTQ people lack comprehensive nondiscrimination protections in most states 
and face discrimination in many areas of life, including housing, healthcare, and 
employment. Discrimination leads to disproportionate rates of unemployment, pov-
erty, homelessness, and health disparities for LGBTQ people and their families.115 
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The ability to take paid leave to care for chosen family is one way to improve 
economic and employment security for LGBTQ workers. In order to truly benefit 
from such inclusive and comprehensive paid leave policies, however, it is important 
that LGBTQ workers cannot be fired or subject to retaliation simply for being part 
of an LGBTQ family. Without employment nondiscrimination protections for 
sexual orientation and gender identity, many LGBTQ workers will fear disclosing 
their family caregiving responsibilities and taking paid leave to care for loved ones. 

3. Improve data collection and research on chosen families

Available research shows that a large percentage of people provide care for 
extended relatives and chosen family, a trend that is even more pronounced 
among LGBTQ individuals. However, there is a need for more data and research 
on family composition and caregiving support in the United States. There is also 
an important role for governments to collect this information more systemati-
cally and to integrate questions about chosen family into existing data collec-
tion efforts. In addition, greater numbers of federal surveys and administrative 
datasets must begin to ask questions about sexual orientation and gender identity 
in order for researchers, advocates, and government entities to have the data they 
need to fully map eligibility for, access to, and utilization of paid leave policies 
among LGBTQ communities.116 

For example, only six federal surveys ask questions that would allow for identi-
fication of the needs of transgender people and none of these surveys provide a 
complete picture of caregiving and workplace needs.117 Given rampant discrimina-
tion against transgender people and the unique health care needs of the popula-
tion, transgender communities may be more likely than the general population to 
benefit from these improved paid leave policies. 

The focus of this report is on the growing paid leave movement. But there is also a 
need to develop similar research on how family definitions factor into other policy 
areas as well. On issues including immigration and family resettlement, criminal 
justice and prison visitation, public assistance and veteran benefits, housing rights, 
and medical decision making, laws and policies often depend on who is defined 
as “family.” Although recognition of chosen family may not work in every single 
policy context, there are certainly many areas where these definitions would be 
beneficial. These opportunities should be identified, researched, and pursued. 
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Conclusion

The constitutional right of individuals to receive equal treatment and be free from 
discrimination has been historically undermined when policymakers define access 
to rights, resources, and recognition based on rigidly prescribed definitions of 
family formation. To advance equal treatment and decrease discrimination for 
all families, family definitions in public policy must reflect both the diversity of 
families in the United States and the right to self-determination.

Despite tremendous success in recent years, far too many workers in the  
United States still lack adequate paid leave, due in part to restrictive definitions 
of family. Defining family inclusively and appropriately recognizes the diverse 
needs of families and provides them the resources to balance their work and 
caregiving responsibilities. 



29  Center for American Progress  |  Making Paid Leave Work for Every Family

About the authors

Moira Bowman is the deputy director of Forward Together where she helped 
launch the Strong Families network, which includes more than 180 organizations 
changing policy and culture so that all families can thrive. Bowman is a member of 
the Design Team for the Family Justice Network and the Its Time Oregon coali-
tion working to ensure access to paid family and medical leave. 

Laura E. Durso is Senior Director of the LGBT Research and Communications 
Project at the Center for American Progress. Using public health and intersec-
tional frameworks, she focuses on the health and well-being of LGBT communi-
ties, data collection on sexual orientation and gender identity, and improving the 
social and economic status of LGBT people through public policy.

Sharita Gruberg is the Senior Policy Analyst for the LGBT Research and 
Communications Project at the Center for American Progress where she 
focuses on issues impacting the LGBT community such as nondiscrimination 
and immigration. 

Marcella Kocolatos is a law fellow at A Better Balance where she uses the law to 
promote economic and reproductive justice for women and families. Kocolatos 
provides direct legal services to workers experiencing pregnancy discrimination 
and other barriers to equality in the workplace. She is a graduate of New York 
University School of Law.

Kalpana Krishnamurthy is the senior policy director at Forward Together where 
she leads civic engagement and policy work to build power at the local and state-
wide levels in order advance policies that support all families. Krishnamurthy has 
led the development of legislative report cards in three states and is the author of a 
number of tools and resources to support civic engagement.

Jared Make is a senior staff attorney at A Better Balance where he is advancing 
policies such as paid sick time, paid family leave, fair scheduling, equal pay, and 
employment nondiscrimination. He has also worked with paid leave advocates 
and coalitions around the country on LGBTQ organizing and written numer-
ous reports and fact sheets on the intersection of LGBTQ rights and work-family 
law. In 2014, Make started A Better Balance’s LGBTQ/Work-Family Project with 
Family Values @ Work, and he took the lead on drafting the Project’s Guide to 
Broad and Inclusive Family Definitions In the Workplace Leave Context.



30  Center for American Progress  |  Making Paid Leave Work for Every Family

Ashe McGovern is associate director of the Public Rights/Private Conscience 
Project at Columbia Law School’s Center for Gender and Sexuality Law. 
McGovern was previously a policy analyst with the LGBT Research and 
Communications Project at the Center for American Progress, where they 
engaged in research, writing, and public policy advocacy on behalf of LGBTQ 
communities experiencing poverty and criminalization. 

Katherine Gallagher Robbins is the Director of Family Policy at the Center for 
American Progress where she uses research and analysis to advance the stability, 
security, and health of diverse families through public policy. Previously Robbins 
was the director of research and policy analysis at the National Women’s Law 
Center, where she worked on improving the economic security of women and 
their families, with a special focus on poor women and women of color. 

Acknowledgments

The authors would like to acknowledge the individuals who generously shared 
their personal stories, as well as the Family Justice Network, whose member 
organizations have supported and informed this work. Thank you as well to Jordan 
Budd, Tom Caiazza, Wendy Chun-Hoon, Daniel Clark, Sarah Jane Glynn, Emily 
Haynes, Chelsea Kiene, Sherry Leiwant, Meredith Lukow, Erin Malone, Shilpa 
Phadke, Rachel Sica, Sejal Singh, Jeremy Slevin, and Erin Whalen. We especially 
would like to thank Preston Van Vliet for his advice and guidance. 



31  Center for American Progress  |  Making Paid Leave Work for Every Family

Endnotes

	 1	 These nearly 7 million workers include nearly 2.6 
million workers in Arizona; the law in Arizona covers 
all private sector workers as well as local government 
workers, for the total number of private-sector and 
local government workers combined see Arizona O ce 
of Economic Opportunity, “Above-Average Seasonal 
Gains in Nonfarm Employment; AZ Unemployment 
Rate Decreased to 5.5%” (October 2016), Table 2: 
Nonfarm Payroll Employment, available at https:// 
laborstats.az.gov/sites/default/ les/Emp-Report.pdf; 
2.2 million private-sector workers in Cook County, see, 
Illinois Department of Employment Security, “Where 
Workers Work 2016” (2016), p. 2, available at http:// 
www.ides.illinois.gov/LMI/Where%20Workers%20 
Work/2015.PDF; and more than 180,000 private-sector 
and local government workers in Saint Paul and more 
than 1.8 million private-sector and local government 
workers in Los Angeles. Figures for Saint Paul and Los 
Angeles are authors’ calculations using the American 
FactFinder, “2015 American Community Survey 1-Year 
Estimates,”Table DP03, available at https://fact nder. 
census.gov/faces/tableservices/jsf/pages/productview. 
xhtml?pid=ACS_15_1YR_DP03&prodType=table. These 
calculations do not include unpaid family workers 
or workers who are self-employed in their own not 
incorporated business. The authors assume that 64 
percent—the national average—of government work-
ers are local government workers, see, Bureau of Labor 
Statistics, “Table B-1. Employees on nonfarm payrolls by 
industry sector and selected industry detail,”available 
at http:// www.bls.gov/news.release/empsit.t17.htm 
(last accessed November 2016). Individuals who live 
in Saint Paul or Los Angeles but work elsewhere will 
not be eligible. To estimate the number of workers 
in these cities who live elsewhere, authors used the 
Commuter Adjusted Daytime Population estimates 
for the employment resident ratio from Bureau of the 
Census, “Commuter Adjusted Daytime Population: the 
2006−2010 5-year ACS,” available at http://www.census. 
gov/hhes/commuting/data/acs2006_2010.html (last 
accessed October 2016). For Los Angeles City, 1.10, and 
for Saint Paul City, 1.29 (See Tables 1 and 3). Workers in 
these areas may also be eligible if they work on federal 
contracts.

	 2	 Personal communication with Terrie Quinteros, Port-
land, Oregon, October 4, 2016.

	 3	 Stephanie Coontz, The Way We Never Were: American 
Families and the Nostalgia Trap (New York: Basic Books, 
2016), pp. 158−194.

	 4	 The Social Welfare History Project, “Mother’s Aid,” avail-
able at http://socialwelfare.library.vcu.edu/programs/
mothers-aid/ (last accessed October 2016); Theda 
Skocpol, Protecting Soldiers and Mothers: The Political 
Origins of Social Policy in the United States (Cambridge, 
MA: Harvard University Press, 1992), p. 32.

	 5	 Coontz, The Way We Never Were: American Families and 
the Nostalgia Trap, p. 179-180; Price V. Fishback, Michael 
R. Haines, and Shawn Kantor, “Births, Deaths, and New 
Deal Relief During the Great Depression,” The Review of 
Economics and Statistics 89 (1) (2007): 1−14, available at 
http://www.mitpressjournals.org/doi/pdfplus/10.1162/
rest.89.1.1. 

	 6	 Social Security Administration, “Social Security In 
America,” available at https://www.ssa.gov/history/
reports/ces/cesbookc13.html (last accessed October 
2016). Note: In 1962 the program was renamed “Aid to 
Families with Dependent Children.”

	 7	 Morgan B. Dora and Dorothy E. Roberts, “Welfare 
Reform and Families in the Child Welfare System,” 
Maryland Law Review 61 (2) (2002): 386−436.

	 8	 Mary Parke, “Marriage Related Provisions in Welfare 
Reauthorization Proposals: A Summary” (Washington: 
Center for Law and Social Policy, 2004), available at 
http://www.clasp.org/resources-and-publications/
archive/0154.pdf.

	 9	 Funeral Leave, Fed. Reg., Vol. 34, No. 163 (August 26, 
1969) (codified at 5 C.F.R. pt. 630); Absence and Leave; 
Voluntary Leave Transfer Program, 54 Fed. Reg. 4749-01 
(January 31, 1989) (codified at 5 C.F.R. pt. 630); Absence 
and Leave; Sick Leave, 59 Fed. Reg. 62266-01 (Decem-
ber 2, 1994) (codified at 5 C.F.R. pt. 630).   	

	 10	 Immigration and Nationality Act, 8 U.S.C. §1101 (2011); 
Family and Medical Leave Act, 29 U.S.C. §2601 (2006).

	 11	 See, for example, Coontz, The Way We Never Were, pp. 
316−320, 

	 12	 Authors’ calculations based on Bureau of the Census, 
“Families and Living Arrangements: Historical Time Se-
ries,” Tables HH1: Households by Type: 1940 to present 
and Table FM-1: Families by Presence of Own Children 
Under 18, available at http://www.census.gov/hhes/
families/data/historical.html (last accessed October 
2016).

	 13	 Bureau of the Census, “About Families and Living 
Arrangements,” available at https://www.census.gov/
hhes/families/about/ (last accessed October 2016).

	 14	 Wendy Wang and Kim Parker, “Record Share of Ameri-
cans Have Never Married” (Washington: Pew Research 
Center, 2014), available at http://www.pewsocialtrends.
org/2014/09/24/record-share-of-americans-have-
never-married/. 

	 15	 Ibid.

	 16	 Michela Zonata, “Housing the Extended Family” (Wash-
ington: Center for American Progress, 2016), available 
at https://www.americanprogress.org/issues/economy/
reports/2016/10/19/146422/housing-the-extended-
family/. 

	 17	 Ibid.

	 18	 For example, from 2013−2014, 83 percent of eldercare 
providers—defined as individuals who provide unpaid 
care to at least one person age 65 or older—provided 
eldercare exclusively to nonhousehold members. See 
Bureau of Labor Statistics, “Economic News Release: 
Table 2. Eldercare providers by sex and selected char-
acteristics related to care provided, averages for the 
combined years 2013-14,” Press release, July 15, 2016, 
available at http://www.bls.gov/news.release/elcare.
t02.htm. 

	 19	 Nancy J. Knauer, “LGBT Older Adults, Chosen Family, 
and Caregiving,” Journal of Law and Religion 31 (2) 
(2016) available at https://www.cambridge.org/core/
journals/journal-of-law-and-religion/article/lgbt-older-
adults-chosen-family-and-caregiving/2325DD963E3FD
726BF16C5C1B11E5EEA. 

	

http://socialwelfare.library.vcu.edu/programs/mothers-aid/
http://socialwelfare.library.vcu.edu/programs/mothers-aid/
http://www.mitpressjournals.org/doi/pdfplus/10.1162/rest.89.1.1
http://www.mitpressjournals.org/doi/pdfplus/10.1162/rest.89.1.1
https://www.ssa.gov/history/reports/ces/cesbookc13.html
https://www.ssa.gov/history/reports/ces/cesbookc13.html
http://www.clasp.org/resources-and-publications/archive/0154.pdf
http://www.clasp.org/resources-and-publications/archive/0154.pdf
https://www.census.gov/hhes/families/about/
https://www.census.gov/hhes/families/about/
http://www.pewsocialtrends.org/2014/09/24/record-share-of-americans-have-never-married/
http://www.pewsocialtrends.org/2014/09/24/record-share-of-americans-have-never-married/
http://www.pewsocialtrends.org/2014/09/24/record-share-of-americans-have-never-married/
file:///C:\Users\kgallagherrobbins\AppData\Local\Microsoft\Windows\INetCache\Content.Outlook\FUWRSXAW\Michela
https://www.americanprogress.org/issues/economy/reports/2016/10/19/146422/housing-the-extended-family/
https://www.americanprogress.org/issues/economy/reports/2016/10/19/146422/housing-the-extended-family/
https://www.americanprogress.org/issues/economy/reports/2016/10/19/146422/housing-the-extended-family/
http://www.bls.gov/news.release/elcare.t02.htm
http://www.bls.gov/news.release/elcare.t02.htm
https://www.cambridge.org/core/journals/journal-of-law-and-religion/article/lgbt-older-adults-chosen-family-and-caregiving/2325DD963E3FD726BF16C5C1B11E5EEA
https://www.cambridge.org/core/journals/journal-of-law-and-religion/article/lgbt-older-adults-chosen-family-and-caregiving/2325DD963E3FD726BF16C5C1B11E5EEA
https://www.cambridge.org/core/journals/journal-of-law-and-religion/article/lgbt-older-adults-chosen-family-and-caregiving/2325DD963E3FD726BF16C5C1B11E5EEA
https://www.cambridge.org/core/journals/journal-of-law-and-religion/article/lgbt-older-adults-chosen-family-and-caregiving/2325DD963E3FD726BF16C5C1B11E5EEA


32  Center for American Progress  |  Making Paid Leave Work for Every Family

	 20	 David M. Frost, Ilan H. Meyer, and Sharon Schwartz, 
“Social Support Networks Among Diverse Sexual Mi-
nority Populations,” American Journal of Orthopsychiatry 
86 (1) (2016): 91−102, available at http://psycnet.apa.
org/?&fa=main.doiLanding&doi=10.1037/ort0000117. 

	 21	 Emily A. Arnold and Marlon M. Bailey, “Constructing 
Home and Family: How the Ballroom Community 
Supports African American GLBTQ Youth in the Face 
of HIV/AIDS,” Journal of Gay & Lesbian Social Ser-
vices 21 (2-3) (2009): 171–188, available at http://doi.
org/10.1080/10538720902772006. 

	 22	 Colleen Sullivan and others, “Youth in the Margins: A 
Report on the Unmet Needs of Lesbian, Gay, Bisexual 
and Transgender Adolescents in Foster Care” (Washing-
ton: Lambda Legal Defense and Education Fund, 2001), 
available at http://www.lambdalegal.org/publications/
youth-in-the-margins. 

	 23	 Angela Irvine and Aisha Canfield, “The Overrepresenta-
tion of Lesbian, Gay, Bisexual, Questioning, Gender 
Nonconforming and Transgender Youth Within the 
Child Welfare to Juvenile Justice Crossover Population,” 
Journal of Gender, Social Policy & the Law 24 (2) (2016), 
Article 2, available at http://digitalcommons.wcl.ameri-
can.edu/jgspl/vol24/iss2/2. 

	 24	 The National Network for Youth, “Homeless Youth in 
America: Who Are They?” available at https://www.
nn4youth.org/wp-content/uploads/Homeless-Youth-
in-America-Who-Are-They.pdf (last accessed October 
2016); Laura E. Durso and Gary J. Gates, “Serving Our 
Youth: Findings from a National Survey of Services 
Providers Working with Lesbian, Gay, Bisexual and 
Transgender Youth Who Are Homeless or At Risk 
of Becoming Homeless” (Los Angeles: The Williams 
Institute with True Colors Fund and The Palette Fund, 
2012), available at http://williamsinstitute.law.ucla.edu/
wp-content/uploads/Durso-Gates-LGBT-Homeless-
Youth-Survey-July-2012.pdf. 

	 25	 Center for American Progress and Movement Advance-
ment Project, “Unjust: How the Broken Criminal Justice 
System Fails LGBT People of Color” (2016), available at 
http://www.lgbtmap.org/file/lgbt-criminal-justice-poc.
pdf.

	 26	 Movement Advancement Project and SAGE, “Improving 
the Lives of LGBT Older Adults” (2010), http://www.
lgbtmap.org/file/improving-the-lives-of-lgbt-older-
adults.pdf. Note, however, that LGBTQ people of color 
are raising children at higher rates than white LGBTQ 
people. See Angeliki Kastanis and Bianca Wilson, “Race/
Ethnicity, Gender and Socioeconomic Wellbeing of Indi-
viduals in Same-sex Couples” (Los Angeles: The Williams 
Institute, 2014), available at http://williamsinstitute.law.
ucla.edu/research/census-lgbt-demographics-studies/
census-comparison-feb-2014/. 

	 27	 MetLife Mature Market Institute and American Society 
on Aging, “Still Out, Still Aging: The MetLife Study of 
Lesbian, Gay, Bisexual, and Transgender Baby Boomers” 
(2010), available at https://www.metlife.com/assets/
cao/mmi/publications/studies/2010/mmi-still-out-still-
aging.pdf. 

	 28	 Ibid., p. 15.

	 29	 Ibid., pp. 16−17.

	 30	 Ibid., p. 17.

	 31	 According to, U.S. Department of Agriculture, “Supple-
mental Nutrition Assistance Program (SNAP) Eligibility,” 
available at http://www.fns.usda.gov/snap/eligibility 
(last accessed November 2016), “Everyone who lives 
together and purchases and prepares meals together is 
grouped together as one household.”

	 32	 Hilary Daniel and Renee Butkus, “Lesbian, Gay, Bisexual, 
and Transgender Health Disparities: Executive Sum-
mary of a Policy Position Paper From the American 
College of Physicians,” Annals of Internal Medicine 163 
(2) (2015): 135−137.

	 33	 N.Y. Admin. Code § 8-102(30)

	 34	 Jared Make, “Time for a Change: The Case for LGBT-
Inclusive Workplace Leave Laws and Nondiscrimina-
tion Protections” (New York: A Better Balance, 2013), 
available at http://www.abetterbalance.org/web/news/
resources/264-timeforachange. 

	 35	 Among the lowest quarter of wage earners in the 
private sector, 61 percent do not receive a single paid 
sick day. See Bureau of Labor Statistics, “Employee 
Benefits in the United States – March 2016 (Table 6),” 
Press release, July 22, 2016, available at http://www.bls.
gov/news.release/pdf/ebs2.pdf. 

	 36	 Jenny Xia and others, “Paid Sick Days Access and Usage 
Rates Vary by Race/Ethnicity, Occupation, and Earnings” 
(Washington: Institute for Women’s Policy Research, 
2016), p. 3, available at http://www.iwpr.org/publica-
tions/pubs/paid-sick-days-access-and-usage-rates-
vary-by-race-ethnicity-occupation-and-earnings/. 

	 37	 Bureau of Labor Statistics, Table 32. National Compensa-
tion Survey: Employee Benefits in the United States, 
March 2016 (U.S. Department of Labor, 2016), available 
at http://www.bls.gov/ncs/ebs/benefits/2016/owner-
ship/private/table32a.pdf. 

	 38	 Sarah Jane Glynn and Jane Farrell, “Latinos Least Likely 
to Have Paid Leave or Workplace Flexibility” (Wash-
ington: Center for American Progress, 2012), available 
at https://cdn.americanprogress.org/wp-content/
uploads/2012/11/GlynnLatinosPaidLeave1.pdf. 

	 39	 U.S. Department of Labor, “FMLA Surveys: FMLA is 
Working,” available at https://www.dol.gov/whd/fmla/
survey/FMLA_Survey_factsheet.pdf (last accessed 
October 2016).

	 40	 A Better Balance, “The Family and Medical Leave Act: 
What Should LGBT Families Know?” A Better Balance 
(2015), available at http://www.abetterbalance.org/
web/images/stories/Documents/FMLA-LGBT.pdf.

	 41	 Make, “Time for a Change: The Case for LGBT-Inclusive 
Workplace Leave Laws and Nondiscrimination Protec-
tions.”

	 42	 Sarah Jane Glynn and Danielle Corley, “The Cost of 
Work-Family Policy Inaction” (Washington: Center 
for American Progress, 2016), available at https://
www.americanprogress.org/issues/women/re-
port/2016/09/22/143877/the-cost-of-inaction/. 

	 43	 National Partnership for Women & Families, “Paid Sick 
Days Benefit Children’s Health” (2013), available at 
http://www.nationalpartnership.org/research-library/
work-family/psd/paid-sick-days-benefit-childrens-
health.pdf. 

	 44	 National Partnership for Women & Families, “Paid Sick 
Days Improve Our Public Health” (2013), available at 
http://www.nationalpartnership.org/research-library/
work-family/psd/paid-sick-days-improve-our-public-
health.pdf.

	 45	 Pinka Chatterji and Sara Makowitz, “Family Leave After 
Childbirth and the Mental Health of New Mothers,” The 
Journal of Mental Health Policy and Economics 15 (2) 
(2012): 61−76.

	 46	 Jennifer L. Payne and others, “Post Adoption Depres-
sion,” Archives of Women’s Mental Health 13 (2) (2010): 
147−151.

http://psycnet.apa.org/?&fa=main.doiLanding&doi=10.1037/ort0000117
http://psycnet.apa.org/?&fa=main.doiLanding&doi=10.1037/ort0000117
http://doi.org/10.1080/10538720902772006
http://doi.org/10.1080/10538720902772006
http://www.lambdalegal.org/publications/youth-in-the-margins
http://www.lambdalegal.org/publications/youth-in-the-margins
http://digitalcommons.wcl.american.edu/jgspl/vol24/iss2/2
http://digitalcommons.wcl.american.edu/jgspl/vol24/iss2/2
https://www.nn4youth.org/wp-content/uploads/Homeless-Youth-in-America-Who-Are-They.pdf
https://www.nn4youth.org/wp-content/uploads/Homeless-Youth-in-America-Who-Are-They.pdf
https://www.nn4youth.org/wp-content/uploads/Homeless-Youth-in-America-Who-Are-They.pdf
http://williamsinstitute.law.ucla.edu/wp-content/uploads/Durso-Gates-LGBT-Homeless-Youth-Survey-July-2012.pdf
http://williamsinstitute.law.ucla.edu/wp-content/uploads/Durso-Gates-LGBT-Homeless-Youth-Survey-July-2012.pdf
http://williamsinstitute.law.ucla.edu/wp-content/uploads/Durso-Gates-LGBT-Homeless-Youth-Survey-July-2012.pdf
http://www.lgbtmap.org/file/improving-the-lives-of-lgbt-older-adults.pdf
http://www.lgbtmap.org/file/improving-the-lives-of-lgbt-older-adults.pdf
http://www.lgbtmap.org/file/improving-the-lives-of-lgbt-older-adults.pdf
http://williamsinstitute.law.ucla.edu/research/census-lgbt-demographics-studies/census-comparison-feb-2014/
http://williamsinstitute.law.ucla.edu/research/census-lgbt-demographics-studies/census-comparison-feb-2014/
http://williamsinstitute.law.ucla.edu/research/census-lgbt-demographics-studies/census-comparison-feb-2014/
https://www.metlife.com/assets/cao/mmi/publications/studies/2010/mmi-still-out-still-aging.pdf
https://www.metlife.com/assets/cao/mmi/publications/studies/2010/mmi-still-out-still-aging.pdf
https://www.metlife.com/assets/cao/mmi/publications/studies/2010/mmi-still-out-still-aging.pdf
http://www.fns.usda.gov/snap/eligibility
http://www.abetterbalance.org/web/news/resources/264-timeforachange
http://www.abetterbalance.org/web/news/resources/264-timeforachange
http://www.bls.gov/news.release/pdf/ebs2.pdf
http://www.bls.gov/news.release/pdf/ebs2.pdf
http://www.iwpr.org/publications/pubs/paid-sick-days-access-and-usage-rates-vary-by-race-ethnicity-occupation-and-earnings/
http://www.iwpr.org/publications/pubs/paid-sick-days-access-and-usage-rates-vary-by-race-ethnicity-occupation-and-earnings/
http://www.iwpr.org/publications/pubs/paid-sick-days-access-and-usage-rates-vary-by-race-ethnicity-occupation-and-earnings/
http://www.bls.gov/ncs/ebs/benefits/2016/ownership/private/table32a.pdf
http://www.bls.gov/ncs/ebs/benefits/2016/ownership/private/table32a.pdf
https://cdn.americanprogress.org/wp-content/uploads/2012/11/GlynnLatinosPaidLeave1.pdf
https://cdn.americanprogress.org/wp-content/uploads/2012/11/GlynnLatinosPaidLeave1.pdf
https://www.dol.gov/whd/fmla/survey/FMLA_Survey_factsheet.pdf
https://www.dol.gov/whd/fmla/survey/FMLA_Survey_factsheet.pdf
https://www.americanprogress.org/issues/women/report/2016/09/22/143877/the-cost-of-inaction/
https://www.americanprogress.org/issues/women/report/2016/09/22/143877/the-cost-of-inaction/
https://www.americanprogress.org/issues/women/report/2016/09/22/143877/the-cost-of-inaction/
http://www.nationalpartnership.org/research-library/work-family/psd/paid-sick-days-benefit-childrens-health.pdf
http://www.nationalpartnership.org/research-library/work-family/psd/paid-sick-days-benefit-childrens-health.pdf
http://www.nationalpartnership.org/research-library/work-family/psd/paid-sick-days-benefit-childrens-health.pdf
http://www.nationalpartnership.org/research-library/work-family/psd/paid-sick-days-improve-our-public-health.pdf
http://www.nationalpartnership.org/research-library/work-family/psd/paid-sick-days-improve-our-public-health.pdf
http://www.nationalpartnership.org/research-library/work-family/psd/paid-sick-days-improve-our-public-health.pdf


33  Center for American Progress  |  Making Paid Leave Work for Every Family

	 47	 Lawrence M. Berger, Jennifer Lynn Hill, and Jane Wald-
fogel, “Maternity Leave, Early Maternal Employment 
and Child Health and Development in the US,” The 
Economic Journal 115 (501) (2005).

	 48	 Annette Semanchin Jones and Susan J. Wells, “PATH/
Wisconsin-Bremer Project: Preventing Disruptions in 
Foster Care” (University of Minnesota, 2008), available 
at http://www.cehd.umn.edu/SSW/g-s/media/Final_re-
port.pdf; A Better Balance, “Provide 12 Weeks of Paid 
Leave,” available at http://www.abetterbalance.org/
web/images/stories/Documents/familyleave/Provide-
12WeeksLeave.pdf (last accessed October 2016).

	 49	 Personal communication with Yee Won Chong, Port-
land, Oregon, October 12, 2016. 

	 50	 Kevin L. Ard and Harvey J. Makadon, “Improving the 
Health Care of Lesbian, Gay, Bisexual and Transgender 
(LGBT) People: Understanding and Eliminating Health 
Disparities” (Boston: The Fenway Institute, 2012), 
available at http://www.lgbthealtheducation.org/
wp-content/uploads/12-054_LGBTHealtharticle_v3_07-
09-12.pdf; Kellan E. Baker, Laura E. Durso, and Andrew 
Cray, “Moving the Needle: The Impact of the Afford-
able Care Act on LGBT Communities” (Washington: 
Center for American Progress, 2014), available at 
https://www.americanprogress.org/issues/lgbt/re-
port/2014/11/17/101575/moving-the-needle/.

	 51	 Ilan H. Meyer, “Prejudice, Social Stress, and Mental 
Health in Lesbian, Gay, and Bisexual Populations: Con-
ceptual Issues and Research Evidence,” Psychological 
Bulletin 129 (5) (2003): 674–697.; David J. Lick, Laura 
E. Durso, and Kerri L. Johnson, “Minority Stress and 
Physical Health Among Sexual Minorities” (Los Angeles: 
The Williams Institute, 2013), available at http://william- 
sinstitute.law.ucla.edu/research/health-and-hiv-aids/ 
minority-stress-and-physical-health-among-sexual-
minorities/; Jody L. Herman, “Gendered Restrooms and 
Minority Stress: The Public Regulation of Gender and 
its Impact on Transgender People’s Lives” (Los Angeles: 
The Williams Institute, 2013), available at http://wil-
liam- sinstitute.law.ucla.edu/wp-content/uploads/
Herman- pdf. Gendered-Restrooms-and-Minority-
Stress-June-2013.pdf; Brian W. Ward and others, “Sexual 
Orientation and Health Among U.S. Adults: National 
Health Interview Survey, 2013,” National Health Statis-
tics Reports 77 (2014), available at http://www.cdc.gov/
nchs/data/ nhsr/nhsr077.pdf. 

	 52	 Baker, Durso, and Cray, “Moving the Needle: The Impact 
of the Affordable Care Act on LGBT Communities.” 

	 53	 Ibid.

	 54	 Gary J. Gates, “In U.S., LGBT More Likely Than Non-LGBT 
to Be Uninsured,” Gallup, August 26, 2014, available at 
http://www.gallup.com/poll/175445/lgbt-likely-non-
lgbt-uninsured.aspx. 

	 55	 Baker, Durso, and Cray, “Moving the Needle: The Impact 
of the Affordable Care Act on LGBT Communities.”

	 56	 Ibid.

	 57	 Lambda Legal, “When Health Care Isn’t Caring: Lambda 
Legal’s Survey on Discrimination Against LGBT People 
and People Living with HIV” (2010), available at http://
www.lambdalegal.org/sites/default/files/publications/
downloads/whcic-report_when-health-care-isnt-
caring_1.pdf.

	 58	 Ibid.

	 59	 Ibid.

	 60	 Jaime M. Grant, Lisa A. Mottet, and Justin Tanis, “Injus-
tice at Every Turn: A Report of the National Transgender 
Discrimination Survey” (Washington: National Center 
for Transgender Equality and the National Gay and 
Lesbian Task Force, 2011), available at http://www.
thetaskforce.org/downloads/reports/reports/ntds_full.
pdf.

	 61	 Joanna Cifredo, “Importance of paid leave for trans 
patients,” Washington Blade, October 9, 2015, available 
at http://www.washingtonblade.com/2015/10/09/
importance-of-paid-leave-for-trans-patients/ and per-
sonal communication from Joanna Cifredo, Washington 
Blade reporter, October 12, 2016.

	 62	 Institute of Medicine, “The health of lesbian, gay, bi-
sexual, and transgender people: Building a foundation 
for better understanding” (2011), available at https://
www.nap.edu/catalog/13128/the-health-of-lesbian-
gay-bisexual-and-transgender-people-building. 

	 63	 Lucy A. Peipins and others, “The lack of paid sick 
leave as a barrier to cancer screening and medi-
cal care-seeking: results from the National Health 
Interview Survey,” BMC Public Health (2012), available 
at http://bmcpublichealth.biomedcentral.com/ar-
ticles/10.1186/1471-2458-12-520. 

	 64	 Mikel L. Walters, Jieru Chen, and Matthew J. Breiding, 
“The National Intimate Partner and Sexual Violence 
Survey (NISVS): 2010 Findings on Victimization by 
Sexual Orientation” (Atlanta: National Center for Injury 
Prevention and Control, 2013), p. 1, http://www.cdc.
gov/violenceprevention/pdf/nisvs_sofindings.pdf.

	 65	 For example, see, Chai Jindasurat and Emily Waters, 
“Lesbian, Gay, Bisexual, Transgender, Queer, and HIV-
Affected Intimate Partner Violence in 2014” (New York: 
National Coalition of Anti-Violence Programs, 2015) 
p. 13, available at http://www.avp.org/storage/docu-
ments/2014_IPV_Report_Final_w-Bookmarks_10_28.
pdf. 

	 66	 Bureau of Justice Statistics, “Stalking,” available at 
http://www.bjs.gov/index.cfm?ty=tp&tid=973 (last 
accessed October 2016); Bureau of Justice Statistics, 
National Crime Victimization Survey: Personal and Prop-
erty Crimes 2000, (U.S. Department of Justice, 2002).

	 67	 Centers for Disease Control and Prevention, “Intimate 
Partner Violence: Consequences,” available at http://
www.cdc.gov/ViolencePrevention/intimatepartnervio-
lence/consequences.html (last accessed October 2016); 
Rochelle F. Hanson and others, “The Impact of Crime 
Victimization on Quality of Life,” Journal of Traumatic 
Stress, 23 (2) (2010): 189–197.

	 68	 Lisa Goodman and others, “Bringing a Network-Orient-
ed Approach to Domestic Violence Services: A Focus 
Group Exploration of Promising Practices,” Violence 
Against Women 22 (1) (2015), pp. 2−3.

	 69	 Movement Advancement Project, “Equality Maps: 
Non-Discrimination Laws,” available at http://www.
lgbtmap.org/equality-maps/non_discrimination_laws 
(last accessed September 2016); Zack Ford, “North Caro-
lina Lawmakers Waste Taxpayer Money to Gut LGBT 
Protections,” ThinkProgress, March 23, 2016, available 
at http://thinkprogress.org/lgbt/2016/03/23/3762662/
north-carolina-special-session-preemption/.

	

http://www.cehd.umn.edu/SSW/g-s/media/Final_report.pdf
http://www.cehd.umn.edu/SSW/g-s/media/Final_report.pdf
http://www.abetterbalance.org/web/images/stories/Documents/familyleave/Provide12WeeksLeave.pdf
http://www.abetterbalance.org/web/images/stories/Documents/familyleave/Provide12WeeksLeave.pdf
http://www.abetterbalance.org/web/images/stories/Documents/familyleave/Provide12WeeksLeave.pdf
http://www.gallup.com/poll/175445/lgbt-likely-non-lgbt-uninsured.aspx
http://www.gallup.com/poll/175445/lgbt-likely-non-lgbt-uninsured.aspx
http://www.washingtonblade.com/2015/10/09/importance-of-paid-leave-for-trans-patients/
http://www.washingtonblade.com/2015/10/09/importance-of-paid-leave-for-trans-patients/
http://www.avp.org/storage/documents/2014_IPV_Report_Final_w-Bookmarks_10_28.pdf
http://www.avp.org/storage/documents/2014_IPV_Report_Final_w-Bookmarks_10_28.pdf
http://www.avp.org/storage/documents/2014_IPV_Report_Final_w-Bookmarks_10_28.pdf
http://www.bjs.gov/index.cfm?ty=tp&tid=973
http://www.cdc.gov/ViolencePrevention/intimatepartnerviolence/consequences.html
http://www.cdc.gov/ViolencePrevention/intimatepartnerviolence/consequences.html
http://www.cdc.gov/ViolencePrevention/intimatepartnerviolence/consequences.html


34  Center for American Progress  |  Making Paid Leave Work for Every Family

	 70	 In Macy v. Holder and Baldwin v. Foxx, The Equal Employ-
ment Opportunity Commission has interpreted that 
the sex discrimination protections in Title VII can be 
used to protect workers on the basis of their gender 
identity and sexual orientation, respectively. See, for 
example, U.S. Equal Employment Opportunity Com-
mission, “What You Should Know About EEOC and the 
Enforcement Protections for LGBT Workers,” available at 
https://www.eeoc.gov/eeoc/newsroom/wysk/enforce-
ment_protections_lgbt_workers.cfm (last accessed 
October 2016).

	 71	 Grant and others, “Injustice at Every Turn: A Report 
of the National Transgender Discrimination Survey”; 
M.V. Lee Badgett and others, “Bias in the Workplace: 
Consistent Evidence of Sexual Orientation and Gender 
Identity Discrimination” (Los Angeles: The Williams 
Institute, 2007), available at http://williamsinstitute.law.
ucla.edu/wp-content/uploads/Badgett-Sears-Lau-Ho-
Bias-in-the-Workplace-Jun-2007.pdf; Teresa Rainey and 
Elliot E. Imse, “Qualified and transgender: A report on 
results of resume testing for employment discrimina-
tion based on gender identity” (Washington: District 
of Columbia Office of Human Rights, 2015), available 
at http://ohr.dc.gov/sites/default/files/dc/sites/ohr/
publication/attachments/QualifiedAndTransgender_FI-
NAL_110215.pdf. 

	 72	 Grant and others, “Injustice at Every Turn: A Report of 
the National Transgender Discrimination Survey.”

	 73	 M.V. Lee Badgett, Laura E. Durso, and Alyssa Schnee-
baum, “New Patterns of Poverty in the Lesbian, Gay, 
and Bisexual Community” (Los Angeles: The Williams 
Institute, 2013), available at http://williamsinstitute.law.
ucla.edu/research/census-lgbt-demographics-studies/
lgbt-poverty-update-june-2013/.

	 74	 Ibid.

	 75	 Ibid.

	 76	 Fortunately, Oregon—where Frederick and Brian live—
subsequently passed a statewide paid sick time law, as 
discussed in this report. Excerpt from public testimony 
in support of Oregon H.B. 2005, Paid Sick Leave, The 
House Business and Labor Committee, February 16, 
2015. 

	 77	 In October 2016, there were 2,199,400 federal workers, 
excluding postal workers. Bureau of Labor Statistics, 
“Table B-1. Employees on nonfarm payrolls by industry 
sector and selected industry detail,” available at http://
www.bls.gov/news.release/empsit.t17.htm (last ac-
cessed November 2016). 

	 78	 Funeral Leave, Fed. Reg., Vol. 34, No. 163 (August 26, 
1969) (codified at 5 C.F.R. pt. 630).

	 79	 Ibid.

	 80	 Absence and Leave; Voluntary Leave Transfer Program, 
54 Fed. Reg. 4749-01 (January 31, 1989) (codified at 5 
C.F.R. pt. 630); Absence and Leave; Sick Leave, 59 Fed. 
Reg. 62266-01 (December 2, 1994) (codified at 5 C.F.R. 
pt. 630).

	 81	 Federal Employees Family Friendly Leave Act, Public 
Law 103-388, October 22, 1994.

	 82	 Ibid.

	 83	 U.S. Office of Personnel Management, Report to 
Congress on the “Federal Employees Family Friendly Leave 
Act” (Public Law 103-388) (1997), available at https://
www.opm.gov/policy-data-oversight/pay-leave/
reference-materials/reports/federal-employees-family-
friendly-leave-act/.

	 84	 The report stated: “Most of the agencies that provided 
comments reported that the use of sick leave for family 
care or bereavement purposes did not have a signifi-
cant negative impact on employees, managers, or 
agency mission accomplishment. A few agencies listed 
concerns of various individual managers. However, 
most agencies expressed the view that the positive 
impacts noted above far outweigh any potential prob-
lems generated by employees’ absences from work. 
Most managers believe that, in most instances, an em-
ployee’s family situation would require the employee to 
be absent from work in any event.” See Ibid.

	 85	 Ibid.

	 86	 The White House, “FACT SHEET: Helping Working 
Americans Get Ahead by Expanding Paid Sick Leave 
and Fighting for Equal Pay,” Press release, September 
29, 2016, available at https://www.whitehouse.gov/the-
press-office/2016/09/29/fact-sheet-helping-working-
americans-get-ahead-expanding-paid-sick-leave. 

	 87	 Establishing Paid Sick Leave for Federal Contractors, 81 
FR 9591 (February 25, 2016) (codified at 29 C.F.R. pt. 13).

	 88	 U.S. Department of Labor, “Administrator’s Interpreta-
tion No. 2010-3,” June 22, 2010, available at www.dol.
gov/WHD/opinion/adminIntrprtn/FMLA/2010/FM-
LAAI2010_3.htm.

	 89	 Note, however, that judges in other states may still 
grant such petitions due to ambiguity in the law or 
appellate court decisions. See, for example, Movement 
Advancement Project, “Foster and Adoption Laws: 
Second-Parent” (2016), available at http://www.lgbt-
map.org/equality-maps/foster_and_adoption_laws; 
National Center for Lesbian Rights, “Legal Recognition 
of LGBT Families” (2016), available at http://www.
nclrights.org/wp-content/uploads/2013/07/Legal_Rec-
ognition_of_LGBT_Families.pdf.

	 90	 Family and Medical Leave Inclusion Act, H.R. 5519, 
114th Cong. (2016).

	 91	 Ariz. Rev. Stat. § 23-371(H)(5) (2016).

	 92	 The law covers all private sector workers as well as local 
government workers. Federal government workers 
were already eligible for paid sick time under the inclu-
sive family definition. For the total number of private 
and local government workers combined see Office of 
Economic Opportunity, “Above-Average Seasonal Gains 
in Nonfarm Employment; AZ Unemployment Rate 
Decreased to 5.5%” (October 2016), Table 2: Nonfarm 
Payroll Employment, available at https://laborstats.
az.gov/sites/default/files/Emp-Report.pdf. 

	 93	 N.Y. Workers’ Comp. Law §§ 4; 201(20). 

	 94	 “Dependent” means any person who is living with or 
dependent upon the income of any employee whether 
related by blood or not. W. Va. Code § 21-5D-2(b). 
Therefore, dependency under the West Virginia law is 
defined broadly to mean either financial dependence 
or cohabitation.

	 95	 “Domestic partner” means the partner of an employee 
who: a) is a mentally competent adult as is the employ-
ee; has been legally domiciled with the employee for 
at least 12 months; is not legally married to or legally 
separated from another individual; is the sole partner 
of the employee and expects to remain so; is not a 
sibling of the employee; and f ) is jointly responsible 
with the employee for each other’s common welfare as 
evidenced by joint living arrangements, joint financial 
arrangements or joint ownership of real or personal 
property. Me. Rev. Stat. Ann. tit. 26 § 843(7).

https://www.eeoc.gov/eeoc/newsroom/wysk/enforcement_protections_lgbt_workers.cfm
https://www.eeoc.gov/eeoc/newsroom/wysk/enforcement_protections_lgbt_workers.cfm
http://williamsinstitute.law.ucla.edu/wp-content/uploads/Badgett-Sears-Lau-Ho-Bias-in-the-Workplace-Jun-2007.pdf
http://williamsinstitute.law.ucla.edu/wp-content/uploads/Badgett-Sears-Lau-Ho-Bias-in-the-Workplace-Jun-2007.pdf
http://williamsinstitute.law.ucla.edu/wp-content/uploads/Badgett-Sears-Lau-Ho-Bias-in-the-Workplace-Jun-2007.pdf
http://ohr.dc.gov/sites/default/files/dc/sites/ohr/publication/attachments/QualifiedAndTransgender_FINAL_110215.pdf
http://ohr.dc.gov/sites/default/files/dc/sites/ohr/publication/attachments/QualifiedAndTransgender_FINAL_110215.pdf
http://ohr.dc.gov/sites/default/files/dc/sites/ohr/publication/attachments/QualifiedAndTransgender_FINAL_110215.pdf
http://www.bls.gov/news.release/empsit.t17.htm
http://www.bls.gov/news.release/empsit.t17.htm
https://www.whitehouse.gov/the-press-office/2016/09/29/fact-sheet-helping-working-americans-get-ahead-expanding-paid-sick-leave
https://www.whitehouse.gov/the-press-office/2016/09/29/fact-sheet-helping-working-americans-get-ahead-expanding-paid-sick-leave
https://www.whitehouse.gov/the-press-office/2016/09/29/fact-sheet-helping-working-americans-get-ahead-expanding-paid-sick-leave
http://www.dol.gov/WHD/opinion/adminIntrprtn/FMLA/2010/FMLAAI2010_3.htm
http://www.dol.gov/WHD/opinion/adminIntrprtn/FMLA/2010/FMLAAI2010_3.htm
http://www.dol.gov/WHD/opinion/adminIntrprtn/FMLA/2010/FMLAAI2010_3.htm
http://www.lgbtmap.org/equality-maps/foster_and_adoption_laws
http://www.lgbtmap.org/equality-maps/foster_and_adoption_laws
http://www.nclrights.org/wp-content/uploads/2013/07/Legal_Recognition_of_LGBT_Families.pdf
http://www.nclrights.org/wp-content/uploads/2013/07/Legal_Recognition_of_LGBT_Families.pdf
http://www.nclrights.org/wp-content/uploads/2013/07/Legal_Recognition_of_LGBT_Families.pdf
https://laborstats.az.gov/sites/default/files/Emp-Report.pdf
https://laborstats.az.gov/sites/default/files/Emp-Report.pdf


35  Center for American Progress  |  Making Paid Leave Work for Every Family

	 96	  “Family member” means a spouse or domestic partner 
of an employee; a parent, child, sibling, including a 
foster sibling, brother-in-law, sister-in-law, grandpar-
ent, step-grandparent, or grandchild of an employee 
or of an employee’s spouse or domestic partner; or 
any other person who is related by blood, marriage, or 
adoption to an employee or to an employee’s spouse 
or domestic partner and whose close association with 
the employee, spouse, or domestic partner makes 
the person the equivalent of a family member of the 
employee, spouse, or domestic partner. Wis. Stat. Ann. 
§ 103.10 (1m)(b)(4). The law further defines domestic 
partners according to a list of factors; the partnership 
does not have to be formalized or legally registered. 
Wis. Stat. Ann. §§ 103.10(1)(ar); 40.02(21c)-21(d).

	 97	 “Family member” means: (A) A person to whom the em-
ployee is related by blood, legal custody, or marriage; 
(B) A child who lives with an employee and for whom 
the employee permanently assumes and discharges 
parental responsibility; or (C) A person with whom the 
employee shares or has shared, within the last year, a 
mutual residence and with whom the employee main-
tains a committed relationship. D.C. Code § 32-501(4).

	 98	 The D.C. paid sick time law defines family to include a 
number of specific family relationships, as well as “[a] 
person with whom the employee shares or has shared, 
for not less than the preceding 12 months, a mutual 
residence and with whom the employee maintains a 
committed relationship, as defined in § 32-701(1).” D.C. 
Code Ann. § 32-131.01(C).

	 99	 For examples of inclusive family definitions in union 
contracts, see the Labor Project for Working Families’ 
database of contract language at Labor Project, “LPWF 
Contract Language” available at http://learnworkfamily.
microsearch.net/contents (last accessed November 
2016).

	100	A Better Balance, “Overview of Paid Sick Time Laws in 
the United States,” available at http://www.abetterbal-
ance.org/web/images/stories/Documents/sickdays/
factsheet/PSDchart.pdf (last accessed October 2016).

	101	San Francisco Code § 12W.4(a); Oakland Code § 
5.92.030(B)(1); Emeryville Code § 5-37.03(c)(1); Berkeley 
Code § 13.100.040(B)(2)-(3).

	102	L.A. Code § 187.04(G).

	103	Chicago Code §1-24-010.

	104	Cook County Code § 42-2.

	105	Los Angeles County Department of Public Health, 
“Informal Caregiving: Implications for Public Health” 
(2010) available at http://www.publichealth.lacounty.
gov/ha/reports/habriefs/2007/Caregiving_Final.pdf.

	106	Saint Paul Code § 233.02.

	107	Minneapolis Code § 40.40.

	108	For details, see endnote 1. 

	109	Personal communication with Jared Make, senior staff 
attorney, A Better Balance, New York, NY, September 12, 
2016.

	110	Personal communication with Wendy Chun-Hoon, D.C. 
director of Family Values @ Work, Washington, D.C., 
October 18, 2016.

	111	Funeral Leave, Fed. Reg., Vol. 34, No. 163 (August 26, 
1969) (codified at 5 C.F.R. pt. 630).

	112	L.A. Code § 187.04(G); Saint Paul Code § 233.02; Cook 
County Code § 42-2; Chicago Code §1-24-010; Ariz. Rev. 
Stat. § 23-371(H)(5) (2016).

	113	See, for example, Establishing Paid Sick Leave for 
Federal Contractors, 81 FR 67598 (Sept. 30, 2016) 
(codified at 29 C.F.R. pt. 13) citing supportive comments 
from the Labor Project for Working Families and Main 
Street Alliance, a coalition of employers, in support 
of the “blood or affinity” family definition in President 
Obama’s Executive Order on paid sick time and federal 
contractors.

	114	Sarah McBride and others, “We the People” (Washing-
ton: Center for American Progress, 2014), available 
at https://www.americanprogress.org/issues/lgbt/
reports/2014/12/10/102804/we-the-people/.

	115	 Ibid.

	116	Kellan Baker and others, “How to Collect Data About 
LGBT Communities” (Washington: Center for American 
Progress, 2016), available at https://www.american-
progress.org/issues/lgbt/reports/2016/03/15/133223/
how-to-collect-data-about-lgbt-communities/.

	117	Federal Interagency Working Group on Improving Mea-
surement of Sexual Orientation and Gender Identity in 
Federal Surveys, “Current Measures of Sexual Orienta-
tion and Gender Identity in Federal Surveys” (2016), 
available at https://fcsm.sites.usa.gov/files/2014/04/
WorkingGroupPaper1_CurrentMeasures_08-16.pdf. 

http://learnworkfamily.microsearch.net/contents
http://learnworkfamily.microsearch.net/contents
https://fcsm.sites.usa.gov/files/2014/04/WorkingGroupPaper1_CurrentMeasures_08-16.pdf
https://fcsm.sites.usa.gov/files/2014/04/WorkingGroupPaper1_CurrentMeasures_08-16.pdf


1333 H STREET, NW, 10TH FLOOR, WASHINGTON, DC 20005  •  TEL: 202-682-1611  •  FAX: 202-682-1867  •  WWW.AMERICANPROGRESS.ORG

Our Mission

The Center for American 
Progress is an independent, 
nonpartisan policy institute 
that is dedicated to improving 
the lives of all Americans, 
through bold, progressive 
ideas, as well as strong 
leadership and concerted 
action. Our aim is not just to 
change the conversation, but 
to change the country. 

Our Values

As progressives, we believe 
America should be a land of 
boundless opportunity, where 
people can climb the ladder 
of economic mobility. We 
believe we owe it to future 
generations to protect the 
planet and promote peace 
and shared global prosperity. 

And we believe an effective 
government can earn the 
trust of the American people, 
champion the common  
good over narrow self-interest, 
and harness the strength of 
our diversity.

Our Approach

We develop new policy ideas, 
challenge the media to cover 
the issues that truly matter, 
and shape the national debate. 
With policy teams in major 
issue areas, American Progress 
can think creatively at the 
cross-section of traditional 
boundaries to develop ideas 
for policymakers that lead to 
real change. By employing an 
extensive communications 
and outreach effort that we 
adapt to a rapidly changing 
media landscape, we move 
our ideas aggressively in the 
national policy debate. 


