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• According to a wide range of researchers, paid leave used after the birth of a 

child can have positive effects on child and parental well-being, and on 

subsequent maternal work outcomes. 

• Visit http://www.familyvaluesatwork.org/docs/Paid-Leave-and-Child-Well-

Being.pdf

• With your help, we will make sure every family has access to the rights they 

need.
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State Disability Insurance (SDI) is a partial, short-term, wage-replacement 

insurance plan for California workers with two benefits. 

• DI provides partial wage replacement benefits to eligible Californian’s for their 

own illness, injury, pregnancy, or disability for up to 52 weeks per claim.

• PFL provides partial wage replacement benefits to eligible Californians who 

need time off work to care for a seriously ill family member or bond with a new 

child. Benefits are for up to six weeks within in a 12-month period.

• Note: as long your patient pays into SDI and all eligibility requirements are 

met, citizenship and immigration status will not impact their DI or PFL claim.

3



• Provides up to 52 weeks of benefits per claim if they cannot work due to their 

own non-work-related illness or injury and they must lose wages due to being 

unable to perform their regular or customary work.

• They must be under the care of a physician/practitioner who provides 

certification of the illness, pregnancy, injury, or disability. Physician assistants 

or nurse practitioners may certify to disabilities for SDI after a physical 

examination and collaboration with a physician/surgeon.

• DI requires a seven day, non-payable waiting period. Benefits start on the 

eighth day. 

• Claims should be submitted no later than 49 days after the disability begins to 

be considered timely. 
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• If your patient is covered by Disability Insurance, they are also automatically 

covered under Paid Family Leave as they are both part of SDI.

• Provides up to six weeks of benefits within a 12 month period to bond with a 

new child or care for a seriously-ill family member and they must have a loss 

of wages as a result of their family leave.

• PFL benefits can be taken all at once or split over a 12-month period. For 

example, leave can be split up in hours, days, weeks, or months. 

• As a result of Assembly Bill 908, the seven-day waiting period was eliminated. 

If eligible, benefits can now be paid on the first day of family leave.

• As a result of eliminating the waiting period, claims should be submitted no 

later than 41 days after the family leave begins to be considered timely. 
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• To qualify, an individual must be a new parent welcoming a child into the 

family through birth, adoption, or foster care placement. 

• For foster and adopted children, to qualify for benefits, the child must be 

under the age of 18.

• Benefits must be claimed within 12 months of the child entering the family. 
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• As of July 1, 2014, care expanded coverage to include a seriously ill child,

parent, parent-in-law , grandparent, grandchild, sibling, spouse, or registered

domestic partner.

• PFL defines “seriously-ill” as an illness, injury, impairment, or physical or 

mental condition that requires:

• At-home care or inpatient care in a hospital, hospice, or residential 

medical facility.

• Continuing treatment by a physician or health care practitioner.

• Benefits must be used within a 12-month period.

• The care provider may file for benefits even if the care recipient is out-of-state 

or out-of-county. 
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• For a pregnancy without complications, the usual disability period is up to four 

weeks before the expected delivery date and up six weeks (for vaginal 

delivery) or eight weeks (for c-section) after the actual delivery. For high-risk 

pregnancies, the four week antepartum period may be longer. 

• Bonding: A mother transitioning from a pregnancy related claim to a bonding 

claim will automatically receive a Claim for Paid Family Leave (PFL) Benefits 

– New Mother, DE 2501FP when her pregnancy-related DI claim ends. The 

new mom only needs to return the claim to the EDD. 

• Caregiving: A family member may be eligible to receive PFL benefits to take 

time to provide care for their seriously ill family member who is receiving DI 

benefits.
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• California’s SDI program pays individuals approximately 60 to 70 percent of 

their wages earned 5 to 18 months prior to the start of their claim.  

• The EDD provides an online calculator at edd.ca.gov/PFL_Calculator to help 

estimate an individuals weekly benefit amount. 
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• If your highest quarterly earnings are less than $929, your WBA is $50.

• If your highest quarterly earnings are between $929 and $5229.98, your WBA 

is approximately 70 percent of your earnings. 

• If your highest quarterly earnings are more than $5229.98, your WBA is 

approximately 60 percent of your earnings. 
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• There are different sets of laws that provide wage replacement and job 

protection with different eligibility criteria.  Ideally they overlap, but they work 

completely independently of each other, which is critical to remember.

• Getting job security will not get you wage replacement, and vice versa, so 

telling your patients about DI and PFL is only half of the equation and will not 

provide job protection.
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• No length of service or minimum hours required for pregnancy protections.
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• BOTH parents can be eligible for bonding leave, if they meet the 

requirements – dads, same sex partners, and adoptive/foster parents.

• Usually bonding leave provided under CA law doesn’t begin until after 

someone recovers, unless someone has an extended pregnancy-related 

disability.  

• IF she is eligible for job protected bonding leave, this means a new mom 

could receive four weeks off before her due date and six weeks to recover 

after the child’s birth (for a typical vaginal delivery), and 12 weeks after that to 

bond for a total of 18 weeks post partem. 
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• Great news in 2018 – the minimum employee threshold for job protected 

bonding was lowered to 20 employees (down from 50) in a 75 mile radius of 

the worksite.  This means that up to 2.7 million more workers can be eligible 

for job protected bonding leave.

• What if a parent doesn’t meet these requirements?  A new mom can be 

forced to go back to work after she recovers from childbirth, usually after six 

weeks.  A new parent who does not give birth (new dad, same sex partner, 

foster/adoptive parents) are not eligible for any job protected time off to bond 

(although they might be eligible for PFL wage replacement benefits).
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• Hopefully, someone is eligible for both job protection and wage replacement.

• Above the line is wage replacement from DI then PFL.

• Below the line is job protection.

• Notice that job protection extends past the end of wage replacement.  PFL is 

for six weeks but bonding leave can be up to 12 weeks.
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• Her DI claim can begin when she becomes disabled by pregnancy, in this 

case at 30 weeks instead of the ‘standard’ 36 weeks.  Because she has a c-

section she will likely get eight weeks of DI after delivery.

• After her DI is over, she can apply for PFL.

• Her job protected pregnancy leave also begins at 30 weeks and extends to 8 

weeks post partum. 

• Because she works for an employer with at least 20 employees, has been 

there more than a year, and worked more than 1250 hours, she is also eligible 

for 12 weeks of job protected bonding leave.  Remember – this part of the law 

is new.  If her baby had been born last year, she would not have qualified for 

this leave because her employer doesn’t have 50 employees.

• We have to educate patients and employers about the change, many are 

unlikely to know.
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• This is someone who is not pregnant, but is still a new parent.

• Above the line is wage replacement.

• Below the line is job protection.

• Note again that the job protection lasts for 12 weeks but PFL is for six weeks.

• This example starts at the birth of the child, but any parent can use their 

bonding leave at any time within the first year of the child’s life or placement in 

the home for foster/adoptive parents.
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• Chris does not get DI because he does not experience a disability himself.

• He can get 6 weeks of PFL to bond – no one has to be sick, injured, or 

disabled for a bonding claim.

• He has only worked for his employer for 11 months, so he is not eligible for 

job protected bonding leave YET.  As soon as he has been there 12 months,

he will satisfy all the requirements and can take job protected leave then.  In 

this case, Chris may delay his bonding leave for a while after the birth of his 

child to get both job protection and wage replacement.

19



• PFL has an important role in supporting breastfeeding – it doubled the median 

duration of breastfeeding for women who used it.

• Low income workers and minorities and workers with less education are the 

least likely to know about PFL.
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• Accommodation increases breastfeeding, but low income parents have less 

access to accommodations. 

• Parents may be unaware of their rights to lactation in the workplace. 

Source: 

• Kozhimannil et al., Women's Health Issues 26-1 (2016) 6–13, 

http://www.whijournal.com/article/S1049-3867(15)00117-6/pdf
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• Red flag: When you know your patient will be on a long leave of absence 

(may affect their ability to continue job protection).

• For accommodations, start small, be specific, include things new and 

expecting parents can do, talk to your patient about job duties/essential 

functions.

• Definition of “disability” for purposes of DI: A condition which prevents your 

patient from performing his or her regular or customary work for more 

than seven days, not complete incapacitation.

• When in doubt, or your patient has follow-up questions regarding their legal 

rights, refer them to Legal Aid at Work.
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• Have a comprehensive perinatal services program (CPSP) roundtable 

regarding PFL.

• When providing technical assistance or visiting a provider office refer them to 

SDI and/or Legal Aid at Work. 

• Share SDI and Legal Aid at Work resources, fact sheets, interactive 

tools/videos, and contact information with CPSP providers.

23



• CPSP assessments allow clinic staff to understand more about a client’s type 

of work in case she needs job accommodations during pregnancy. 

• During postpartum visits, clinic staff can inform clients about lactation and 

family leave rights.
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• What else would you like covered?
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