
 
 

1200 Wilmette Avenue 
Wilmette, IL  60091 

            
                        (847) 853-7509 
                 Fax (847) 853-7700 

                              TDD (847) 853-7634 
NOTICE OF MEETING 

MINIMUM WAGE & PAID SICK LEAVE WORKING GROUP 
Monday, April 9, 2018 at 7:00 P.M. 

Wilmette Village Hall- Committee Meeting Room 
1200 Wilmette Avenue, Wilmette, IL 60091 

 

AGENDA 
 
I. Call to Order 
II. Public Comment 
III. Approval of Minutes of the March 19, 2018 Working Group Meeting 
IV. Review of Surveys- North Shore Municipalities, Businesses, and Brokers   
V. Review of Revised Presentation of Business Survey Results 
VI. Finalize Resident Phone Survey 
VII. Review of Draft Final Report 
VIII. Adjournment 

Next Meeting 
April 30, 2018 at 7pm 
Items for Discussion:  -Review Resident Phone Survey Results 
    -Approve Final Report 
 
 
Village Board Special Meeting 
Tuesday, May 15, 2018 at 7pm 
Item for Discussion:  -Presentation of Working Group’s Report 
 
 
 

IF YOU ARE A PERSON WITH A DISABILITY AND NEED SPECIAL ACCOMMODATIONS TO PARTICIPATE 
 IN AND/OR ATTEND A VILLAGE OF WILMETTE PUBLIC MEETING, PLEASE NOTIFY THE VILLAGE  

MANAGER’S OFFICE AT (847) 853-7509 OR TDD  (847) 853-7634 AS SOON AS POSSIBLE. 
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1200 Wilmette Avenue 

WILMETTE, ILLINOIS 60091

              

MEETING MINUTES 

 

MINIMUM WAGE & PAID SICK LEAVE WORKING GROUP 

 

MONDAY, MARCH 19, 2018 

7:00 P.M. 

MALLINCKRODT COMMUNITY CENTER 

 

 

Members Present:  John Jacoby, Chair 

    Brian Fabes     

    Beth Lambrecht 

    George Rafeedie 

    Laura Saleh 

     

Members Absent:  John Haser  

    Therese Steinken 

 

Staff Present: Mike Braiman, Assistant Village Manager 

 John Prejzner, Assistant Director of Administrative Services  

  

I. CALL TO ORDER 

Chair John Jacoby called the meeting to order at 7:01 p.m. Members Jacoby, Fabes, 

Lambrecht, Rafeedie, and Saleh were present.  

II. APPROVAL OF MINUTES 

 

Member Lambrecht moved to approve the minutes of the March 5, 2018 Work Group meeting. 

The motion was seconded by Ms. Saleh. No further discussion occurred on the motion. Voting 

yes: Members Jacoby, Fabes, Lambrecht, Rafeedie, and Saleh. Voting no: none. The motion 

carried. 

 

III. PUBLIC COMMENT 

 

None. 
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IV. PRESENTATION FROM WOMEN EMPLOYED 
 

Iliana Mora, President and CEO of Women Employed, a non-profit organization dedicated to 

improving women’s economic status, was present to provide testimony on paid sick leave. 

Ms. Mora stated that 81% of those working in the food service industry do not receive paid 

sick-time and provided other data related to the effects of a lack of paid-sick leave in the food 

industry. Ms. Mora cited a study of a similar paid-sick leave law in New York City which 

indicated that 85% of employers indicated that the law had no effect on overall business costs.  

 

V. REVIEW OF EMPLOYEE AND EMPLOYER DEMOGRAPHIC DATA 

 

Michael Braiman, Assistant Village Manager, provided a summary of the Employee 

Demographics Data compiled for those affecting minimum wage workers and those eligible 

for paid sick leave.  

 

VI. REVIEW OF LIVING WAGE DATA 

 

Brian Fabes provided a summary of cost of living in Cook County and what constitutes a 

living wage. There were no comments or changes to the data.   

  

VII. REVIEW OF DATA AND STUDIES PERTAINING TO BORDER EFFECTS OF 

MINIMUM WAGE 

 

Mr. Braiman provided a summary of the data obtained for the study on border effects of 

minimum wage. The consensus of the Group was to provide only the abstracts of the two 

studies.  

 

Mr. Fabes provided a summary of Illinois Department of Employment Security data 

comparing jobs data of Chicago to suburban Cook County. Mr. Fabes stated that the data 

shows no correlation of the increase in minimum wage in Chicago and job growth as compared 

to suburban Cook County.  

 

VIII. INITIAL REVIEW OF BUSINESS SURVEY RESULTS 

 

Mr. Braiman provided an overview of the executive summary of the business survey.  

 

Gina Kennedy commented that the employer data shows that 42% of the respondents would 

not be impacted by the minimum wage data and suggested to break out that group from the 

responses. The Group reached a consensus to have the data analyzed and presented at a future 

meeting.  

 

Mr. Marshall asked how many respondents did not answer the questions whether the Village 

should opt into the Ordinances. Ms. Kennedy stated there was a significant number and 

recommended categorizing them as “no-opinion” and adding them to the total percentages.  
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Mr. Marshall recommended breaking out the data for all the sectors. 

 

IX. INITIAL DRAFTING OF RESIDENT PHONE SURVEY QUESTIONS 

 

Mr. Braiman summarized the purpose of the resident phone survey and its importance for the 

Village Board.  

 

Mr. Fabes provided recommended questions. Mr. Braiman stated that open-ended questions 

can be asked but will be at a significant cost. The consensus was not to include open-ended 

questions.  

 

The Group reviewed and commented on the survey questions. Staff will provide the 

recommended changes to the survey company and bring back a revised survey at the next 

meeting.  

 

X. ADJOURNMENT 

 

Member Lambrecht moved to adjourn the meeting. Member Fabes seconded the motion. No 

further discussion occurred on the motion. Voting yes: Members Jacoby, Fabes, Lambrecht, 

Rafeedie, and Saleh. Voting no: none. The motion carried. The meeting was adjourned at 

9:21 p.m. 

 

 

John Prejzner  

Assistant Director of Administrative Services 



 
1200 WILMETTE AVENUE  

WILMETTE, ILLINOIS 60091-0040 
 
 
COMMUNITY DEVELOPMENT (847) 853-7550 
DEPARTMENT FAX (847) 853-7701 

TDD (847) 853-7634 
EMAIL comdev@wilmette.com 

 

 
Date: April 4, 2018 
 
To: Michael Braiman, Assistant Village Manager 
 
From: Lucas Sivertsen, Business Development Coordinator 
 
Subject: Minimum Wage & Paid Sick Leave Interview Summary 
 
 
The Minimum Wage & Paid Sick Leave Working Group asked Village staff to interview 
area real estate brokers, municipalities and their businesses to help understand the 
effects of the Cook County Ordinances.  Questions for the interviews were developed by 
the Working Group.  Below is a summary of the responses to those interviews. 
 
Municipality Interviews 
Village staff reached out to municipal officials of surrounding communities who have 
opted in to the Cook County Ordinances or who did not have an option because they are 
not home rule.  These communities include Glencoe, Winnetka, Skokie and Evanston.  
Each of these contacts were made via phone calls placed with economic development 
offices or municipal administration.   
 
None of the communities agreed to respond to the survey questions.  While Glencoe did 
not formally respond to the questions, they did say too little time has passed to gain much 
insight into the impact of the ordinances.  In addition, no businesses had contacted 
Glencoe since the ordinances became effective in July of 2017.   
 
Skokie and Winnetka stated they did not wish to participate in the surveys after checking 
with municipal administration (Winnetka letter attached).  In those cases, they felt the 
issue was still very sensitive in their business community.  They did not want to spark 
additional discourse by participating in the survey.  Evanston did not respond to our 
inquiries.  None of the four communities wished to assist the Village in finding potential 
businesses to survey. 
 
 



Business Surveys 
As instructed, all interviews were conducted over the phone and were collected 
anonymously.  An attempt was made to obtain an equal proportion of surveys from 
business categories in other communities as exist in Wilmette.  For example, if 20% of 
the businesses in Wilmette are retailers, 20% of the survey responses would be from 
retailers.  This proved to be difficult, as most businesses did not wish to participate in the 
survey.   
 
Of the 70 businesses contacted only eight businesses agreed to be interviewed.  Four 
were retailers, two were restaurants and two were professional businesses.  Many 
questions were not answered because the business did not wish to answer the question 
or were not sure how to answer the question. 
 
Minimum Wage Question Results 
 

• Three retailers had less than 4 employees and were not subject to the ordinance 
• One retailer already paid above minimum wage 
• Two restaurants said they were impacted and increased prices, but did not want 

to quantify 
• Two professional offices already paid above minimum wage 

 
Sick Leave Question Results 
 

• One business started providing paid sick leave 
• Two businesses were unaware of the paid sick leave ordinance 
• Four businesses were already providing paid sick leave 
• One business did not respond to the question 

 
Three businesses track sick time manually, three use computer software and one 
outsources this function.  The one business who outsources tracking is a professional 
office with 22 employees.  This business provided paid time and outsourced payroll prior 
to the Cook County ordinance. 
 
When asked if the minimum wage and paid sick leave ordinances would be a factor in 
opening or relocating their business three of the eight businesses provided a response.  
Two businesses said it would not be a factor and one business said it would account for 
5-10% of their decision. 
 
Broker Survey 
Three commercial real estate brokers were interviewed.  Each of them have listings 
throughout the North Shore with a good understanding of local transactions.  None of the 
brokers had heard the issue brought up when discussing locations with clients.  They 
stated the most important factors tenants look for when selecting a location were the price 
of rent, physical location, and access to parking.  They did not think the existence of the 
Cook County ordinances would have an impact in attracting or dissuading a tenant from 
locating in a particular community. 



Mr. Bob Bielinksi 
Village President, Village of Wilmette 
1200 Wilmette A venue 
Wilmette, Illinois 60091 

February 13, 20-18 

Re: Minimum Wage & Paid Sick Leave Surveys 

Dear Bob: 

Office of tire Village President 
(847) 716-3541 

Village Staff recently received contact from the Village of Wilmette regarding participation in a 
survey about Cook County's Minimum Wage and Paid Sick Leave Ordinances, which became 
effective in 2017. As you know, the Village of Winnetka is currently complying with both 
ordinances and has not formally considered "opting-out" as some other nearby communities have 
recently done. 

Staff was informed that an ad hoc committee in Wilmette wished to survey our staff about the 
impact of these ordinances; they also sought our assistance in contacting Winnetka businesses to 
participate in a separate survey on the topic. Unfortunately, we are not able to assist Wilmette in 
surveying about Cook County's ordinances at this time. 

The Village of Winnetka has been engaged in ongoing and sensitive negotiations with Cook 
County for over a year related to our Stormwater Management Program and potential 
improvements to County Forest Preserve District property that may help us reach our flood 
mitigation goals. We have signed a Memorandum ofUnderstanding (MOU) with the County, but 
discussions continue and the process is not nearly complete. 

While I know that some of our local businesses have expressed concerns about impacts from the 
Minimum Wage and Paid Sick Leave Ordinances, the Village has been transparent to say that the 
time is not ripe for us to evaluate opting-out. Our business community has been supportive of the 
Stormwater Management Program, and in return, we have committed to evaluating the 
Ordinances after concluding our negotiations. Unfortunately, we do not have a set timeline as to 
when that will take place. 

51 0 Green Bay Road, Winnetka, Illinois 60093 
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VILLAGE OF WINNETKA 
Incorporated in 1869 

If you have questions, please reach out to me directly to discuss. I appreciate your understanding 
of our flood mitigation priorities and the reasoning as to why we cannot participate or assist in 

. your Committee's survey efforts at this time. 

cc: Robert M. Bahan, Village Manager 

Sincerely, 

Chris Rintz 
Village President 

Megan E. Pierce, Assistant Village Manager 
Michael Martella, Economic Development Coordinator 
Terry Dason, Executive Director, Winnetka-Northfield Chamber of Commerce 
Michael Braiman, Assistant Village Manager, Village of Wilmette 
Lucas Sivertsen, Business Development Coordinator, Village of Wilmette 



 
 
 
Date:  April 5, 2018 
 
To:     Minimum Wage & Paid Sick Leave Working Group 
 
From:  Michael Braiman, Assistant Village Manager 
  John Prejzner, Assistant Director of Administrative Services 
    
Subject:  Agenda Item IV- Business Survey Results  
 
At the Working Group’s March 19th meeting, a draft presentation of the Wilmette 
Business Survey was reviewed. The Working Group directed staff to revise the 
survey presentation which is updated as follows: 
 

• All language which could be considered biased has been removed and 
replaced with data points 
 

• Detailed retail and restaurant sector specific data was already presented 
separately; separate service sector data has been added to the presentation 
thereby providing more detailed data for the three sectors with the highest 
number of low wage workers 

 
• A stand-alone presentation of the general minimum wage survey results which 

removes respondents with less than four employees is added 
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Minimum Wage and Paid Sick Leave 
Survey Results
Executive Summary

The Village of Wilmette

March 2018
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Executive Summary (1/4)

Overall Insights

Employment Status in an Organization –
Insights

 Most responding businesses are from service 
(26%), retail (22%), healthcare (15%), and 
restaurant (11%) sectors

 Nearly 41% of responding businesses have 
been in operation for over 20 years in 
Wilmette

 42% of responding businesses have less than 
4 employees 

 9% of the responding businesses have 4 or 
more employees under the age of 18

Minimum Wage – Insights 

 70% of full-time and tipped employees are 
paid an hourly wage of more than $13

 55% of part-time employees earn an hourly 
wage below $13

 44% of responding businesses stated that 
the lowest starting hourly rate for full-time 
employees is between $10.00 – $14.99

 55% of responding businesses oppose the 
increased minimum wage rates and 45% are 
in favor

Paid Sick Leave – Insights 

 75% of full-time employees receive some 
form of paid time off

 65% of part-time employees do not receive 
any paid time off

 Of those receiving paid time-off, 95% of full-
time and 77% of part-time employees have 
at least 5 days of paid leave per year

 63% of responding businesses oppose paid-
sick-leave regulations and 37% are in favor

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018
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Executive Summary (2/4)

Retail Business Insights

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

 73% of the full-time retail 
employees are paid more than 
$13/hour

 56% of part-time retail employees 
are paid less than $12/hour

 Nearly 60% of the full-time 
employees earn a starting hourly 
wage between $10.00 - $ 14.99

 83% of full-time retail employees 
receive paid time off

 60% of the part-time retail 
employees do not receive any paid 
time off

 72% retail businesses oppose 
regulations pertaining to paid sick 
leave

Minimum Wage Insights

Paid Sick Leave Insights

• 62% of retail businesses have been in operation for more than 20 years 

• The average tenure of the employees is evenly spread between 1 to 20 years

Businesses and Employee Tenure

Number of Employees

• 41% of the businesses have less than 4 employees 

• 67% of retail businesses have less than 10 employees

• 17% of businesses have 4 or more employees working less than 90 days in a 
consecutive year

• 12% of the businesses have 4 or more employees under the age of 18 years
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Executive Summary (3/4)

Service Business Insights

Number of years business has been in 
operation

% of Businesses with Employees

% of Businesses with Full-time /part –time 
Employees 

% of Businesses with Employees 
Under the age of 18

 50% of service businesses have been in operation for 
more than 20 years

 45% of responding businesses have less than 4 
employees

 60% of the responding businesses have less than 4 
full-time employees while 84% have less than 4 
part-time employees

 91% of the responding businesses have less than 4 
employees under the age of 18 years

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Employment Status in an Organization 

 73% of full-time service employees receive an 

hourly rate of $13 or more

 62% of part-time service employees receive an 

hourly rate of $13 or more

 55% of responding businesses oppose the 

minimum wage rates  and 45% are in favor

 76% of responding businesses oppose 

regulations pertaining to paid sick leave and 

24% are in favor

Minimum Wage/Paid Sick Leave Insights
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 81% of the responding businesses have been in operation 
for more than 20 years 

 87% of the non –profit businesses have less than 
4 employees under the age of 18

• 64% support the minimum wage rate ordinance
 75% support the paid sick leave regulations

 52% of the responding businesses have been in operation for 
more than 20 years 

 66% of the responding businesses have less than 4 employees
 60% of the part-time employees are not provided with 

any paid-off
 56% of the responding businesses 

support the minimum wage rate ordinance
 There is an even split of support and opposition 

to the paid sick leave regulations

• 35% of the healthcare businesses have 
been operational in past 20 years 

• 72% of the responding healthcare business do not 
provide any paid-off to the part-time employees

• 52% of the responding businesses support the minimum 
wage rate ordinance

• 57% of the responding businesses oppose the paid 
sick leave regulations

 More than 50% of the restaurant businesses 
have been operational for past 1–10 years

 61% of full-time employees receive less than $13 
per hour

 82% of part-time employees receive less than $13 per 
hour

 74% of the responding businesses do not support the minimum 
wage rate ordinance

 75% of the responding business do not support the paid sick 
leave regulations

Non-
Profit

Professional

Restaurant

Health 
care

Executive Summary (4/4)

Business Level Insights

Source: Minimum Wage & Paid Sick Leave Survey, Feb 2018

Professional 

Healthcare

Non –Profit 

Restaurant
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Minimum Wage and Paid Sick Leave 
Survey Results

The Village of Wilmette

March 2018
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48% of businesses, which participated in the survey, were from service and retail 
sectors; more than 50% have been operating their business for more than 20 years

26.1% 22.5%
14.9% 13.3% 10.8% 6.4% 6.0%

Service Retail Healthcare Professional Restaurant Non-Profit Others

%
 re

sp
on

de
nt

s

General Questions (1/2)

Type of Business (n=249)

Education and 
Market Consulting

Number of Years Business Has
Been Operational (n=251)

Number of Years Business Has Been 
Operational in Wilmette (n=250)

Average Tenure of Employees (n=241)

1.2% 7.6%
8.0%

11.2%

21.1%

51.0%

< 1 yrs 1-3 yrs 4-6 yrs
7-10 yrs 11-20 yrs > 20 yrs

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

2.4%
10.8%

10.0%

14.4%

21.2%

41.2%

< 1 yrs 1-3 yrs 4-6 yrs
7-10 yrs 11-20 yrs > 20 yrs

7.9%

19.5%

29.9%14.5%

18.7%

9.5%

< 1 yrs 1-3 yrs 4-6 yrs
7-10 yrs 11-20 yrs > 20 yrs
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42% of responding businesses have less than 4 employees
91% have less than 4 employees under the age of 18

General Questions (2/2)

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Employee Status in an Organizations

% of Responding Businesses with Number of 
Employees

Employee Group < 4 4–10 11–25 26–40 > 40 

Total Employees (n=247) 42% 28% 17% 6% 7%

Full-time Employees (n=246) 54% 26% 13% 4% 4%

Part-Time Employees (n=242) 70% 18% 8% 2% 2%
Employees Working Less than 90 Days in a Consecutive Year 
(n=237) 83% 9% 6% 1% 0%

Employees Under the age of 18 (n=230) 91% 7% 2% 0% 0%

Tipped Employees (n=226) 85% 8% 6% 1% 1%

n=responding businesses
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63% of employees are paid an hourly wage of more than $13 
Minimum Wage Specific Questions (1/2)

% of Full – time Employees Paid* (n=165) % of Part – time Employees Paid* (n=132)

% of Tipped Employees Paid* (n=29) Lowest Starting Hourly Rate for Full-time Employees (n=186)

6% 5%
14%

75%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more

22%
15% 18%

45%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more

31%

9% 5%

55%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

13%

44%

24%
12% 7%

<$10/hr $10.00 -
$14.99/hr

$15.00 -
$19.99/hr

$20/hr or more Others
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Healthcare (n=31) 48.4% 51.6%

Non-profit (n=14) 35.7% 64.3%

Professional (n=32) 43.8% 56.3%

Restaurant (n=19) 73.7% 26.3%

Retail (n=54) 68.5% 31.5%

Service (n=53) 54.7% 45.3%

Others (n=12) 33.3% 66.7%

45% of responding businesses support the increased minimum wage and 55% 
oppose the increase

No

Yes

55%
45%

Acceptance of Minimum Wage Rates (n=217)

Minimum Wage Specific Questions (2/2)

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Reasons for Supporting Minimum Wage Rates (n=97) Rank

Fair, living wage 1

Value for workers 2

Assurance for workers 3

Better retention 4

Attract hourly paid workers 5

Equality 6

Reasons for Not Supporting Minimum Wage Rates 
(n=120)

Rank

Decision of market/type of work 1

Increase in payroll for employer 2

Flexibility requirement (to reduce cost) for small businesses 3

Decrease in employment (particularly unskilled) 4

Services become expensive 5

Reluctance to pay teenagers more 6

No 
(n=118)

Yes
(n=97)

*Note: 2 respondents have not mentioned their type of business

Type of Business (n=215)*
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60.2%

45.0%

52.9%

28.3%

26.7%

75% of full-time employees have some form of paid leave, and 95% of these 
employees have at least 5 days of paid leave per year while 65% of part-time 
employees do not receive any paid leave

Paid Sick Leave Specific Questions (1/2)

Paid Time – off Number of Days Earned Per Year

Vacation

Sick

Holidays

General Paid Time off 

None

18.6%

18.0%

22.4%

10.4%

65.6%

Full -time 
Employees (n=191)

Part -time
Employees (n=183)

3.0%
0.8% 0.8%

0.0%
10.6%

84.8%

10.1% 4.3% 8.7%

0.0%
8.7%

68.1%

1 day 2 days 3 days 4 days 5 days >5 days

Full Time Employees (n=132) Part Time Employees (n=69)

Track and Administer Paid Time – off (n=169)

Manually 54.4%

Computer Program 25.4%

Outsourced 4.7%

Others 15.4%

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018
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63% of responding businesses oppose the paid-sick leave regulations

63% 
37%

Acceptance of Paid Sick Leave Regulations (n=200)

Paid Sick Leave Specific Questions (2/2)

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Reasons for Supporting Paid Sick Leave Regulations 
(n=75)

Rank

Fair and reasonable 1

Vacation/sick leave deserved 2

Sick workers not fit for workplace 3

Performance deteriorates when working sick 4

Reasons for Not Supporting Paid Sick Leave 
Regulations (n=125)

Rank

Determined by market/business 1

Increases cost 2

Abuse of facility 3

Too many hours offered 4

Unnecessary for part-time/under 18 employees 5

Hard to maintain records 6

Healthcare (n=30) 56.7% 43.3%

Non-profit (n=12) 25.0% 75.0%

Professional (n=30) 50.0% 50.0%

Restaurant (n=20) 75.0% 25.0%

Retail (n=50) 72.0% 28.0%

Service (n=46) 76.1% 23.9%

Others (n=9) 22.2% 77.8%

*Note: 3 respondents have not mentioned their type of business

Type of Business (n=197)*

No 
(n=123)

Yes
(n=74)
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Minimum Wage and Paid Sick Leave 
Survey Results

Responses from businesses with fewer than 4 
employees have been removed from slides 14-15



2018 © The Smart Cube. All Rights Reserved 14

63% of full and part-time employees are paid an hourly wage of more than $13 
Minimum Wage Specific Questions (1/2) – removing respondents with less than 4 employees

% of Full – time Employees Paid* (n=107) % of Part – time Employees Paid* (n=92)

% of Tipped Employees Paid* (n=25) Lowest Starting Hourly Rate for Full-time Employees (n=118)

22% 15% 20%
43%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more

31%
9% 5%

55%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

4.05 3.10 6.56 10.75
Average 

Employees

11.87 7.14 6.00 22.71
Average 

Employees

3.71 5.00 5.83 5.09
Average 

Employees

14%

55%
23%

6% 2%

<$10/hr $10.00 -
$14.99/hr

$15.00 -
$19.99/hr

$20/hr or more Others

 

6% 5% 14%

75%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more
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Healthcare (n=17) 70.6% 29.4%

Non-profit (n=9) 33.3% 66.7%

Professional (n=11) 54.5% 45.5%

Restaurant (n=18) 77.8% 22.2%

Retail (n=37) 67.6% 32.4%

Service (n=28) 57.1% 42.9%

Others (n=7) 28.6% 71.4%

No

Yes

62%
38%

Acceptance of Minimum Wage Rates (n=128)

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Reasons for Accepting Minimum Wage Rates (n=49) Rank

Fair, living wage 1

Value for workers 2

Better retention 3

Assurance for workers 4

Attract hourly paid workers 5

Equality 6

Reasons for Not Accepting Minimum Wage Rates 
(n=79)

Rank

Decision of market/type of work 1

Increased expenses for employers 2

Flexibility requirement for small businesses 3

Services become expensive 4

Decrease in employment (particularly unskilled) 5

Reluctance to pay teenagers more 6

No 
(n=78)

Yes
(n=49)

*Note: 1 respondents have not mentioned their type of business

Type of Business (n=127)*

38% of responding businesses support the increased minimum wage as it provides 
a living wage and value for workers, while 62% oppose the increase as wages 
should be based on the market rate and will increase expenses

Minimum Wage Specific Questions (2/2) – removing respondents with less than 4 employees



Retail Sector
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62% of responding retail businesses have been operational for more than 20 years 
with average  employee tenure fairly evenly spread between 1 and 20 years

Retail

General Questions (1/2)

Number of Years Business Has Been 
Operational in Wilmette (n=56)

Number of Years Business Has
Been Operational (n=56)

Average Tenure of Employees (n=55)

5.4%
3.6%

5.4%

23.2%
62.5%

< 1 yrs 1-3 yrs

4-6 yrs 7-10 yrs

11-20 yrs > 20 yrs

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

7.1% 5.4%

14.3%

21.4%51.8%

< 1 yrs 1-3 yrs

4-6 yrs 7-10 yrs

11-20 yrs > 20 yrs

9.1%

21.8% 21.8% 18.2% 18.2%
10.9%

< 1 yrs 1-3 yrs 4-6 yrs 7-10 yrs 11-20 yrs > 20 yrs

%
 re

sp
on

de
nt

s



2018 © The Smart Cube. All Rights Reserved 18

30% of responding retail businesses have less than 4 employees, while 88% of the 
businesses have less than 4 employees under the age of 18 years

General Questions (2/2)

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Retail

Employee Status in an Organizations

% of Responding Businesses with Number of 
Employees

Employee Group < 4 4–10 11–25 26–40 > 40 

Total Employees (n=247) 30.9% 36.4% 18.2% 5.5% 9.1%

Full-time Employees (n=246) 45.5% 34.5% 12.7% 5.5% 1.8%

Part-Time Employees (n=242) 60.0% 29.1% 7.3% 1.8% 1.8%
Employees Working Less than 90 Days in a Consecutive Year 
(n=237) 83.3% 9.3% 7.4% 0.0% 0.0%

Employees Under the age of 18 (n=230) 88.2% 7.8% 3.9% 0.0% 0.0%

Tipped Employees (n=226) 84.0% 8.0% 4.0% 2.0% 2.0%

n=responding businesses
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73% of the full-time retail employees are paid more than $13/hour
72% of part-time retail employees are paid less than $13/hour

Minimum Wage Specific Questions (1/2)

% of Full – time Employees Paid* (n=39) % of Part – time Employees Paid* (n=32)

Lowest Starting Hourly Rate for Full-time Employee (n=43)

8% 6%
13%

73%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more

27% 29%
16%

28%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

16%

60%

19%
0% 5%

<$10/hr $10.00 - $14.99/hr $15.00 - $19.99/hr $20/hr or more Others

Retail
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69% of responding retail businesses oppose the higher minimum wage rates

No

Yes

69%
31%

Acceptance of Minimum Wage Rates (n=54)

Minimum Wage Specific Questions (2/2)

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Reasons for supporting Minimum Wage Rates (n=17) Rank

Fair, living wage 1

Reasonable 2

Assurance for workers 2

Attract hourly paid workers 2

Value for workers 2

Reasons for Not supporting Minimum Wage Rates 
(n=37)

Rank

Increase in payroll for employer 1

Flexibility requirement (to reduce cost) for small businesses 2

Decision of market/type of work 3

Decrease in employment (particularly unskilled) 4

Services become expensive 5

Retail
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65.2%

43.5%

50.0%

32.6%

17.4%

83% of full-time retail employees receive paid time off while 60% of part-time 
retail employees do not receive any paid time off

Paid Sick Leave Specific Questions (1/2)

Paid Time-off Number of Days Earned Per Year

Vacation

Sick

Holidays

General Paid Time Off 

None

21.7%

15.2%

17.4%

17.4%

60.9%

Full-time 
Employees (n=46)

Part-time
Employees (n=46)

2.9%
0.0% 0.0%

0.0%
5.9%

91.2%

16.7%
5.6% 11.1%

0.0%
11.1%

55.6%

1 day 2 days 3 days 4 days 5 days >5 days

Full Time Employees (n=34) Part Time Employees (n=18)

Track and Administer Paid Time-off (n=43)

Manually 53.5%

Computer Program 25.6%

Outsourced 7.0%

Others 14.0%

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Retail
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72% of responding retail businesses opposed the paid sick leave regulations

72% 

28%

Acceptance of Paid Sick Leave Regulations (n=50)

Paid Sick Leave Specific Questions (2/2)

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Reasons for supporting Paid Sick Leave Regulations (n=14) Rank

Fair and reasonable 1

Sick workers not fit for workplace 2

Performance deteriorates when working sick 2

Reasons for Not supporting Paid Sick Leave Regulations (n=36) Rank

Determined by market/business 1

Increases cost 1

Abuse of facility 2

Too many hours 2

Unnecessary for part-time/under 18 employees 3

Retail



Restaurant Sector
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More than 50% of responding restaurant businesses have been operational for 
past 1–10 years; 50% of them have an average employee tenure of 1–3 years 

Restaurant

General Questions (1/2)

Number of Years Business Has Been 
Operational in Wilmette (n=26)

Number of Years Business Has
Been Operational (n=27)

Average Tenure of Employees (n=26)

22.2%

22.2%

14.8%

11.1%

29.6%
< 1 yrs 1-3 yrs

4-6 yrs 7-10 yrs

11-20 yrs > 20 yrs

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

26.9%

19.2%

11.5%
11.5%

30.8% < 1 yrs 1-3 yrs

4-6 yrs 7-10 yrs

11-20 yrs > 20 yrs

11.5%

50.0%

19.2%
11.5% 7.7%

0.0%

< 1 yrs 1-3 yrs 4-6 yrs 7-10 yrs 11-20 yrs > 20 yrs

%
 re

sp
on

de
nt

s
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70% of responding restaurants have more than 11 employees
General Questions (2/2)

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Restaurant

 

Employee Status in an Organizations

% of Responding Businesses with Number of 
Employees

Employee Group < 4 4–10 11–25 26–40 > 40 

Total Employees (n=247) 7.4% 22.2% 37.0% 29.6% 3.7%

Full-time Employees (n=246) 22.2% 37.0% 37.0% 3.7% 0.0%

Part-Time Employees (n=242) 33.3% 18.5% 40.7% 3.7% 3.7%

Employees Working Less than 90 Days in a Consecutive Year (n=237) 55.6% 22.2% 18.5% 3.7% 0.0%

Employees Under the age of 18 (n=230) 70.4% 29.6% 0.0% 0.0% 0.0%

Tipped Employees (n=226) 33.3% 22.2% 40.7% 3.7% 0.0%

n=responding businesses
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A wide range of an hourly wage is observed for full-time, part-time, and tipped 
employees employed in a restaurant 

Minimum Wage Specific Questions (1/2)

% of Full – time Employees Paid* (n=16) % of Part – time Employees Paid* (n=15)

% of Tipped Employees Paid* (n=13) Lowest Starting Hourly Rate for Full-time Employee (n=18)

15% 16%
30%

39%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more

35%

15%

32%
18%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more

64%

8% 4%

24%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

11%

83%

6% 0%

<$10/hr $10.00 - $14.99/hr $15.00 - $19.99/hr $20/hr or more

Restaurant
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74% of responding restaurants oppose the minimum wage increases

Acceptance of Minimum Wage Rates (n=19)

Minimum Wage Specific Questions (2/2)

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

No

Yes

74%
26%

Reasons for supporting Minimum Wage Rates (n=5) Rank

Better retention 1

Fair, living wage 2

Assurance for workers 2

Reasons for Not supporting Minimum Wage Rates 
(n=14)

Rank

Flexibility requirement (to reduce cost) for small businesses 1

Increased expenses for employers 2

Decision of market/type of work 2

Services become expensive 3

Decrease in employment (particularly unskilled) 3

Reluctance to pay teenagers more 4

Restaurant
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52.6%

31.6%

31.6%

15.8%

36.8%

63% of full-time restaurant employees receive some form of paid time off while 
83% of part-time restaurant employees do not receive any paid time off

Paid Sick Leave Specific Questions (1/2)

Paid Time-off Number of Days Earned Per Year

Vacation

Sick

Holidays

General Paid Time Off 

None

0.0%

16.7%

5.6%

0.0%

83.3%

Full – Time 
Employees (n=19)

Part – Time
Employees (n=18)

0.0% 0.0%
8.3% 0.0%

50.0%

41.7%

0.0% 0.0% 0.0%
0.0%

33.3%

66.7%

1 day 2 days 3 days 4 days 5 days >5 days

Full Time Employees (n=12) Part Time Employees (n=3)

Track and Administer Paid Time-off (n=18)

Manually 44.4%

Computer Program 33.3%

Outsourced 0.0%

Others 22.2%

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Restaurant
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75% of responding restaurants oppose the paid sick leave regulations

Acceptance of Paid Sick Leave Regulations (n=20)

Paid Sick Leave Specific Questions (2/2)

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

75% 

25%

Reasons for supporting Paid Sick Leave Regulations (n=5) Rank

No Open-End Response

Reasons for Not supporting Paid Sick Leave Regulations (n=15) Rank

Increases cost 1

Abuse of facility 2

Determined by market/business 3

Hard to maintain records 3

Unnecessary for part-time/under 18 employees 4

Too many hours 4

Restaurant
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Nearly 50% of service businesses have been in operations for more than 20 years 
with average  employee tenure fairly evenly spread between 1 and 20 years

Service 

General Questions (1/2)

Number of Years Business Has Been 
Operational in Wilmette (n=65)

Number of Years Business Has
Been Operational (n=65)

Average Tenure of Employees (n=61)

4.62% 4.62%

6.15%
9.23%

26.15%

49.23%

< 1 yrs 1-3 yrs

4-6 yrs 7-10 yrs

11-20 yrs > 20 yrs

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

6.15%
7.69%

7.69%

12.31%26.15%

40.00% < 1 yrs 1-3 yrs

4-6 yrs 7-10 yrs

11-20 yrs > 20 yrs

11.48% 9.84%

34.43%

13.11%

24.59%

6.56%

< 1 yrs 1-3 yrs 4-6 yrs 7-10 yrs 11-20 yrs > 20 yrs

%
 re

sp
on

de
nt

s
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~45% of responding service businesses have less than 4 employees, while 91% of the 
businesses have less than 4 employees under the age of 18 years

General Questions (2/2)

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Service 

Employee Status in an Organizations

% of Responding Businesses with Number of 
Employees

Employee Group < 4 4–10 11–25 26–40 > 40 

Total Employees (n=247) 45.3% 34.4% 12.5% 3.1% 4.7%

Full-time Employees (n=246) 59.4% 29.7% 3.1% 4.7% 3.1%

Part-Time Employees (n=242) 83.6% 11.5% 3.3% 0.0% 1.6%

Employees Working Less than 90 Days in a Consecutive Year (n=237) 83.1% 8.5% 6.8% 1.7% 0.0%

Employees Under the age of 18 (n=230) 91.5% 5.1% 1.7% 0.0% 1.7%

Tipped Employees (n=226) 84.5% 12.1% 1.7% 0.0% 1.7%

n=responding businesses
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A mix of an hourly wage distribution is seen among the employees of responding 
service businesses 

Minimum Wage Specific Questions (1/2)

% of Full – time Employees Paid* (n=38) % of Part – time Employees Paid* (n=30)

8% 3%
16%

73%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more

26%

10%
2%

62%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

 

Service 

% of Full – time Employees Paid* (n=9) Lowest Starting Hourly Rate for Full-time Employee (n=50)

10% 16%
9%

65%

<$11/hr $11.00 - $11.99/hr $12.00 - $12.99/hr $13/hr or more

18%
30% 34%

8% 10%

<$10/hr $10.00 - $14.99/hr$15.00 - $19.99/hr $20/hr or more Others
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55% of responding service businesses oppose the higher minimum wage rate 
primarily due to increased expenses

No

Yes

55%
45%

Acceptance of Minimum Wage Rates (n=53)

Minimum Wage Specific Questions (2/2)

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Reasons for supporting Minimum Wage Rates (n=24) Rank

Fair, living wage 1

Value for workers 1

Reasonable 2

Attract hourly paid workers 2

Reasons for Not supporting Minimum Wage Rates 
(n=29)

Rank

Increased expenses for employers 1

Decision of market/type of work 2

Flexibility requirement for small businesses 3

Incentives can't be offered 4

Decrease in employment 4

Service 
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47.8%

26.1%

45.7%

17.4%

34.8%

35% of full-time service employees and 72% of part-time service employees do not 
receive any paid time off

Paid Sick Leave Specific Questions (1/2)

Paid Time-off Number of Days Earned Per Year

Vacation

Sick

Holidays

General Paid Time Off 

None

20.5%

12.8%

23.1%

0.0%

71.8%

Full-time 
Employees (n=46)

Part-time
Employees (n=39)

3.8% 3.8% 0.0%
0.0%

15.4%

76.9%

15.4% 7.7%
15.4%

0.0% 0.0%

61.5%

1 day 2 days 3 days 4 days 5 days >5 days

Full Time Employees (n=26) Part Time Employees (n=13)

Track and Administer Paid Time-off (n=37)

Manually 73.0%

Computer Program 10.8%

Outsourced 8.1%

Others 8.1%

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

 

Service 
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76% of responding service businesses opposed the paid sick leave regulations as it 
should be governed by the market and due to increased costs for businesses

76% 

24%

Acceptance of Paid Sick Leave Regulations (n=46)

Paid Sick Leave Specific Questions (2/2)

Source: Minimum Wage & Paid Sick Leave Survey, Mar 2018

Reasons for supporting Paid Sick Leave Regulations (n=11) Rank

Fair and reasonable 1

Sick workers not fit for workplace 2

Performance deteriorates when working sick 2

Reasons for Not supporting Paid Sick Leave Regulations (n=35) Rank

Determined by market/business 1

Increases cost 2

Unnecessary for part-time/under 18 employees 3

Hard to maintain records 4

Abuse of facility 5

Service 
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The Smart Cube is a global provider of research and analytics solutions,
primarily serving the CPG, financial services, retail, life sciences, energy and
industrials sectors.

Addressing the needs of businesses in the intelligence age, our customised solutions provide
a truly connected approach, delivered by talented minds and strengthened by Amplifi, our organizational
intelligence platform, rich with knowledge, cutting edge tools and advanced analytics.

We work with a third of companies in the Fortune 100, helping them make smarter decisions, accelerate value and gain a competitive edge.

Headquartered in the UK with additional offices in the USA, Switzerland, Romania and India.

Intelligence. Accelerated

info@thesmartcube.com

thesmartcube.com



 
 
 
Date:  April 5, 2018 
 
To:     Minimum Wage & Paid Sick Leave Working Group 
 
From:  Michael Braiman, Assistant Village Manager 
  John Prejzner, Assistant Director of Administrative Services 
    
Subject:  Agenda Item VI- Finalize Resident Phone Survey  
 
On March 19th the Working Group reviewed an initial draft of the resident phone 
survey. The draft was prepared by Village Staff and Chair Jacoby, and 
reviewed/revised by Fallon Research. Following suggested revisions submitted at the 
Working Group’s March 19th meeting, Village Staff in conjunction with Fallon 
Research made additional revisions to the survey. The updated survey was emailed 
on March 26th to the Working Group and interested members of the public for a 
second round of comment. Following this feedback, the survey was again revised by 
Village Staff, Chair Jacoby and Fallon Research. The survey as presented for the 
April 9th meeting is in its final form for approval by the Working Group.  
 
The survey will begin on April 11th and final results provided for the Working Group’s 
April 30th meeting. 
 
 



Sixth Draft 
MINIMUM WAGE & PAID SICK LEAVE 

Begins 4/16/2018, 4:00 P.M. C.S.T. 
N=300, adults 18 years of age or older using residential, VOIP and cellular telephone 

listings 
  
Hello, my name is                    . I work for Fallon (foul-un) Public Opinion Research and have 
been retained by the Village of Wilmette to conduct a public survey of attitudes about local 
issues and public policies affecting Wilmette. This is not a sales call and I am not selling 
anything -- I merely want to ask you a few short questions regarding a policy matter that the 
Village of Wilmette is seeking opinions about from its residents. Your answers will be kept 
strictly confidential and your answers will be pooled with those of other residents, so the results 
will be anonymous. 
 
For example, please let me begin by asking... 
 
(Cellular phone respondents) 
  
S. 1. Our records indicate that I am speaking to you on a cellular phone. Can you talk right now, 
or would you be distracted from doing something that requires your full attention, such as 
driving an automobile? 
  
1. Yes – proceed 
2. No - schedule call back 
3. DK/NA - probe 
 
(All respondents) 
 
Q. 1. Would you say that the Village of Wilmette is going in the right direction, or has it gotten 
off onto the wrong track? 
 
1. Right direction  
2. Wrong track  
3. Mixed/both (do not read) 
4. DK/NA 
0. Do not live in that village (do not read) – thank and terminate 
 
Turning to a specific topic… 
  
Q. 2. As you may or may not know, the minimum wage established by the State of Illinois that 
businesses in the Village of Wilmette are required to pay employees is $8.25 (eight dollars and 
twenty-five cents) per hour. Do you think that this amount is too high, generally pretty fair or too 
low? 
 
1. Too high 
2. Pretty fair 



3. Too low
4. DK/NA

Q. 3. How much news and information have you heard, read or seen about a minimum wage 
ordinance that Cook County has adopted, which raised the minimum wage, so that it will 
gradually go up to $13 per hour by the year 2020? Have you heard, read or seen a lot of news 
and information about it, some news and information or nothing at all? 

1. A lot
2. Some
3. Nothing
4. DK/NA

Q. 4 The Cook County ordinance requires local businesses to increase the minimum wage for 
most employees except those in businesses with less than 4 employees, teens under age 18, 
trainees during their first 90 days, and independent contractors. In general, do you think that the 
Village of Wilmette should or should not follow the Cook County Minimum Wage Ordinance? 

1. Should follow
2. Should not
3. DK/NA

Q. 5. How much news and information have you heard, read or seen about a new paid sick leave 
ordinance that Cook County has adopted, which requires businesses to provide most employees 
with up to 40 hours of paid sick leave each year? Have you heard, read or seen a lot of news and 
information about it, some news and information or nothing at all? 

1. A lot
2. Some
3. Nothing
4. DK/NA

Q. 6. In general, do you think the Village of Wilmette should or should not follow the Cook 
County ordinance requiring local businesses to provide paid sick leave annually to most 
employees? 

1. Should follow
2. Should not
3. DK/NA

Q. 7. Were you aware that the Wilmette Village Board voted to exempt local businesses in from 
Cook County’s minimum wage and paid sick leave ordinance? 

1. Yes, aware
2. No, not aware
3. DK/NA



 
Q. 8. Does knowing that the Village has chosen not to follow the Cook County ordinance, so 
businesses in Wilmette are not required to increase the minimum wage or offer paid sick leave to 
employees, make your opinion of the Village of Wilmette more favorable, less favorable or does 
it not affect your views? 
 
1. More favorable 
2. Less favorable 
3. No effect 
4. DK/NA 
 
(ROTATE NEXT 2 QUESTIONS) 
  
Q. 9. Since research shows that restaurant prices tend to increase following a raise in the 
minimum wage, would you be more or less likely to patronize Wilmette restaurants if the 
minimum wage is increased or does it have no effect on your decision? 
 
1. More likely 
2. Less likely 
3. No effect 
4. DK/NA 
 
Q. 10. Since research shows that, in order to avoid losing wage, nearly half of food service 
employees who are ill come to work sick if they don’t have paid sick leave, would you be more 
or less likely to patronize Wilmette restaurants if local restaurants provide paid sick leave or does 
it have no effect on your decision? 
 
1. More likely 
2. Less likely 
3. No effect 
4. DK/NA 
 
(end rotation) 
 
Finally, I have a few short questions for statistical purposes... 
  
Q. 11. I would like to read you a list of age groups.  Please stop me when I get to the one you are 
in. 
  
1. 18 to 44                                
2. 45 to 64 
3. 65 and older 
4. DK/NA 
 
Q. 12. Do you have any children under 18 years of age in your household? 
  



1. Yes  
2. No  
3. DK/NA  
  
Thank you very much for taking time to talk with me about these important 
questions.  Have a nice day!  Good-bye. 
_____________________________________________________________________ 
13) Respondent gender: 
  
(Acquire by observation, ask only if necessary) 
1. Male 
2. Female 



Date: 

To:   

From: 

April 5, 2018 

Minimum Wage & Paid Sick Leave Working Group 

Michael Braiman, Assistant Village Manager 

John Prejzner, Assistant Director of Administrative Services 

Subject: Agenda Item VII- Review of Draft Final Report 

The Working Group intends to approve its final report to the Village Board at its April 
30th meeting. To facilitate final approval of the report, Village Staff in consultation 
with Chair Jacoby and Brian Fabes prepared a draft for review by members of the 
Working Group and community.  

Because the group is seeking to finalize the report on April 30th, individuals with 
comments or suggested changes are asked to submit them to 
braimanm@wilmette.com no later than Wednesday, April 18th. The comments 
and suggestions will be reviewed and revisions to the report made as appropriate. An 
updated report will be included in the April 30th agenda materials. 

mailto:braimanm@wilmette.com
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I. Background and Report Structure 
 
To assist the Village Board and the Wilmette community in determining whether Wilmette 
should accept Cook County ordinances on minimum wage and paid sick leave, the Working 
Group was charged with identifying the information that should be considered in making these 
determinations.   
 
The working group first met on January 8, 2018, and after seven meetings agreed on the 
recommendations in this report.  The recommendations are organized in the following sections: 
 

I. Summary of the Ordinances 
II. How to Weigh Different Types of Data 
III. Questions about Minimum Wage 
IV. Questions about Paid Sick Leave  
V. List of Appendices 

 
The Working Group recommends that Trustees and members of the Wilmette community read 
the Report in sequence, as interpreting the data that are presented for each of the questions 
requires familiarity with the ordinances and types of data. 
 
The appendices themselves are provided in a separate document, which can be referenced by 
Trustees and members of the community who are interested in more detailed explanation or 
sources data. 
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II. SUMMARY OF THE ORDINANCES 
 
In collaboration with Village Staff, the Working Group approved the summary (Table 1 below) 
of basic facts of each ordinance.  We encourage Trustees and the public to familiarize 
themselves with these facts before considering the data in subsequent sections. Further 
questions on the ordinances should be directed to the Village’s Corporation Counsel. 
 
Table 1: Summary of Minimum Wage and Paid Sick Leave ordinances can be found on the 
following page. 
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III. HOW TO INTERPRET DIFFERENT TYPES OF DATA 
To help interpret the volumes of data and reports, some of them apparently contradictory, the 
Working Group developed a framework for identifying a hierarchy of data, starting with the 
most relevant for Wilmette and proceeding to what is less relevant (and, in some cases, should 
be avoided in considering each ordinance).  This hierarchy is summarized in the table below 
 
Type Description Value / weight to give 
A Facts and Data While few questions will be answered fully by simple facts and data, 

misconceptions can be clarified and the basis for more complex 
analysis established. 
 
Weight to give:  Very High  

B1 Peer-reviewed 
studies and meta-
studies of relevant 
situations 

Similar ordinances to those passed by Cook County have been 
implemented in other regions.  Where results have been studied and 
published in peer reviewed journals, high weight should be given to 
the conclusions. In particular, meta-studies (reviews of multiple 
studies) are most illuminating. 
 
Weight to give: High 

B2 
 

Non-peer reviewed 
studies (e.g., working 
papers, papers from 
advocacy groups) 

While non-peer reviewed studies can provide ideas and raise 
important questions, their recommendations should be interpreted 
with caution, especially for those produced by advocacy groups. 
 
Weight to give:  Moderate, depending on availability of other, peer 
reviewed studies  

C Surveys about 
current practices or 
opinions 

If constructed carefully to ensure that results are representative and 
avoid speculation about future actions, surveys can provide 
important input for Trustees on the opinions and current practices of 
stakeholders. Survey questions which ask respondents to speculate 
about future behavior should be avoided wherever possible and such 
speculative responses weighed accordingly in light of the challenges 
associated with predicting future behavior.   
 
Weight to give: Moderate to High, for questions that are based on 
current opinions and beliefs with low weight and great caution about 
speculation regarding future purchasing decisions. 
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III. Questions About Minimum Wage 
1. Who are the workers (i.e., demographics and why they work) who would be impacted by a 

change in minimum wage?  
 
Why does this matter?  
To understand the employees that will be impacted by the change in minimum wage. The Cook 
County Ordinance exempts businesses with less than four employees, employees under the age 
of 18, trainees during their first 90 days of employment; the Cook County Ordinance has 
different pay regulations for tipped employees. Understanding the employees impacted by the 
Ordinance will help answer Question #4 below (what are the impacts on Wilmette employees).  
 
What does the data say?  
Data Type: A 
Source: Illinois Department of Employment Security (IDES) 
Detail in: Appendix X 
 
IDES defines low-wage workers as those earning $1,250 per month or less: 

• 1,347 of 6,557 workers in Wilmette are low-wage workers making less than $1,250 per 
month in their primary job (20% of Wilmette workers are low-wage)  

• Less than 20% of low-wage workers in Wilmette live in Wilmette  
• An estimated 70-80% of low-wage workers in Wilmette are working to support families, 

rather than in “starter” or summer jobs  
• Of the low-wage workers who are older than 29, nearly 2/3 have some college 

education 
• The vast majority of low-wage workers in Wilmette work in four sectors:  

 
- Retail (460 or 34%)  
- Hotel and Food Services (298 or 22%)  
- Other Services (142 or 11%)  
- Health care and social assistance (133 or 10%)  

 
Data Type: C 
Source: Survey of Wilmette Business Owners 
Details in Appendix: X 
 
The Working Group conducted an online and paper survey of Wilmette business owners. Of 558 
licensed businesses, there were 250 respondents (a 45% response rate). A PowerPoint 
presentation transmitting the survey results is included in the appendices. 
The survey produced the following tables: 
 

• Employment Status in an Organization 
• Hourly Wage for Full-Time Employees 
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• Hourly Wage for Part-Time Employees 
• Lowest Starting Hourly Wage for Full-Time Employees 

 

Employee Group < 4 4–10 11–25 26–40 > 40 
Total Employees (n=247) 42% 28% 17% 6% 7%
Full-time Employees (n=246) 54% 26% 13% 4% 4%
Part-Time Employees (n=242) 70% 18% 8% 2% 2%
Employees Working Less than 90 Days in a Consecutive Year (n=237) 83% 9% 6% 1% 0%
Employees Under the age of 18 (n=230) 91% 7% 2% 0% 0%
Tipped Employees (n=226) 85% 8% 6% 1% 1%
n=responding businesses

% of Responding Businesses with Number of 
Employees

Employee Status in an Organizations
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Question 2: What businesses might be impacted by a change in the minimum wage?  

 
Why does this matter?  
To understand the businesses that will be impacted by the change in minimum wage. The 
Village has approximately 560 licensed businesses and some sectors tend to have more and 
some fewer minimum wage workers. The Cook County Ordinance exempts businesses with less 
than 4 employees, employees under the age of 18, trainees during their first 90 days of 
employment, and has different pay regulations for tipped employees. Understanding the 
businesses impacted by the Ordinance will help answer Question #5 below (what are the 
impacts to Wilmette businesses).  
 
What does the data say?  
Data Type: A 
Source: Village of Wilmette Business License Data 
 
The table and chart below show the number of licenses businesses in each sector in Wilmette.  

Categories Businesses
Food Service 59
Retail 96
Health Care 70
Service 122
Professional 65
Non-Profit 11
Other 41
Total 464

Food Service
13%

Retail
21%

Health Care
15%

Service
26%

Professional
14%

Non-Profit
2%

Other
9%

DISTRIBUTION OF LICENSED BUSINESSES

 
The total number of 464 licenses business is below the previously noted number of business 
(558) because churches, schools, units of local government and home occupations are not 
required to obtain a local business license, though some voluntarily do, and are therefore not 
reflected in these numbers. 
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Question 3A: What is the cost of living in Wilmette and other places where Wilmette's low-
wage workers live vs. other regions of the State?  
 
Why does this this matter?  
The primary rationale for a minimum wage that is different in one region of a state vs. another 
is that the cost of living (and hence what defines a “living wage”) can differ by region.  
 
What does the data say? 
Data Type: A 
Source: US Department of Commerce, Bureau of Economic Analysis (www.bea.gov) 
 
The cost of living, as measured by Regional Price Parity,1 is about 20% higher in the Chicago 
Region than in the rest of the State of Illinois: 
 

Regional Price Parity for United States, Chicago MSA, and rest of IL 
US Chicago MSA* Rest of Illinois 
100 104.6 85.2 

 
 
 
Question 3B: What constitutes a “living wage” (in terms of hourly rate equivalent) for 
workers living in Cook County? How does the current proposed minimum wage rates 
compare to the generally accepted “living wage” in Cook County? 
 
Why does this matter? 
The rationale for a higher minimum wage is that those who work full-time and depend on work 
to support their families should not, because of a low wage rate, be forced to live in poverty or 
rely on public assistance; i.e., they should earn a “living wage.”  
 
What does the data say?  
Data Type: A 
Source: MIT Living Wage Calculator for Cook County. http://livingwage.mit.edu/counties/17031 
 
The living wage, as estimated by the MIT Living Wage Calculator, is the hourly rate that 
an individual must earn to support his or her family, if that person is working full-time (2080 
hours per year). All values are per adult in a family unless otherwise noted.   

                                                           
1 Regional Price Parities (RPPs) measure the differences in price levels across states and metropolitan 
areas and are expressed as a percentage of the overall national price level. All items RPPs cover all 
consumption goods and services, including rents. A Metropolitan statistical area (MSA) is a geography 
having a high degree of social and economic integration. The Chicago MSA includes Cook, DuPage, Grundy, 
Kendall, McHenry, and Will Counties. Thus, workers living in Wilmette or in the surrounding communities 
have similar costs of living, about 20% greater than the rest of Illinois. 
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 1 Adult 1 Adult 1 Child 

1 Adult 
3 Children 

2 Adults 
(1 Working) 

2 Adults 
(1 Working) 
3 Children 

Living Wage per 
MIT Calculator* $13.30 $26.98 $38.58 $21.03 $30.08 

Co
ok

 C
ou

nt
y 

M
in

im
um

 W
ag

e current $8.25 $8.25 $8.25 $8.25 $8.25 

2018 $11 $11 $11 $11 $11 

2019 $12 $12 $12 $12 $12 

2020 $13 $13 $13 $13 $13 

 

Hourly Wages 

2 Adults 
(both working full-

time) 

2 Adults  
(both working) 

1 Child 

2 Adults  
(both working full-

time) 2 Children 

2 Adults  
(both working full-

time) 3 Children 
Living Wage per 
MIT Calculator* $10.51 $14.36 $17.01 $19.61 

Co
ok

 C
ou

nt
y 

M
in

im
um

 W
ag

e Current $8.25 $8.25 $8.25 $8.25 

2018 $11 $11 $11 $11 

2019 $12 $12 $12 $12 

2020 $13 $13 $13 $13 

 
 
Note: The MIT model is a market-based approach that draws on geographically specific 
expenditure data related to a family’s likely minimum food, childcare, health insurance, 
housing, transportation, and other basic necessities (e.g. clothing, personal care items, etc.) 
costs to determine the minimum employment earnings necessary to meet a family’s basic 
needs while also maintaining self-sufficiency.  
 
The model accounts for only the basic needs of a family and does not allow for what some may 
consider basic necessities, for example pre-prepared meals or those eaten in restaurants. It 
does not include money for entertainment nor does it allocate leisure time for unpaid vacations 
or holidays. It also does not provide a financial means for planning for the future through 
savings and investment or for the purchase of capital assets (e.g. provisions for retirement or 
home purchases). The model is the minimum income standard that, if met, draws a very fine 
line between the financial independence of the working poor and the need to seek out public 
assistance or suffer consistent and severe housing and food insecurity. 
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Question 4: What might be the impact of increasing the minimum wage on employees 
in Wilmette?  
 
Why does this matter?  
The primary rationale for raising the minimum wage for employees is that it will increase the 
opportunity for work to serve as a path out of poverty and allow those who work to support the 
basic needs of themselves and their families. A concern with raising the minimum wage for 
employees is that some low wage jobs may be lost or the hours of work of some employees 
may be reduced. 
 
What does the data say? 
Data Type: B1 (peer reviewed or meta studies) 
Sources: 
• Doucouliagos and Stanley, “Public Selection Bias in Minimum Wage Research? A Meta-

Regression Analysis” (2009) – A peer-reviewed meta study 
• Belman, Wolfson, and Nawakitphaitoon, “Who is Affected by the Minimum Wage?” (2015) -  

A peer-reviewed study  
Full studies appear in Appendix X  
 
The peer-reviewed studies reviewed by the Working Group suggest one of two impacts of 
raising the minimum wage on employment:  either no impact, or negative impact for a small 
percentage of workers. Abstracts from the two most relevant (peer reviewed studies) are 
provided below. 
 
Doucouliagos and Stanley, “Public Selection Bias in Minimum Wage Research? A Meta-
Regression Analysis” (2009) 
 

Card and Krueger’s meta-analysis of the employment effects of minimum wages 
challenged existing theory. Unfortunately, their meta-analysis confused publication 
selection with the absence of a genuine empirical effect. We apply recently developed 
meta-analysis methods to 64 US minimum-wage studies and corroborate that Card and 
Krueger’s findings were nevertheless correct. The minimum-wage effects literature is 
contaminated by publication selection bias, which we estimate to be slightly larger than 
the average reported minimum wage effect. Once this publication selection is 
corrected, little or no evidence of a negative association between minimum wages 
and employment remains [emphasis added only to direct reader’s attention to 
conclusion].  

 
Belman, Wolfson, and Nawakitphaitoon, “Who is Affected by the Minimum Wage?” (2015) 
 

Prior surveys of empirical research on the minimum wage have been organized around 
the question “What does the minimum wage affect?” This survey is organized around 
the question “Who is affected by the minimum wage?” We review the consequences of 
the minimum wage for teens and young workers, men and women, African Americans 
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and Hispanics, the less educated, workers in low-wage industries, and low-wage/low-
income populations. Although there is almost universal agreement that the minimum 
wage boosts earnings, evidence for a negative employment effect varies between 
mixed and nonexistent. An important gap in the literature is the paucity of research 
on low-wage/low-income groups [emphasis added only to direct reader’s attention to 
conclusion]. 
 

Data Type: B2 (non-peer reviewed working papers) 
Sources: 
• Congressional Budget Office, “The Effects of a Minimum-Wage Increase on Employment and 

Family Income” (2014) 
• Schmitt, “Why Does the Minimum Wage Have No Discernible Effect on Employment” (2013)  
Full studies appear in Appendix X 
 
While not meeting the highest bar for consideration, the Working Group found two working 
papers particularly enlightening and worth considering, given the sources. 
 
Congressional Budget Office, “The Effects of a Minimum-Wage Increase on Employment and 
Family Income” (2014) 
 

Increasing the minimum wage would have two principal effects on low-wage workers. 
Most of them would receive higher pay that would increase their family’s income, and 
some of those families would see their income rise above the federal poverty 
threshold. But some jobs for low-wage workers would probably be eliminated, the 
income of most workers who became jobless would fall substantially, and the share of 
low-wage workers who were employed would probably fall slightly.  

 
Schmitt, “Why Does the Minimum Wage Have No Discernible Effect on Employment” (2013) 
 

The employment effect of the minimum wage is one of the most studied topics in all of 
economics. This report examines the most recent wave of this research – roughly since 
2000 – to determine the best current estimates of the impact of increases in the 
minimum wage on the employment prospects of low-wage workers. The weight of that 
evidence points to little or no employment response to modest increases in the 
minimum wage.  
 
The report reviews evidence on eleven possible adjustments to minimum-wage 
increases that may help to explain why the measured employment effects are so 
consistently small. The strongest evidence suggests that the most important channels 
of adjustment are: reductions in labor turnover; improvements in organizational 
efficiency; reductions in wages of higher earners ("wage compression"); and small price 
increases.  
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Given the relatively small cost to employers of modest increases in the minimum wage, 
these adjustment mechanisms appear to be more than sufficient to avoid employment 
losses, even for employers with a large share of low-wage workers. 
 

Data Type: C 
Source: Testimony from Low-Wage Workers 
Details in Appendix: X 

 
To be inserted 
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Question 5: What might be the impact of increasing the minimum wage on businesses in 
Wilmette?  
 
Why does this matter?  
The most common concerns with raising the minimum wage is that businesses may be at a 
competitive disadvantage and higher labor costs will force businesses to reduce employment, 
close, move, or not open in Wilmette. At the same time, one rationale for increasing the 
minimum wage is that it can enhance the recruitment and retention of good employees who 
are important to the success of local businesses and the local economy.  
 
The Working Group reviewed this question in four separate parts:  

 

A. Cross Border Impacts  

B. Broader Studies on Business Impacts  

C. Surveys of the Wilmette Business Community, North Shore Municipal Staff, North Shore 
Businesses 

D. Impact of Tax Law Changes on Small Businesses  
 

A. Cross Border Impacts – what does the data say? 
 
Data Type: A 
Source: Illinois Department of Employment Security, Where Workers Work (2017) 
 
In December of 2014, the City of Chicago passed an ordinance that required annual increases in 
the minimum wage starting July 1, 2015, from the State minimum wage of $8.25/hour 
(currently the minimum wage in Wilmette) to $10.00 in 2015, $10.50 in 2016, and $11.00 in 
2017. During this time, the minimum wage in Suburban Cook County remained fixed, at the 
State minimum wage of $8.25/hour.  
 
Data from the Illinois Department of Employment Security demonstrates there was no 
correlation, over the two years of increases in minimum wage, between minimum wage 
changes and job growth across borders that divide villages without minimum wage increases 
and abutting Chicago neighborhoods with increases in minimum wage. In some cases border 
Chicago neighborhoods grew faster than corresponding border municipalities, and in other 
cases border municipalities grew faster than corresponding border Chicago neighborhoods.  
 
The charts on the following page utilize data from the Illinois Department of Employment 
Security (IDES) to demonstrate the Working Group’s finding. 
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April 4 Draft 19 DRAFT 

Data Type: B2 (non-peer reviewed working papers) 
Sources: 
• Dube, Lester, and Reich, “Minimum Wage Effects Across State Borders: Estimates Using 

Contiguous Counties” (2010) 
• Neumark, Salas, and Wascher, “More on recent evidence on the effects of minimum wages 

in the United States” (2014) – Need to confirm study type 
Full studies appear in Appendix X 
 

In addition to the data from IDES, the Working Group reviewed economic studies related to this 
question and identified two relevant studies. While not peer-reviewed, these studies provide 
some insight into potential effects, concluding that there is either no effect or a limited adverse 
effect involving job loss for very low skilled workers, especially teens.  
 
Dube, Lester, and Reich, “Minimum Wage Effects Across State Borders: Estimates Using 
Contiguous Counties” (2010)  
 

We use policy discontinuities at state borders to identify the effects of minimum wages 
on earnings and employment in restaurants and other low-wage sectors. Our approach 
generalizes the case study between 1990 and 2006. We compare all contiguous county-
pairs in the United States that straddle a state border and find no adverse employment 
effects. We show that traditional approaches that do not account for local economic 
conditions tends to produce spurious negative effects due to spatial heterogeneities in 
employment trends that are unrelated to minimum wage policies. Our findings are 
robust to allowing for long-term effects of minimum wage changes [emphasis added 
only to direct reader’s attention to conclusion].  

 
Neumark, Salas, and Wascher, “More on recent evidence on the effects of minimum wages in 
the United States” (2014)  
 

A central issue in estimating the employment effects of minimum wages is the 
appropriate comparison group for states (or other regions) that adopt or increase the 
minimum wage. In recent research, Dube et al. (Rev Econ Stat 92:945-964, 2010) and 
Allegretto et al. (Ind Relat 50:205-240, 2011) argue that past U.S. research is flawed 
because it does not restrict comparison areas to those that are geographically 
proximate and fails to control for changes in low-skill labor markets that are correlated 
with minimum wage increases. They argue that using “local controls” establishes that 
higher minimum wages do not reduce employment of less-skilled workers. In Neumark 
et al. (Ind Labor Relat Rev 67:608-648, 2014), we present evidence that their methods 
fail to isolate more reliable identifying information and lead to incorrect conclusions. 
Moreover, for subsets of treatment groups where the identifying variation they use is 
supported by the data, the evidence is consistent with past findings of disemployment 
effects. Allegretto SA, Dube A, Reich M, Zipperer B (2013a) Credible research designs 
for minimum wage studies. IZA Discussion Paper No. 7638, Bonn, Germany have 
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challenged our conclusions, continuing the debate regarding some key issues regarding 
choosing comparison groups for estimating minimum wage effects. We explain these 
issues and evaluate the evidence. In general, we find little basis for their analyses and 
conclusions and argue that the best evidence still points to job loss from minimum 
wages for very low-skilled workers – in particular, for teens [emphasis added only to 
direct reader’s attention to conclusion]. 

 
B. Broader Studies on Business Impacts – what does the data say? 

 
Data Type: B2 (non-peer reviewed working papers) 
Sources: 
• Schmitt, “Why Does the Minimum Wage Have No Discernible Effect on Employment” (2013)  
• Luca and Luca, “Survival of the Fittest: The Impact of the Minimum Wage on Firm Exist” 

(2017) 
Full studies appear in Appendix X 
 
The Working Group reviewed economic studies related to this question and identified two 
relevant studies. While not peer-reviewed, these studies provide some insight into 
potential effects on businesses. A note from the Working Group on the Luca and Luca 
study: literature regarding the impacts of the minimum wage is almost entirely focused on 
the impacts on employment; this is the only study the Working Group found that addresses 
the specific impact on business entities.  
 
Schmitt, “Why Does the Minimum Wage Have No Discernible Effect on Employment” (2013) 
 

The employment effect of the minimum wage is one of the most studied topics in all of 
economics. This report examines the most recent wave of this research – roughly since 
2000 – to determine the best current estimates of the impact of increases in the 
minimum wage on the employment prospects of low-wage workers. The weight of that 
evidence points to little or no employment response to modest increases in the 
minimum wage.  
 
The report reviews evidence on eleven possible adjustments to minimum-wage 
increases that may help to explain why the measured employment effects are so 
consistently small. The strongest evidence suggests that the most important channels 
of adjustment are: reductions in labor turnover; improvements in organizational 
efficiency; reductions in wages of higher earners ("wage compression"); and small price 
increases.  
 
Given the relatively small cost to employers of modest increases in the minimum wage, 
these adjustment mechanisms appear to be more than sufficient to avoid employment 
losses, even for employers with a large share of low-wage workers. 
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Lucas and Luca, “Survival of the Fittest: The Impact of the Minimum Wage on Firm Exit” 
(2017) 
 

We study the impact of the minimum wage on firm exit in the restaurant industry, 
exploiting recent changes in the minimum wage at the city level. The evidence suggests 
that higher minimum wages increase overall exit rates for restaurants. However, lower 
quality restaurants, which are already closer to the margin of exit, are 
disproportionately impacted by increases to the minimum wage. Our point estimates 
suggest that a one dollar increase in the minimum wage leads to a 14 percent increase 
in the likelihood of exit for a 3.5-star restaurant (which is the median rating), but has no 
discernible impact for a 5-star restaurant (on a 1 to 5 star scale).   

 
C. Surveys of the Wilmette Business Community, North Shore Municipal Staff, and North 
Shore Businesses – what does the data say? 

 
Data Type: C 
Source: Survey of the Wilmette Business Community 
Details in Appendix: X 
 
The Working Group conducted an online and paper survey of Wilmette business owners. Of 558 
licensed businesses, there were 250 respondents (a 45% response rate). A PowerPoint 
presentation transmitting the survey results is included in the appendices. 
 
The survey found the following: 
 

• 55% of Wilmette business owners responding to the survey oppose the minimum wage 
increase while 45% support the increase 
 

• Of the three sectors with the most low wage workers: 
o 74% of restaurant respondents oppose the minimum wage increase 
o 69% of retail respondents oppose the minimum wage increase 
o 55% of service respondents oppose the minimum wage increase 

 
Data Type: C 
Source: Survey of the Business Owners in North Shore Communities 
Details in Appendix: X 
 
The Minimum Wage & Paid Sick Leave Working Group asked Village staff to interview 
businesses to help understand the effects of the Cook County Ordinances.  Questions for the 
interviews were developed by the Working Group. Village staff reached out to municipal 
officials of surrounding communities who have opted in to the Cook County Ordinances or who 
did not have an option because they are not home rule.  These communities include Glencoe, 
Winnetka, Skokie and Evanston.  Below is a summary of the responses to those interviews. 
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As instructed, all interviews were conducted over the phone and were collected anonymously.  
An attempt was made to obtain an equal proportion of surveys from business categories in 
other communities as exist in Wilmette.  For example, if 20% of the businesses in Wilmette are 
retailers, 20% of the survey responses would be from retailers.  This proved to be difficult, as 
most businesses did not wish to participate in the survey.   
 
Of the 70 businesses contacted only eight businesses agreed to be interviewed.  Four were 
retailers, two were restaurants and two were professional businesses.  Many questions were 
not answered because the business did not wish to answer the question or were not sure how 
to answer the question. 
 
Minimum Wage Question Results 
 

• Three retailers had less than 4 employees and were not subject to the ordinance 
• One retailer already paid above minimum wage 
• Two restaurants said they were impacted and increased prices, but did not want to 

quantify 
• Two professional offices already paid above minimum wage 

 
Sick Leave Question Results 
 

• One business started providing paid sick leave 
• Two businesses were unaware of the paid sick leave ordinance 
• Four businesses were already providing paid sick leave 
• One business did not respond to the question 

 
Three businesses track sick time manually, three use computer software and one outsources 
this function.  The one business who outsources tracking is a professional office with 22 
employees.  This business provided paid time and outsourced payroll prior to the Cook County 
ordinance. 
 
When asked if the minimum wage and paid sick leave ordinances would be a factor in opening 
or relocating their business three of the eight businesses provided a response.  Two businesses 
said it would not be a factor and one business said it would account for 5-10% of their decision. 
 
 
Data Type: C 
Source: Survey of North Shore Municipalities 
Details in Appendix: X 
 
The Minimum Wage & Paid Sick Leave Working Group asked Village staff to interview municipal 
staff in other North Shore communities to help understand the effects of the Cook County 
Ordinances.  Questions for the interviews were developed by the Working Group. Village staff 
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reached out to municipal officials of surrounding communities who have opted in to the Cook 
County Ordinances or who did not have an option because they are not home rule.  These 
communities include Glencoe, Winnetka, Skokie and Evanston.  Each of these contacts were 
made via phone calls placed with economic development offices or municipal administration.   
 
None of the communities agreed to respond to the survey questions.  While Glencoe did not 
formally respond to the questions, they did say too little time has passed to gain much insight 
into the impact of the ordinances.  In addition, no businesses had contacted Glencoe since the 
ordinances became effective in July of 2017.   
 
Skokie and Winnetka stated they did not wish to participate in the surveys after checking with 
municipal administration (Winnetka letter can be found in the appendices).  In those cases, 
they felt the issue was still very sensitive in their business community.  They did not want to 
spark additional discourse by participating in the survey.  Evanston did not respond to our 
inquiries.  None of the four communities wished to assist the Village in finding potential 
businesses to survey. 
 

D. Impact of Tax Law Changes on Small Businesses– what does the data say? 
 
Data Type: C 
Source: Memorandum from Wilmette Resident Gina Kennedy 
Details in Appendix: X 
 
Village resident Gina Kennedy, an attorney who specializes in federal tax issues affecting 
corporate transactions, submitted a memorandum summarizing the recent tax law changes 
affecting business entities. It should be noted that the tax benefits described in this section 
are not as significant for businesses that are marginally profitable or operating at a loss. 
Ms. Kennedy summarizes the changes as follows: 
 

The changes in federal tax law effectuated by the Act are among the most wide-ranging 
in recent decades. Overall, they will result in a significant reduction in the federal tax 
obligations (and, in some cases, a corresponding reduction in the state tax obligations) 
of businesses and their owners. While these benefits are not evenly distributed across 
businesses -- larger businesses clearly stand to gain more than smaller ones, in general, 
and certain classes of businesses are favored over others -- most businesses and their 
owners will realize a substantial increase in their after-tax income. 
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Question 6: What might be the impact of increasing the minimum wage on Wilmette as a 
community?  
 
Why does this matter?  
There are a number of possible impacts to the community of raising or not raising the minimum 
wage which may include but are not limited to the following: 1) Raising the minimum wage 
might lead to increased prices for goods and services and uncertainty whether customers will 
continue to patronize businesses; 2) Not raising the minimum wage might diminish the 
perception of Wilmette as a thriving community that values the welfare of its workers; 3) 
Raising the minimum wage might diminish the perception of Wilmette as an economically 
attractive place to do business and might present an obstacle to the Village’s future economic 
development efforts and ability to recruit new businesses; 4) Raising the minimum wage would 
be consistent with the outcome of the 2014 statewide advisory referendum in Wilmette, 
although the minimum wage rate presented in that referendum ($10 per hour effective January 
1, 2015 on a statewide basis) is different from the minimum wage rates contained in the 
County's minimum wage ordinance. 
 
The Working Group reviewed this question in three separate parts:  

 

A. Survey of Wilmette Residents 

B. Survey of North Shore Commercial Brokers 

C. Feedback from the Wilmette Faith Community 

 
A. Survey of Wilmette Residents – what does the data say? 

 
Data Type: C 
Source: Fallon Research & Communications, Inc. 
Details in Appendix: X 
 
The Working Group commissioned a phone survey of 300 Wilmette residents conducted by 
Fallon Research & Communications, Inc. The survey was random and scientific in nature, with a 
+-5.5% margin of error. 
 
The survey found the following: 
 

• Insert data points 
 

B. Survey of North Shore Commercial Brokers – what does the data say? 
 
Data Type: C 
Source: Phone Interviews Conducted by Village of Wilmette Staff 
Details in Appendix: X 
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The Minimum Wage & Paid Sick Leave Working Group asked Village staff to interview 
businesses to help understand the effects of the Cook County Ordinances.  Questions for the 
interviews were developed by the Working Group. Three commercial real estate brokers were 
interviewed.  Each of them have listings throughout the North Shore with a good understanding 
of local transactions.  None of the brokers had heard the issue brought up when discussing 
locations with clients.  They stated the most important factors tenants look for when selecting a 
location were the price of rent, physical location, and access to parking.  They did not think the 
existence of the Cook County ordinances would have an impact in attracting or dissuading a 
tenant from locating in a particular community. 
 

C. Feedback from the Wilmette Faith Community – what does the data say? 
 
Data Type: D 
Source: Letters from Members of the Wilmette Clergy 
Details in Appendix: X  
 
At the suggestion of a Village resident, the Working Group solicited feedback from Wilmette 
Clergy. A total of three Wilmette clergy members submitted written responses, all of whom 
supported an increase in the minimum wage. A copy of the clergy responses can be found in 
the appendices. 
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III. Questions About Paid Sick Leave 
1. Who are the workers (i.e., demographics and why they work) who would be impacted by 

paid sick leave?  
 
Why does this matter?  
To understand the employees that will be impacted by the change in paid sick leave policies. 
Unlike the minimum wage Ordinance, all employees (not including independent contractors) 
are eligible for paid sick leave benefits. Understanding the employees impacted by the 
Ordinance will help answer Question #6 below (what are the impacts on Wilmette employees).  
 
What does the data say?  
Data Type: A 
Source: Illinois Department of Employment Security 
Detail in: Appendix X 
 
IDES provides the following data for all workers in Wilmette: 
 

• There are a total of 7,257 jobs in Wilmette 
• 3,536 (48.7%) of workers in Wilmette are between the ages of 30 and 54 
• Workers in Wilmette are generally educated, nearly 3/4 have some college, an 

associates, bachelors, or graduate degree 
• 65% of workers in Wilmette work in five sectors: 

 
o Educational services (1,363 or 19%) 
o Retail (1,275 or 18%) 
o Hotel and food services (779 or 11%) 
o Health care and social assistance (634 or 9%) 
o Other services (569 or 8%) 
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2. What is the cost of providing paid sick leave to employees?  
 
Why does this matter?  
Employers have voiced concern about the cost of paying employees when they stay home sick. 
 
Data Type: A 
Source: Cost Model Developed by the Civic Consulting Alliance 
Detail in: Appendix X 
 
A cost model developed by the Civic Consulting Alliance, which was utilized in the City of 
Chicago’s 2016 Working Families Task Force report, found that paid sick leave would cost 
employers 0.7 – 1.3% of payroll. The relevant excerpt from the Working Families Task Force 
report can be found below: 

 
The Task Force asked for a cost analysis to be done to determine the 
recommendation’s potential cost implications for businesses. The model was built 
based on the model used in the Mayor’s Minimum Wage Working Group. It relied upon 
the best publicly available sources of data, including: 
 
Bureau of Labor Statistics data on wages in the Chicago metropolitan statistical area 
Bureau of Labor Statistics data on the projected inflation in wages and healthcare, as 
well as Congressional Budget Office estimates of the Consumer Price Index Estimates of 
benefit costs to employers from the Bureau of Labor Statistics and major payroll and 
accounting firms 
 
Using this information, the cost model provided an estimate of the potential costs. 
Because of its underlying assumptions, the numbers it produced were not meant to be 
taken as the certain outcome of any policy, but instead as a tool for the Task Force to 
use when evaluating its proposals. Using the Task Force recommendations discussed 
above (in particular, a 40 hour cap with one hour accrued for every 40 hours worked 
and a 20 hour cap on time rolling over from year to year), the model projected that for 
a full-time, non-tipped worker making the median hourly wage in the Chicago area in 
2016, the proposals would cost employers: 
 
0.8-1.5% of base wages 
0.7-1.3% of compensation costs under current law for large companies 
0.7-1.5% of compensation costs under current law for small companies 
 
The ranges are based on different assumptions about usage, ranging from 40% (low) to 
80% (high). For reference, national estimates on usage range from two days in leisure 
and hospitality to four days in professional services which would be between 40% to 
80% of the proposed cap. 
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The cost of the Task Force’s proposal on banking paid sick days toward days that could 
be used for FMLA- eligible purposes was not included in the model as data on usage of 
paid FMLA leave in the United States is less commonly available. Initial estimates would 
indicate that these costs would be significantly lower than those of paid sick leave, but 
further study on this issue is encouraged. 
 
It should be noted that the model was meant to capture the additional costs imposed 
on companies by the proposed policies, and does not cover the already existing costs 
employers incur to replace sick employees when they take unpaid time off. Moreover, 
it did not include any potential cost-savings to employers, which could result due to 
improved employee morale, decreased turnover, or increased productivity. While any 
potential cost-savings are not included in the model given the lack of data available 
specific to the Chicago region, the task force considered studies that outline these 
potential benefits. 
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3. What is the additional cost to employers due to employees who abuse sick leave?  
 
Why does this matter?  
Employers have voiced concern that some employees may take time off when they are not 
actually sick or caring for a sick family member. 
 
The Working Group reviewed this question in two separate parts:  

 

A. Cost Model Developed by the Civic Consulting Alliance 

B. Broader Studies on Business Impacts 

 
A. Cost Model Developed by the Civic Consulting Alliance – what does the data say? 

 
Data Type: A 
Source: Cost Model Developed by the Civic Consulting Alliance 
Detail in: Appendix X 
 
The model utilized by the Civic Consulting Alliance to answer question #2 above (cost to 
employers) assumed a sick leave usage rate of 40-80%. The ranges are based on different 
assumptions about usage, ranging from 40% (low) to 80% (high). For reference, national 
estimates based on a 2012 study by Barthold and Ford on sick leave usage range from two days 
in leisure and hospitality to four days in professional services. 
 
But assuming the worst case scenario from the standpoint of businesses – 100% usage by all 
employees – the cost would be capped at 2% of base wages. 
 

B. Broader Studies on Business Impacts – what does the data say? 
 
Data Type: B2 (non-peer reviewed working papers) 
Sources: 
• Drago and Lowesll, “San Francisco’s Paid Sick Leave Ordinance: Outcomes for Employers and 

Employees” (2011) 
Full study appear in Appendix X 
 
The Working Group reviewed an economic study related to this question which identified 
positive impacts of paid sick leave on employers and employees in San Francisco. Employee use 
of sick leave as identified below is consistent with the model developed by the Civic Consulting 
Alliance. 
 
Drago and Lowell, ‘San Francisco’s Paid Sick Leave Ordinance: Outcomes for Employers and 
Employees” (2011)  
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The nation’s first policy allowing all workers to earn and use paid sick days was 
implemented in San Francisco in 2007. In general, surveys of workers and employers 
suggest that the law is functioning well. Most employers support the law and relatively 
few report adverse effects. Among employees, 59,000 or 17 percent of San Francisco’s 
workforce, worked in firms that offered no paid sick days in the past, but are now 
covered, and more than half of all San Francisco employees who now have paid sick 
days report some benefit due to the law. Evidence suggests that it is rare for employees 
to misuse paid sick days. More education and enforcement may be needed to address 
remaining instances of employer non-compliance. 
 
This report provides results from recent surveys of 727 employers and 1,194 employees 
working in San Francisco regarding the effects of the Paid Sick Leave Ordinance (PSLO). 
For workers, survey results find: 
 
• Despite the availability of either five or nine sick days under the PSLO, the typical 

worker with access used only three paid sick days during the previous year, and 
one-quarter of employees with access used zero paid sick days. 

 
• More than half of San Francisco employees with access reported benefitting from 

the PSLO either because their employer became more supportive of usage, the 
number of sick days provided increased, or they were better able to care for 
themselves or family members. 

 
• Black, Latino, and low-wage workers were those who most often benefitted from 

the law, but were also those most likely to report employer non-compliance. 
 

• Parents with paid sick days were more than 20 percent less likely to send a child 
with a contagious disease to school than parents who did not have paid sick days.  

 
For employers, survey results show: 
 
• Employer profitability did not suffer. Six out of seven employers did not report any 

negative effect on profitability as a result of the PSLO. 
 
• Most employers reported no difficulty providing sick days to their employees under 

the ordinance. Approximately one-third of employers reported any difficulties 
implementing the PSLO, and only one-sixth needed to introduce an entirely new 
paid sick days policy because of the law. However, some employers (also around 
one-sixth) are in violation of the law and still did not offer paid sick days at the time 
of the survey. 

 
• Employers are supportive. Two-thirds of employers support the PSLO and one-third 

are “very supportive.” 
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Rates of utilization well below the caps of five and nine days suggest that employees 
view paid sick days as a form of insurance—a valuable benefit when illness strikes, but 
saved until then and only used as needed. For employers, the findings imply that they 
will never pay for many paid sick days earned under the PSLO. 
 
The findings that many employees benefitted from the PSLO, and were more often able 
to keep ill children at home, as well as high levels of employer support, imply that the 
PSLO generated health benefits. Health care costs for employers and the public should 
have declined both because sick individuals and their children could get low-cost 
preventive care, and by reducing the spread of contagious illnesses in workplaces and 
schools. 
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4. What is the cost of administering a paid sick leave program?  
 
Why does this matter?  
Employers have voiced concern about the cost of tracking and administering paid sick leave. 
 
The Working Group reviewed this question in two separate parts:  

 

A. Survey of Wilmette Businesses 

B. Survey of North Shore Businesses Impacted by the Paid Sick Leave Ordinance 

 
A. Survey of Wilmette Businesses – what does the data say? 

 
Data Type: C 
Source: Survey of Wilmette Businesses 
Details in Appendix: X 
 
The survey of Wilmette business owners was unable to determine projected costs to administer 
a paid sick leave benefit. Instead, the survey identified how businesses currently track and 
administer their payroll, which found the following: 
 

• 54% of businesses administer payroll manually 
• 5% outsource 
• 25% utilize a computer program 
• 15% utilize some other method to administer payroll 

 
Businesses that outsource their payroll function may have to pay an increased fee to track paid 
time off. However, of the responding businesses, only 5% are currently outsourcing payroll, and 
all of them are already tracking paid time off.  
 

B. Survey of North Shore Businesses Impacted by the Paid Sick Leave Ordinance – what 
does the data say? 

 
Data Type: C 
Source: Survey of North Shore Businesses 
Details in Appendix: X 
 
The survey of North Shore businesses found (8 respondents out of 70 contacted) that three 
businesses track sick time manually, three use computer software and one outsources this 
function.  The one business who outsources tracking is a professional office with 22 employees.  
This business provided paid time and outsourced payroll prior to the Cook County ordinance. 
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5. What is the impact to Village residents, teachers, students, patrons, etc. of providing paid 
sick leave to employees?  

 
Why does this matter?  
The primary reason for mandating paid sick leave is to improve public health. 
 
What does the data say? 
Data Type: B2 (non-peer reviewed working papers) 
Sources: 
• Designe, Stoddard, Dare, Quinn, “Workers Without Paid Sick Leave Less Likely To Take Time Off 

for Illness Or Injury Compares To Those With Paid Sick Leave” (2016)  
• Pichler and Ziebarth, “The Pros and Cons of Sick Pay Schemes” (2015) (Abstract only provided) 
• Drago and Lowell, ‘San Francisco’s Paid Sick Leave Ordinance: Outcomes for Employers and 

Employees” (2011)  
Full studies appear in Appendix X 
 
The Working Group identified three working papers which identified the public health benefits 
of providing paid sick leave. 
 
Designe, Stoddard, Dare, Quinn, “Workers Without Paid Sick Leave Less Likely To Take Time Off 
for Illness Or Injury Compares To Those With Paid Sick Leave” (2016)  
 

Paid sick leave is an important employer-provided benefit that helps people obtain health 
care for themselves and their dependents. But paid sick leave is not universally available 
to US workers. Little is known about paid sick leave and its relationship to health 
behaviors. Contrary to public health goals to reduce the spread of illness, our findings 
indicate that in 2013 both full- and part-time working adults without paid sick leave were 
more likely than workers with that benefit to attend work when ill. Those without paid 
sick leave were 3.0 times more likely to forgo medical care for their family compared to 
working adults with paid sick leave benefits. Moreover, the lowest-income group of 
workers without paid sick leave were at the highest risk of delaying and forgoing medical 
care for themselves and their family members. Policy makers should consider the 
potential public health implications of their decisions when contemplating guaranteed 
sick leave benefits.  

Pichler and Ziebarth, “The Pros and Cons of Sick Pay Schemes” (2015) (Abstract only provided)  
 

This paper proposes a test for the existence and degree of contagious presenteeism and 
negative externalities in sickness insurance schemes. First, we theoretically decompose 
moral hazard into shirking and contagious presenteeism behavior and derive testable 
conditions. Then, we implement the test exploiting German sick pay reforms and 
administrative industry-level data on certified sick leave by diagnoses. The labor supply 
adjustment for contagious diseases is significantly smaller than for non-contagious 
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diseases. Lastly, using Google Flu data and the staggered implementation of US sick leave 
reforms, we show that flu rates decrease after employees gain access to paid sick leave. 

Drago and Lowell, “San Francisco’s Paid Sick Leave Ordinance: Outcomes for Employers and 
Employees” (2011)  
 

The nation’s first policy allowing all workers to earn and use paid sick days was 
implemented in San Francisco in 2007. In general, surveys of workers and employers 
suggest that the law is functioning well. Most employers support the law and relatively 
few report adverse effects. Among employees, 59,000 or 17 percent of San Francisco’s 
workforce, worked in firms that offered no paid sick days in the past, but are now 
covered, and more than half of all San Francisco employees who now have paid sick 
days report some benefit due to the law. Evidence suggests that it is rare for employees 
to misuse paid sick days. More education and enforcement may be needed to address 
remaining instances of employer non-compliance. 
 
This report provides results from recent surveys of 727 employers and 1,194 employees 
working in San Francisco regarding the effects of the Paid Sick Leave Ordinance (PSLO).  
 
The findings that many employees benefitted from the PSLO, and were more often able 
to keep ill children at home, as well as high levels of employer support, imply that the 
PSLO generated health benefits. Health care costs for employers and the public should 
have declined both because sick individuals and their children could get low-cost 
preventive care, and by reducing the spread of contagious illnesses in workplaces and 
schools. 
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6. What is the impact to employees of providing paid sick leave?  
 
Why does this matter?  
A stated benefit of providing paid sick leave is that employees can be healthier or help care for 
their families (e.g., stay home when a child is sick). 
 
The Working Group reviewed this question in two separate parts:  

 

1. Studies on the Impact of Paid Sick Leave on Employees 

2. Testimony from Low-Wage Workers 

 

1. Studies on the Impact of Paid Sick Leave on Employees – what does the data say? 
 
Data Type: B2 (non-peer reviewed working papers) 
Sources: 
• Peipines, Soman, Berkowitz, White, “The lack of paid sick leave as a barrier to cancer screening 

and medical care-seeking: results from the National Health Interview Survey” (2012) 
• Drago and Lowell, ‘San Francisco’s Paid Sick Leave Ordinance: Outcomes for Employers and 

Employees” (2011)  
Full studies appear in Appendix X 
 
The Working Group identified two working papers which discussed the benefits of providing 
paid sick leave to employees. 
 
Peipines, Soman, Berkowitz, White, “The lack of paid sick leave as a barrier to cancer screening 
and medical care-seeking: results from the National Health Interview Survey” (2012) 
 

Background: Preventive health care services, such as cancer screening can be particularly 
vulnerable to a lack of paid leave from work since care is not being sought for illness or 
symptoms. We first describe the prevalence of paid sick leave by broad occupational 
categories and then examine the association between access to paid sick leave and 
cancer testing and medical care-seeking in the U.S. workforce. 
 
Methods: Data from the 2008 National Health Interview survey were analyzed by using 
paid sick leave status and other health-related factors to describe the proportion of U.S. 
workers undergoing mammography, Pap testing, endoscopy, fecal occult blood test 
(FOBT), and medical-care seeking. 
 
Results: More than 48 million individuals (38%) in an estimated U.S. working population 
of 127 million did not have paid sick leave in 2008. The percentage of workers who 
underwent mammography, Pap test, endoscopy at recommended intervals, had seen a 
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doctor during the previous 12 months or had at least one visit to a health care provider 
during the previous 12 months was significantly higher among those with paid sick leave 
compared with those without sick leave after controlling for sociodemographic and 
health-care-related factors. 
 
Conclusions: Lack of paid sick leave appears to be a potential barrier to obtaining 
preventive medical care and is a societal benefit that is potentially amenable to change. 

Drago and Lowell, “San Francisco’s Paid Sick Leave Ordinance: Outcomes for Employers and 
Employees” (2011)  
 

This report provides results from recent surveys of 727 employers and 1,194 employees 
working in San Francisco regarding the effects of the Paid Sick Leave Ordinance (PSLO). 
For workers, survey results find: 
 

• Despite the availability of either five or nine sick days under the PSLO, the typical 
worker with access used only three paid sick days during the previous year, and 
one-quarter of employees with access used zero paid sick days. 

• More than half of San Francisco employees with access reported benefitting from 
the PSLO either because their employer became more supportive of usage, the 
number of sick days provided increased, or they were better able to care for 
themselves or family members. 

• Black, Latino, and low-wage workers were those who most often benefitted from 
the law, but were also those most likely to report employer non-compliance. 

• Parents with paid sick days were more than 20 percent less likely to send a child 
with a contagious disease to school than parents who did not have paid sick days.  

 
The findings that many employees benefitted from the PSLO, and were more often able 
to keep ill children at home, as well as high levels of employer support, imply that the 
PSLO generated health benefits. Health care costs for employers and the public should 
have declined both because sick individuals and their children could get low-cost 
preventive care, and by reducing the spread of contagious illnesses in workplaces and 
schools. 

2. Testimony from Low Wage Workers – what does the data say? 
 
Data Type: B2 (non-peer reviewed working papers) 
Sources: 
• Arise Chicago- An organization which advocates on behalf of low-wage workers 
Testimonials from Arise Chicago appear in Appendix X 
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The Working Group initially intended to survey workers in Wilmette to determine the impact 
paid sick leave would have on them. A Director from Arise Chicago (a low-wage-employee 
advocacy organization) was invited to attend the Working Group’s February 5, 2018 meeting, at 
the suggestion of community members. He expressed serious concerns with the planned 
worker survey. These concerns were based on the difficulty in obtaining accurate responses 
from employees based on 1) the absence of an existing relationship of trust between the Village 
and workers; 2) obstacles to communication posed by literacy and language issues; and 3) the 
possibility that perceived employer pressure might skew survey results. In addition, the 
Working Group was concerned about the practical difficulties of accessing workers without 
employer participation. Arise Chicago instead suggested referring to testimonials from low 
wage workers given in other forums. Accordingly, the Working Group determined that a survey 
of employees in Wilmette would not be conducted and instead previous worker testimonials 
would be included in this report. The testimonials can be found in the appendices. 
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7. What is the impact to employers of providing paid sick leave?  
 
Why does this matter?  
Certain studies show that employers benefit through cost savings from workforce stability, 
increased productivity, disease and illness prevention, and lower health care costs. 
 
Data Type: B2 (non-peer reviewed working papers) 
Sources: 
• Designe, Stoddard, Dare, Quinn, “Workers Without Paid Sick Leave Less Likely To Take Time Off 

for Illness Or Injury Compares To Those With Paid Sick Leave” (2016)  
• Drago and Lowell, ‘San Francisco’s Paid Sick Leave Ordinance: Outcomes for Employers and 

Employees” (2011)  
Full studies appear in Appendix X 
 
The Working Group identified two working papers which found that workers without paid sick 
leave were more likely to attend work ill and employer profitability did not suffer (based on a 
survey of San Francisco businesses). 
 
Designe, Stoddard, Dare, Quinn, “Workers Without Paid Sick Leave Less Likely To Take Time Off 
for Illness Or Injury Compares To Those With Paid Sick Leave” (2016)  
 

Paid sick leave is an important employer-provided benefit that helps people obtain health 
care for themselves and their dependents. But paid sick leave is not universally available 
to US workers. Little is known about paid sick leave and its relationship to health 
behaviors. Contrary to public health goals to reduce the spread of illness, our findings 
indicate that in 2013 both full- and part-time working adults without paid sick leave were 
more likely than workers with that benefit to attend work when ill. Those without paid 
sick leave were 3.0 times more likely to forgo medical care for their family compared to 
working adults with paid sick leave benefits. Moreover, the lowest-income group of 
workers without paid sick leave were at the highest risk of delaying and forgoing medical 
care for themselves and their family members. Policy makers should consider the 
potential public health implications of their decisions when contemplating guaranteed 
sick leave benefits.  

Drago and Lowell, ‘San Francisco’s Paid Sick Leave Ordinance: Outcomes for Employers and 
Employees” (2011)  
 

The nation’s first policy allowing all workers to earn and use paid sick days was 
implemented in San Francisco in 2007. In general, surveys of workers and employers 
suggest that the law is functioning well. Most employers support the law and relatively 
few report adverse effects. Among employees, 59,000 or 17 percent of San Francisco’s 
workforce, worked in firms that offered no paid sick days in the past, but are now 
covered, and more than half of all San Francisco employees who now have paid sick 
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days report some benefit due to the law. Evidence suggests that it is rare for employees 
to misuse paid sick days. More education and enforcement may be needed to address 
remaining instances of employer non-compliance. 
 
This report provides results from recent surveys of 727 employers and 1,194 employees 
working in San Francisco regarding the effects of the Paid Sick Leave Ordinance (PSLO). 
Survey results find for employers: 
 
• Employer profitability did not suffer. Six out of seven employers did not report any 

negative effect on profitability as a result of the PSLO. 
 
• Most employers reported no difficulty providing sick days to their employees under 

the ordinance. Approximately one-third of employers reported any difficulties 
implementing the PSLO, and only one-sixth needed to introduce an entirely new 
paid sick days policy because of the law. However, some employers (also around 
one-sixth) are in violation of the law and still did not offer paid sick days at the time 
of the survey. 

 
• Employers are supportive. Two-thirds of employers support the PSLO and one-third 

are “very supportive.” 
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8. What is the impact to the community of providing paid sick leave?  
 
Why does this matter?  
There are a number of possible impacts to the community of providing or not providing paid 
sick leave. These may include but are not limited to: 1) Requiring paid sick leave could lead to 
increased prices for goods and services, which might discourage customers from patronizing 
Wilmette businesses; 2) Not requiring businesses to provide paid sick leave might diminish 
Wilmette’s image as a thriving community that values the welfare of its workers; 3) Requiring 
paid sick leave might diminish the perception of Wilmette as a good place to do business and 
thus might adversely affect the Village’s future economic development efforts and ability to 
recruit new businesses; 4) Requiring businesses to provide paid sick leave was supported by a 
majority of Wilmette residents in a 2016 statewide advisory referendum, although the benefit 
presented in the referendum is different than that contained in the County’s paid sick leave 
ordinance.  
 
The Working Group reviewed this question in two separate parts:  

 

A. Survey of Wilmette Residents 

B. Feedback from the Wilmette Faith Community 

 
A. Survey of Wilmette Residents – what does the data say? 

 
Data Type: C 
Source: Fallon Research & Communications, Inc. 
Details in Appendix: X 
 
The Working Group commissioned a phone survey of 300 Wilmette residents conducted by 
Fallon Research & Communications, Inc.. The survey was random and scientific in nature, with a 
+-5.5% margin of error. 
 
The survey found the following: 
 

• Insert data points 
 
 

B. Feedback from the Wilmette Faith Community – what does the data say? 
 
Data Type: C 
Source: Letters from Wilmette Clergy 
Details in Appendix: X 
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At the suggestion of a Village resident, the Working Group solicited feedback from Wilmette 
Clergy. A total of three Wilmette clergy members submitted written responses, all of whom 
supported paid sick leave. A copy of the clergy responses can be found in the appendices. 
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