JOB PROTECTION ACT

THE ISSUE

The Family and Medical Leave Act's (FMLA) purpose is to protect the jobs of
workers so they can take time off to care for themselves and their family
without having to sacrifice their employment. However, as working people
across the country have experienced over the years, the FMLA has its
shortcomings. Only 56 percent of the U.S. workforce is protected by the
FMLA,1 leaving out workers at smaller employers, people who work one
or multiple part-time jobs, and those reentering the workforce who
either lost their jobs or had to quit due to caregiving responsibilities
during the COVID-19 pandemic. Every year, nearly 2.6 million workers who
need family or medical leave do not take it because they fear losing their
jobs if they do and are currently ineligible for FMLA |orotections.2

Gaps in FMLA coverage disproportionately harm women— they are more
likely to need leave (largely due to caregiving responsibilities or pregnancy)
but are less likely to be eligible for job-protected leave under the FMLA.?

The Job Protection Act closes gaps in FMLA
coverage and strengthens the law’s protections by:

12

Expanding protections to those
working for smaller employers by
reducing the current FMLA coverage
threshold from 50 employees to one
employee.

It also eliminates the requirement that a
workplace have 50 or more employees
within a 75-mile radius, which currently
excludes an estimated 35 million
workers.4

2

Protecting part-time workers and those
working multiple jobs by eliminating
the requirement that an employee
work 1,250 hours at a single workplace
over the previous year.

The hours requirement disproportionately

impacts women—nearly two-thirds of

part-time workers are women.®

3.

Ensuring that people changing jobs or
returning to the workforce will be
protected by reducing the amount of
time they must have worked at their
workplace from 12 months to 90 days.

This requirement excludes nearly one in
four workers, especially large shares of
women (25.7 percent), Hispanic workers
(27.5 percent), and Black workers (28.6
percent).6



While the lack of pay during leave remains a significant barrier to taking time off and a

financial strain on those who need leave, without job protection, even those who have
access to paid leave may not be able to risk losing their jobs. The expansion of FMLA
coverage under the Job Protection Act will be necessary to ensure any federal paid
leave program is truly equitable and extends to the most vulnerable workers.

In December 2022, 14.8 million people were not working due to personal medical or
caregiving needs, and 5.9 million workers left a job in November 2022.7As these
workers return to the workforce, they will all fall short of the current 12-month
employment requirement and will not be eligible for job-protected leave under the
FMLA. Additionally, many workers, especially women, had to reduce their hours to care for
their families during the pandemic, and many workers continue to suffer from long-haul
COVID-19 symptoms that could impact their ability to work full-time.

The Job Protection Act’'s extension of FMLA protections to people returning to the
workforce, as well as those who have reduced their hours due to caregiving or
medical concerns, will be critical to ensuring Americans are able to return to and
stay in the workforce without sacrificing their health or the health of their families.

Enacted in 1993, the FMLA guarantees certain employees up to 12 weeks of unpaid, job-
protected leave per year and requires that their group health benefits be maintained
during the leave. The FMLA currently applies to all public agencies, all public and private
elementary and secondary schools, and companies with 50 or more employees.
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ENDORSING

ORGANIZATIONS

The Job Protection Act is endorsed
by over 100 national, state, and
local organizations, including:

National Partnership for Women &
Families, National Women’'s Law
Center, AFL-CIO, CWA, SEIU, UFCW,
AFGE, AFSCME, NEA, AFT, Paid Leave
for All, PL+US, Family Values @ Work,
MomsRising, CLASP, National
Employment Law Project, YWCA,
Main Street Alliance, and American
Sustainable Business Network.

See the full list here.

The Job Protection Act is a critical
step forward for working families
to expand access to the vital
protections afforded by the Family
and Medical Leave Act. The ability
to care for your family or yourself
should not be reserved for a
privileged few.

—JOCELYN FRYE, PRESIDENT OF

THE NATIONAL PARTNERSHIP FOR
WOMEN & FAMILIES

The protections offered by this
legislation will ensure that

all workers, especially those
historically underserved, have
the support needed to remain in
the workforce, which in turn
strengthens the business
community, and supports a
vibrant and healthy labor market.

— CAROLYN PINCUS, VP OF
STRATEGCY AND DEVELOPMENT OF
THE AMERICAN SUSTAINABLE
BUSINESS NETWORK

Working people shouldn’t be
afraid to lose their livelihoods
simply because we need time off
to care for ourselves and our
families. The Job Protection Act
brings us closer to the promise of
making family and medical leave
for all workers a reality.

- LIZ SHULER, PRESIDENT OF AMERICAN
FEDERATION OF LABOR AND CONGRESS OF
INDUSTRIAL ORGANIZATIONS

FOR MORE INFORMATION OR TO
COSPONSOR THE BILL,

CONTACT CHLOE GRAINGER IN REP. UNDERWOOD'S
OFFICE AT CHLOE.GRAINGCER®MAIL.HOUSE.GOV
OR (202) 226-2976.
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