Prejzner, John
From:
Sent:
To:
Cc:
Subject:

Frenzer, Tim
Tuesday, June 20, 2017 4:43 PM
Braiman, Michael; Prejzner, John
Bielinski, Bob; Hirsch, Barb
FW: Minimum Wage Ordinance

From: Margaret (Peg) Cartier [mailto:margaret.cartier@sbcglobal.net]
Sent: Tuesday, June 20, 2017 4:22 PM
To: Frenzer, Tim <frenzert@wilmette.com>
Subject: Minimum Wage Ordinance

Please notify all the village trustees that I voted in support of increasing the minimum wage and I do
NOT want the village to opt out of the related Cook County ordinances.
Margaret (Peg) Cartier 731 Washington Avenue Wilmette, IL 60091 847-910-2454 (mobile)
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Prejzner, John
From:
Sent:
To:
Subject:

Dana LaChapelle <daelacha@aol.com>
Tuesday, June 20, 2017 12:42 PM
Prejzner, John
minimum wage

Please do not opt out. Our minimum wage earners need to earn a living wage!!
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Prejzner, John
From:
Sent:
To:
Subject:

Jon Marshall <jhmwriter@gmail.com>
Tuesday, June 20, 2017 3:44 PM
Prejzner, John
Minimum Wage and Sick Leave ordinance

Dear Mr. Prejzner,
I hear, I hope correctly, that you are collecting feedback on the proposal to opt out of the Cook County
minimum wage and paid sick leave ordinances.
I strongly encourage the Village Board not to opt out. Rising income inequality is bad for the country and our
community, and it is crucial that workers be paid wages that allow them not to live in poverty. It is also vital for
all of our health that employees do not feel forced to come to work when they are sick. Studies show that cities
and states that have raised the minimum wage have not experienced adverse consequences.
Thank you for your time,
Jon Marshall

-Jon Marshall
822 Prairie Avenue
Wilmette, IL 60091
(847) 846-1677 - cell
jhmwriter@gmail.com
Twitter: @MarshallReport
My book, Watergate's Legacy and the Press: The Investigative Impulse, is now available from Northwestern
University Press, amazon.com, and other online booksellers
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Prejzner, John
From:
Sent:
To:
Subject:

Mary Zashin <mmzashin@gmail.com>
Tuesday, June 20, 2017 2:31 PM
Prejzner, John; Bielinski, Bob; Dodd, Kathy; Leonard, Stephen M; Plunkett, Senta;
Sullivan, Dan; Kurzman, Joel; Wolf, Julie
Minimum Wage

I have lived in Wilmette at 1614 Central Avenue since 1977. I do NOT
support the opt-out measure. We are a wealthy and progressive
community. Our businesses, especially our wonderful new restaurant
businesses, are thriving. You can see that they are, just by driving
"downtown" on a weekday--much less a weekend!--evening. The Village
center is booming! We can afford to give the modest assistance to low
income workers in our town that the Cook County Ordinance
provides...we can afford to let people have a mere five days of paid sick
leave...if businesses find this prospect onerous, we can afford to let them
raise their prices an appropriate amount. Besides, minimum wage
increases in many other cities and towns have largely been shown to have
a positive, not a negative, net effect on a community's economic
wellbeing. See http://www.nelp.org/content/uploads/City-MinimumWage-Laws-Recent-Trends-Economic-Evidence.pdf and
http://www.huffingtonpost.com/entry/research-shows-higher-minimumwages-have-not-cost-chicago-or-illinoisjobs_us_591e178be4b094cdba52a276
I would answer the opt-out argument that summer jobs for teens could be
an issue. As far as I know, Skokie, Evanston, and Winnetka have chosen
NOT to opt out. So, if Wilmette opts out, our teens--and other workers
too!--will be able to look elsewhere close by, for jobs that will pay better
than Wilmette. In fact, the impact of Wilmette's opting out might very
well be that businesses will have trouble hiring the workers they need,
seasonal or otherwise. The only adjoining community that seems to have
opted out is Glenview. I don't think there is much chance that a business
in downtown Wilmette will decide to move to Glenview. Certainly not
1

our restaurants! And, really, there is no reason for businesses to complain
about the increased cost. A restaurant here can tack $0.20 or even $1.00
on to each bill, and it's unlikely anyone will stop eating there. I would
also answer the opt-out argument that businesses will cut workers' hours in
order to economize. But, of course, the workers will be making more per
hour and will end up as well off, if not better off, than they are now. At
$10.00 an hour, they will be able to earn in 33 hours as much as they
earned in 40 hours at $8.25 an hour. Losing hours won't mean losing
wages.
I find the Chamber of Commerce survey quite
shocking. http://www.wilmette.com/download/village_managers_office/c
ook_county_opt_out/Chamber-Questions-Email.pdf The Chamber
reports that it surveyed 180 members and received 35 (!)
responses. Hardly evidence of great opposition from the business
community! Of the responses, 23 favored opting out, and 12 favored not
opting out. Bear in mind that the Village voted overwhelmingly in two
referendums for the minimum wage increase and for the paid sick leave.
So, it seems to me that the Chamber is representing very few of us-certainly very few of our residents and apparently even very few of our
businesses! How can the Village rely in any way on this Chamber survey
to make its decision?
Finally, an opt-out argument that I have heard is that these are matters best
left to the State and Federal levels. I think this is a very specious
argument, particularly because many people making it actually claim that
they have a fundamental philosophical belief in the value of locallycontrolled government, as opposed to control by larger political
entities. They need to be consistent and not suddenly start passing the
buck in this manner just because they may bear slightly higher costs. I
stress that the people of Wilmette have voted in recent years for
nonbinding referendums that support paid sick leave and a higher
minimum wage. Our Village trustees should respect the will of the
voters. They should certainly prioritize them over the wishes of a handful
2

of commercial entitites. I strongly urge the trustees to vote AGAINST the
opt-out ordinance and heed the expressed wishes of the voters of
Wilmette. Thank you, Mary M. Zashin
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Hirsch, Barb
Subject:

FW: Supplemental Materials for Minimum Wage and Paid Sick Leave Ordinances

From: "Jon Marshall" <jhmwriter@gmail.com>
To: "Bielinski, Bob" <bielinskib@wilmette.com>, "Frenzer, Tim" <frenzert@wilmette.com>, "Braiman,
Michael" <braimanm@wilmette.com>
Subj ect: Supplemental Materials for Minimum Wage and Paid Sick Leave Ordinances

Dear President Bielinski, Village Manager Frenze1-, and Assistant Manager Braiman,
Thank you for all the effort you put into preparing and posting the supplemental material on the
proposal to opt out of the minimum wage and paid sick leave ordinances. I can only imagine how
time-consuming this has been for you.
In addition to the studies you shared, I recommend that these two other reports also be
considered:

- An MIT study that calculates what constitutes a living wage for Cook County individuals and
families.
- A briefing paper by the Institute for Women's Policy Research on the impact of earned sick
time.
I have attached the studies for your convenience and hope you will share them with the other
trustees.
With appreciation,
Jon Marshall

Jon Marshall
822 Prairie Avenue
Wilmette, IL 60091
(84 7) 846-1 677 - cell
jlunwri ter@gmail.com
Twitter: @MarshallReport
My book, Watergate's Legacy and the Press: The Investigative Impulse, is now available from
Northwestern University Press, amazon.com, and other online booksellers
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,iving Wage Calculator - Li ving Wage Calculation for Cook Coun ...

Living Wage Calculation for Cook
County, Illinois
The living wage shown is the hourly rate t hat an individual must earn to support their family, if they are the sole
provider and are working full-time (2080 hours per year). All values are per adult in a family unless otherwise
noted . The state minimum wage is the same for all individuals, regardless of how many dependent s they may have.
The poverty rate is typically quoted as gross annual income. We have converted it to an hourly wage for t he sake of
comparison.
For further detail, please reference t he technical documentation here (/resources/ Living-Wage-User-Guide-andTechnical-Notes-201 6.pdf) .
2Ad
(1 w

Hourly

1 Adult 1 Adult

1 Adult

2 Adults

2 Adults
2 Adults
2 Adults
(1 Working) (1 Working) (1 Working) Part

Wages

1 Adult 1 Child 2 Children 3 Children (1 Working) 1 Child

2 Children

3 Children

1 Ch

Living

$12.56

$24.89

$31.73

$40.31

$1 9.50

$23.75

$26.2 1

$29.09

$13.

$5.00

$7.00

$9.00

$11 .00

$7.00

$9.00

$1 1.00

$13.00

Minimum $8.25

$8.25

$8.25

$8.25

$8.25

$8.25

$8.25

$8.25

Wage
Poverty
Wage

Wage

*Documentation for families with an adult working part-time is available separately, here. (/resources/MIT- PartTime-Documentation.pdf)

Typical Expenses
These figu res show the individual expenses that went into t he living wage estimate. Their values vary by fam ily
size, composition, and the current location.

Annual
Expenses

1 Adult
1 Adult

1 Child

1 Adult
1 Adult
2 Adults
2 Children 3 Children (1 Working) 1 Child

I$3.047 I$4.613 I$6.867
Child Care
I$0 I$7,505 I$1 4.338
Medical
I$2. 126 I$5.669 I$5.382
Housing
1$1o.320 I$1 4.11 2 I$14 .112
Transportation I$4,235 I$8 ,042 I$10,504
I$2,560 I$4, 175 I$5,027
Other
Food

of 3

2 Adults
2 Adults
2 Adults
(1 Working) (1 Working) (1 Working)

I$9 .073 I$5.587
I$2 1,172 I$0
I$5.543 I$4.762
1$17,928
I$12.01 2
I$11 ,460 I$8,042
$6.260
I$4.175
1

I$7.069
I$0
I$5.382
I$14,11 2
I$10.504
1 $5.027

2 Children

I$9.079
I$0
I$5.543

3 Children

1$11,031

1$ 14,112

I$0
I$5,401
I$17.928

1$1 1,460

I $11,498

I$6.260

I$5.702
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2 Adults
Annual

1 Adult
1 Child

2 Adults

2 Adults

1 Adult
1 Adult
2 Adults
(1 Working) (1 Working) (1 Working)
2 Children 3 Children (1 Working) 1 Child
2 Children 3 Children

Expenses

1 Adult

Required

$22,287 $44,1 15 $56,230

$71,435

$34,578

$42,095

$46,454

$51 ,561

annual
' income after

! taxes
Annual taxes
; Required

I $3.841 I $7.649 I $9,768
$26, 128 $51,764 $65,999

I $12,415 I $5.981
$83,851

I $7.296

$40,558

$49,391

I $8,058
$54,512

1

$8,939
$60 ,500

annual
income before
taxes
. ·· -

Typical Annual Salaries
These are the typical annual salaries for various professions in this location.

Occupational Area

Typical Annual Salary

Management

$93,910

Business & Financial Operations

$64,800

Computer & Mathematical

$80, 170

Architecture & Engineeri ng

$74,700

Life, Physical, & Social Science

$64 ,850

Community & Social Service

$42, 100

Legal

$76,620

Education, Training, & Library

$48,950

Arts, Design, Entertainment, Sports, & Media

$45,780

Healthcare Practitioners & Technical

$61,680

Healthcare Support

$26,670

Protective Service

$42,060

Food Preparation & Serving Related

$19,430

Building & Grounds Cleaning & Maintenance

: of 3

I

$25.580

6/20/ 17, 12:3 1 P1
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Occupational Area

Typical Annual Salary

Personal Care & Service

$22.410

Sales & Related

$26, 120

Office & Administrative Support

$33,680

Farming, Fishing, & Forestry

$27,270

Construction & Extraction

$61,160

Installation, Maintenance, & Repair

$46,130

Production

$32,500

Transportation & Material Moving

$30,360

© 2017 Dr. Amy K. Glasmeier (http://dusp.mit. edu/faculty/amy-glasmeier) and the Massachusetts Institute of
Technology (http://web.mit.edu/)
Software development by West Arete (http://westarete.com/). Data compiled by Open Data Nation
(http://www.opendatanation.com/).
Sign In (/ articles/new)

· of 3

6/20/17, 12:3 1 Pf\.

NSTITUTE FOR WOMEN'S POLICY RESEARCH

Briefing Paper
IWPR#B327

March 2014

Valuing Good Health in Chicago:
The Costs and Benefits of Earned Sick Time
Summary
Policymakers across the country are increasingly interested in ensuring that workers can earn paid time
off to use when they are sick. In addition to concerns about workers' ability to respond to their own health
needs, there is growing recognition that, with so many dual-earner and single-parent families, family
members' health needs also sometimes require workers to take time off from their jobs. Allowing workers
with contagious illness to avoid unnecessary contact with co-workers and customers has important public
health benefits. Earned sick time also protects workers from being disciplined or fired when they are too
sick to work, helps families and communities economically by preventing lost income due to illness, and
offers savings to employers by reducing turnover and minimizing absenteeism.
Legislators in the Chicago City Council are considering the Earned Sick Time Ordinance, a law that
would allow employees to earn up to five days of paid earned sick time per year if they are employed by
small business with less than ten employees, or up to nine days for large business with l 0 or more
employees. Using the parameters of the proposed legislation and publicly available data, the Institute for
Women's Policy Research (IWPR) estimates the anticipated costs and some of the anticipated benefits of
the law for employers providing new leave, as well as some of the benefits for employees.
This briefing paper uses data collected by the U.S. Bureau of Labor Statistics, the Centers for Disease
Control and Prevention, and the U.S. Census Bureau to evaluate costs and benefits of Chicago's Earned
Sick Time Ordinance. It estimates how much time off Chicago workers would use under the proposed
policy and the costs to employers for that earned sick time. This analysis also uses findings from previous
peer-reviewed research to estimate cost-savings associated with the proposed policy, through reduced
turnover, reduced spread of contagious disease in the workplace, prevention of productivity losses from
employees working while sick, minimized nursing-home stays, and reduced norovirus outbreaks in
nursing homes. The study is one of a series of analyses by IWPR examining the effects of earned sick
time policies.

Key provisions of Chicago's Earned Sick Time Ordinance
•

Ability to earn sick time starts on the first date of employment or on effective date of ordinance.

•

Employees can use sick time 120 days after their date of hire or on effective date of ordinance.

1200 18th Street, NW• Suite 30 I • Washington, DC 20036 • (202) 785-5 100 • www.iwpr.org

•

Employees shall accrue at least one hour of earned sick time, to be used as either earned sick or
safe time, for every 30 hours worked.

•

Employees of businesses with 10 employees or more would accrue paid time off to a maximum
of nine earned sick days (72 hours) per year. Employees of businesses with less than 10
employees would accrue paid time off to a maximum of five earned sick days (40 hours) per year.

•

Earned sick time may be used for personal illness, to care for family members, for preventive
care, or in case of domestic violence, sexual assault or stalking.

•

Time may also be used in the event that a public official closes a school or place of business due
to a public health emergency.

•

Employers already offering equal or more generous earned sick time or paid time off or any type
of paid leave that can be used for the sick leave purposes defined in the law would be unaffected.
Employers who aren't currently meeting the minimum standard stipulated by the Chicago Earned
Sick Time Ordinance can comply by adjusting their paid time off policies to meet the
requirements of the Ordinance.

•

An employer is not required to provide financial or other reimbursement to an employee upon
separation from employment for accrued earned sick time that the employee has not used.

•

Employers can discipline workers if they use earned sick time for reasons not specified by the
Ordinance.

Who will access and use earned sick time?
•

In Chicago, approximately 461,000 private sector workers lack paid sick days; 260,000 currently
lack paid leave benefits of any kind (including vacation) and are eligible to receive new leave
under the Ordinance.

•

Employees are estimated to use an average of 2.5 days annually out of a maximum of nine for
large businesses, and 2.1 out of a maximum of five for small businesses, that may be accrued,
excluding for maternity.
o

Workers covered by the earned sick time law as estimated will use an average of 1.6
earned days for their own medical needs.

o

On average, workers will use half a day to address family members' medical needs and
about a third of a day for doctor visits.

o

Workers will use all of their five or nine days of earned sick days after they give birth to
or adopt a child.

How much will earned sick time cost businesses?
•

Annually, Chicago employers are expected to expend about $109 million in providing new earned
sick time for employees. This cost of the law for employers that accrues due to increased wages,
including benefits and administrative expenses-is equivalent in size to a $0.22 per hour increase
in wages for employees receiving new leave, or about $8.13 per week for covered workers (Table
1). Covered workers work on average 7.3 hours per day.
2

Covered workers who give birth are expected to use all of their available earned sick time, for an
additional annual cost of $12 million.

What benefits will earned sick time produce?
•

Providing new earned sick time is expected to yield benefits of $116 million annually for
employers, largely due to savings from reduced turnover. The anticipated benefits for employers
are expected to have a wage equivalent of a savings of $0.23 per hour, or about $8 .60 per week
for covered workers (Table 1).

•

Savings to business from reduced presenteeism and increased productivity totals about $8
million. In addition, savings from reduced spread of flu within workplaces, when employees go
to work while ill, are about $4 million annually.

•

When estimating anticipated benefits for employers against costs for employers from the
ordinance, $6 million is expected in net savings for employers, equivalent to $0.47 per worker per
week for covered workers (Table 1).

•

The community will spend about $12 million less annually on health care expenses primarily as a
result of reduced emergency department use. The community will save about $1 million per year
as a result of reduced norovirus outbreaks in nursing homes and long-term care facilities. 1
The estimates presented in this briefing paper assume that all workers eligible for leave under the new
policy would know about their new earned sick time. On the contrary, during the early years of the
program, it is likely that many workers will be unaware of their new leave benefits and not take any time
off under the new law. 2 In particular, workers may not be aware of the multiple uses allowed by the law.
Thus, both costs and benefits in the early years of a new program may be considerably lower than these
estimates.
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Table 1. Summary of Annual Costs and Benefits of Chicago's Earned
Sick Time Ordinance
C os ts andBene fit
1s

10 or More
Employees

Less than 10
Employees

T0 t 1
a

COSTS TO EMPLOYERS
Wages, wage-based benefits, payroll taxes, and
administrative expenses of:
EST for workers currently lacking any paid leave
Use of EST for maternity leave

Em lo ers' Costs
Weekly Average Per-Worker Cost
Hourly Average Per-Worker Cost

$87,765,189
$11,746,595

$9,732,420
$690, 175

$97,497,608
$12,436,770

$99,511,784
$8.61
$0.23

$10,422,595
$5.30
$0.16

$109,934,378
$8.13
$0.22

$6,749,359

$894,660

$7,644,019

$92,258,599
$3,720,584

$12,229,314
$493,181

$ 104,487,913
$4,2 13,765

BENEFITS TO EMPLOYERS
Increased productivity
Lower turnover
Reduced flu contagion in the workplace

Hourly Average Per-Worker Benefit

$0.01

BENEFITS TO THE COMMUNITY
Reduced norovirus
Reduced ED visits for workers using private insurance
Reduced ED visits for workers using ublic insurance

Houri

$1,095,853

Avera e Per-Worker Benefit

$0.03

Source: Institute for Women's Policy Research analysis of the 2011 American Community Survey; the 2010 National Compensation Survey; the
2010 Cunent Population Survey Displaced Worker, Employee Tenure and Occupational Mobility Supplement File; the 20 11 Medical
Expenditure Panel Survey; the 201 1-2012 National Health Interview Survey; the 2011 National Intimate Partner and Sexual Violence Survey;
and the 20 I0-2013 Current Population Survey Annual Social and Economic Supplement. To learn more about the methodology and sources
please see Valuing Good Health in Oregon: The Costs and Benefits of Earned Sick Days (Williams, Hayes and Griffin 2013)
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For more information on IWPR reports or membership, please
call (202) 785-5100, email iwpr@iwpr.org, or visit www.iwpr.org.
The Institute fo r Women's Policy Research conducts rigorous research and disseminates its findings to address the
needs of women, promote public dialogue, and strengthen families, communities, and societies. The Institute works
with policymakers, scholars, and public interest groups around the country to design, execute, and d isseminate
research that illuminates economics and social policy issues affecting women and families, and to build a network of
individuals and organizations that conduct and use women-oriented policy research. IWPR, an independent, nonprofit, research organization also works in affiliation with the graduate programs in women's studies and public
policy and public administration at The George Washington University.
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cost of treating patients infected with norovirus is paid in great part with Medicaid and Medicare funds.
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It can be difficult to inform workers of changes in their employment benefits. For instance, three years after
Califo rnia's new paid family leave program went into effect, only a quarter of workers knew about their new right to
take paid leave (Milkman 2008), despite the requirement that employers notify their employees of their right to paid
family leave.
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Hirsch, Barb
Subject:

FW: Please

save Mi nimum Wage Increases and Pa id Sick Leave in Wilmett e!

From: Lisa Crowe <lisal @rockabilly.net>
Date: June 19, 2017 at 3:43:01 PM CDT
To: bielinskib@wilmette.com, doddk@wilmette.com,
kurzmanj @wilmette.com, leonards@wilmette.com, plunketts@wilmette.com,
sullivand@wilmette.com, wolfj@ wilmette.com
Subject: Please save Minimum Wage Increases and Paid Sick Leave in Wilmette!

Dear Wilmette Village Board members,
I am writing to urge you to save the Cook County Minimum Wage Increases and Paid sick
Leave. I have been a resident here for almost 20 years, and love our village. I think that it is
important that we support working families, and these ordinances do just that.

If you vote to "opt out" , you will be sending a message that Wilmette doesn't care about our
minimum wage employees. This is not a recipe for growth. We are better than this!
Please give this deep consideration. Please don't be swayed by some other villages who have
opted out. Please listen to your residents, who in 2014 voted overwhelmingly to support these
ordinances.
With thanks,
Lisa Crowe

Hirsch, Barb
Subject:

FW: Minimum wage and paid sick leave

-----Original Message----From: Rebecca Boyd [mailto:nagelboyds@gmail.com]
Sent: Tuesday, June 20, 2017 12:33 AM
To: Braiman, Michael <braimanm@wilmette.com>
Subject: Minimum wage and paid sick leave
Mike,
I support the Cook Country minimum wage increase and paid sick leave, to ensure a living wage for employees.
Rebecca Boyd
Nagelboyds@gmail.com
847-460-8239
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Hirsch, Barb
Subject:

FW: Minimum wage data question

From: Jones <joneschi@earthlink.net>
Date: June 19, 2017 at 11:32:28 PM CDT
To: bielinskib@wilmette.com, doddk@wilmette.com,
kurzman j@wilmette.com, leonards@wilmette.com,
plunketts@wilmette.com, sullivand@wilmette.com, wolfi @wilmette.com
Subject: Minimum wage data question
Reply-To: Jones <joneschi@earthlink.net>

Dear Trustees,
Thank you for posting the information packet about the "opt out" proposal. I have a question that
was not answered in the materials that I scanned. I believe it is pertinent to the discussion and
hope that data is available.
What is the distribution of jobs paying less than $ 10 per hour. Looking just at the eligible
workers who now make less than the proposed $ 10 minimum wage, how many work for
Wilmette-focused small businesses and how many work for big chains (Walgreens, CVS,
Jewel/Osco, Carsons, Panera, Treasure Island etc)? The data that indicates that a quaii er of
workers in Wilmette made $1250 a month or less (in 2014) does not make this distinction. But
we really need a sharper sense of who will face the increased cost of labor. My sense is that the
bulk of the low wage jobs are in larger businesses, but it would be good to know whether this is
the case.
Sincerely,
Marie Jones
1058 Linden Ave .
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Hirsch, Barb
Subject:

FW: Request to vote against the minimum wage and paid sick leave opt-out o rdinance

From: Dan Johnson <dan@progressivepublicaffairs.com>
Date: June 19, 2017 at 4:01:35 PM CDT
To: "Bielinski, Bob" <bielinskib@wilmette.com>, doddk@wilmette.com,

kurzmanj@wilmette.com, leonards@wilmette.com, plunketts@wilmette.com,
sullivand@wilmette.com, "Wolf, Julie" <wolfj@wilmette.com>
Subject: Request to vote against the minimum wage and paid sick leave opt-out ordinance

President and Trustees,
Thanks for your volunteer service to the Village.
I'm a resident at 1726 Walnut and write to ask you to vote against the opt-out ordinance at the
next meeting.
Briefly, I think it's clear that higher wages is great for a growing economy and stagnant wages
and benefits has been a long-term problem, particularly for those with jobs that pay less than
the median wage.
I also think it is clear that a wage of $8.25 is far too low for most families (the current state
minimum wage).
I appreciate the awkward position that this ordinance puts you in to vote, in effect, for a lower
minimum wage and to deny benefits to employees -- and I appreciate that the only employer
organization in the village has asked you to do so.
However, as the choice is between an $8.25/minimum wage or a $10/ hour minimum wage
(increasing to $13/hour by 2020), I urge you to pick the wage level that results in more
purchasing power for those employees who serve us in Wilmette -- as that wi ll lead to greater
prosperity for all of us and reject the opt-out ordinance. I can imagine you didn't run for t his
office to make decisions on the appropriate minimum wage, but this ord inance requires you t o
do so, and voting for the ordinance is, in fact, a vote for a lower minimum wage and a lower
benefits package for employees in Wilmette.
Broad prosperity, including for those Wiimette residents and visitors who wou ld enjoy an
increase in their purchasing power from the county's new law, is good publ ic policy for the
Village of Wilmette.
Thank you for the opportunity to share my perspective as a resident and again, thank you for
your service to our community.
Best,
Dan

Dan Johnson
Illinois lobbyist
Progressive Public Affairs
http ://www.ProgressivePublicAffairs.com
111 West Washington, Suite 1920
Chicago, Illinois 60602
@Dan lobbies
312.867.5377 (office)
312.933.4890 (mobile)
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Hirsch, Barb
Subject:

FW: The Village of Wilmette should support the dignity of a fair day's wage.

From: "Susan E. Fisher" <sefisher@ameritech.net>
Date: June 19, 2017 at 2:31 :22 PM CDT
To: "braimanm@wilmette .com" <braimanm@wilmette.com>
Cc: "bielinskib@wilmette.com" <bielinskib@wilmette.com>, "doddk@wilmette.com"
<doddk@wilmette.com>, "kurzmanj@wilmette.com" <kurzmanj @wilmette.com>, "leonards@wilmette.com"
<leonards@wilmette.com>, "plunketts@wilmette.com"
<plunketts@wilmette.com>, "sullivand@wilmette.com" <sullivand@wilmette.com>, "wolfj @wilmette.com"
<wolfi@wilmette.com>
Subject: The Village of Wilmette should support the dignity of a fair day's wage.
Reply-To: "Susan E. Fisher" <sfisher@post.harvard.edu>
To Michael Braiman
Assistant Village Manager at Village of Wilmette
and Village of Wilmette Trustees
Wilmette, a community with a medium household income of $ 132, 110*, should not opt out of
requiring business owners to follow Cook County's new laws on minimum wage and sick leave.
Individuals working in our community are part of our community and should enjoy the dignity of
a fair day's wage.
The increase from the cunent Illinois minimum wage of $8.25 per hour and requirement for upto-five paid sick days per year are more than warranted. According to MIT Living Wage
calculations (http://livingwage.mit.edu/counties/17031 ), a living wage for one adult in Cook
County is $ 12 .56 and a living wage for one adult with three children is $40.31.
My understanding is that the county's minimum wage ordinance, passed by the Cook County
Board in October, calls for gradual increases in employee minimum wage until it reaches $13 per
hour by July 2020, with the first increase to at least $ 10 per hour beginning July 1.
According to the Wilmette/Kenilworth Chamber of Commerce, most Wilmette businesses
already pay their employees above the minimum wage. "However," the Chamber noted in a letter
to the Village, "there may be some Wilmette businesses for whom this will cause a hardship. In
the case of paid sick leave, numerous businesses feel that it would create financial and logistical
difficulties for them."
I am certainly not interested in doing business with or using the services of any Wilmette
business that is unwilling to pay a minimum wage to employees or provide full-time employees
with a reasonable number of paid sick days. These are not the kind of businesses we want in our
village.
By upholding the new Cook County laws, Village of Wilmette leaders show commitment fo r all
members of our community.
Sincerely,
Susan E. Fisher

206 Catalpa Place
Wilmette, IL 60091
*https:// da tausa.io /profile/geo I wilmette-il/
Susan E . Fisher
206 Catalpa Place
Wilmette, IL 60091
sefisher@ameritech.net < personal
847-920-9427 < home phone
www.linkedin.com/ in / susanefisher/
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Hirsch, Barb
Subject:

FW: minimum wage

From: Eve Williams <willieve@comcast.net>
Date: June 20, 2017 at 9:59:59 AM CDT
To: bielinskib@wilmette.com, doddk@wilmette.com, kurzmanj@wilmette.com, leonards@wilmette.com,
plunketts@wilmette.com, sullivand@wilmette.com, wolfi @wilmette.com
Cc: Eve Williams <willieve@comcast.net>
Subject: minimum wage

To Whom it May Concern:
My husband and I and our 2 voting age daughters are in favor of raising the minimum wage and
allowing for up to 5 days of paid sick leave per year. We cannot attend the upcoming meeting so
we are writing you this email.
Thanks very much,
Eve Williams and Scott Williams, Rebecca (age 20) and Caroline (age 19)
1601 Washington Avenue
Wilmette, Illinois
60091
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Hirsch, Barb
Subject:

FW: Minimum Wage and Paid Sick Leave

From: Rick Suiter [mailto:ricksuiter310@gmail.com ]
Sent: Tuesday, June 20, 2017 11:18 AM
To: Braiman, Michael <braimanm@wilmette .com>
Subject: Minimum Wage and Paid Sick Leave

Dear Mr. Braiman,
Please pass along to the entire village board my concern that they should not "opt out" of the new Cook County
Minimum Wage and Paid Sick Leave ordinances.
Businesses should be required to pay enough so that families can live without government assistance like SNAP
or the earned income tax credit. To do otherwise is really just to subsidize the businesses out of our tax money.
Better still, perhaps the village could opt out of the new ordinance in the opposite direction, by requiring a
minimum wage higher than the new county minimum.
Also, the village board should NOT opt out of the requirement for paid sick leave. Paid sick leave does not
benefit only the sick employee, it benefits all of us who don't have to interact with the employee who was
forced to work while they were sick. So paid sick leave will make us all healthier, which is why it is a proper
concern of government and should be supported.
Thank you,
Rick Suiter
3 10 Central Park A venue
Wi lmette
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Hirsch, Barb
Subject:

FW: Please vote NO to opting out of minimum wage and sick leave ordinance

From: Gautam Sadhir <gsadhir@,gmai l.com>
Date: June 20, 2017 at 7:09:59 AM CDT
To: Gautam Sadhir <gsadhir@gmail.com>
Subj ect: Please vote NO to opting out of minimum wage and sick leave ordinance

Directors of the Board,
I would urge you to vote NO for opting out of the ordinance that increases minimum wage (and
allows sick leave) for village employees; as I believe that as a resident of Wilmette the village
workers deserve a basic minimum pay; and that sick leave is essential in everyday work life to
balance one's health and work.
Thank you,
Gautam Sadhir.

Sent from my iPhone
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Hirsch, Barb
From:
Sent:
To:

Cc:
Subject:

Frenzer, Tim
Tuesday, June 20, 2017 4:43 PM
Braiman, Michael; Prejzner, John
Bielinski, Bob; Hirsch, Barb
FW: Minimum Wage Ordinance

From: Margaret (Peg) Cartier [mailto:margaret.cartier@sbcglobal.net]
Sent: Tuesday, June 20, 2017 4:22 PM
To: Frenzer, Tim <frenzert@wilmette.com >
Subject: Minimum Wage Ordinance

Please notify all the village trustees that I voted in support of increasing the minimum wage and I do
NOT want the village to opt out of the related Cook County ordinances.
Margaret (Peg) Cartier 731 Washington Avenue Wilmette, IL 60091 847-910-2454 (mobile)
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Hirsch, Barb
Subject:

FW: M inimum wage and sick day issues.

From: jack daniels < jackddani els@sbcglobal.net>
Date: June 20, 2017 at 7:28:54 PM CDT
To: bielinskib@wilmette.com
Subject: Minimum wage and sick day issues.

Sally and I urge the Board not to opt out of the county 's ordinance on minimum wage and sick
days.
Please recall that 70% + of the village residents have voted on the last two ballots in favor of
these provisions.
Your consideration is appreciated.
Jack and Sally Daniels
1611 Wilmette Ave.
847-251-7142
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Hirsch, Barb
Subject:

FW: Minimum wage controversy

From: DanaLaChapelle <daelacha@gmail.com>
Date: June 20, 2017 at 4: 13:56 PM CDT
To: bielinskib@wilmette.com
Subject: Minimum wage controversy

Please do not opt out - lets provide a living wage! The survey of 35 businesses hardly
convinces me that you have any mandate to do otherwise!

Hirsch, Barb
Subject:

FW: In Support of Minimum Wage & Paid Sick Leave in Wilmette

From: Joan Price-McL <pricemcl@yahoo.com>
Date: June 20, 2017 at 6:06:55 PM CDT
To: "bielinskib@wilmette.com" <bielinskib@wilmette.com>
Cc: "doddk@wilmette.com" <doddk@wilmette.com>, "kurzmanj@wilmette.com"
<kurzmanj @wilmette.com>, "leonards@wilmette.com"
<leonards@wilmette.com>, "plunketts@wilmette.com"
<plunketts@wilmette.com>, "sullivand@wilmette.com" <sullivand@wilmette.com>, "wolfi@wilmette.com"
<wolfi@wilmette.com>
Subject: In Support of Minimum Wage & Paid Sick Leave in Wilmette
Reply-To: Joan Price-McL <pricemcl@yahoo.com>
Hello Board,
I am a Wilmette resident in support of raising the minimum wage to $10 and paid sick leave. It has been
shown that workers at this pay scale spend all of their earnings rather than saving . It's also the decent
thing to do and voters in our Village agree as the voting showed.
Thanks,
Joan Price Mclaughlin
Hibbard Road, Wilmette
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Hirsch, Barb
Subject:

FW: No Opt Out

From: Vic Doucette <vic.doucette@gmail.com>
Date: June 21 , 2017 at 10:36:48 AM CDT
To: bielinskib@wilmette.com
Subject: No Opt Out

Bob,
My wife Mary and I would like to express our concern that the village of Wilmette is considering
opting out Cook County Minimum Wage and Earned Sick Time ordinances. We are very active
in the community and volunteer with many people who live on the margins. We see how hard
they work hard and we believe that they deserve to make a reasonable living. Please do not hu1i
the people who are already struggling at the bottom of our society.
Thank you for your consideration.
Vic Doucette
630-715-5114
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Hirsch, Barb
Subject:

FW: Cook County Ordinance

-----Original Message----From: Eleanor [ma ilto:eleanor. lipinski@gmail.com]
Sent: Wednesday, June 21, 2017 9:20 AM
To: Braiman, Michael <braima nm@wilm ette.com>
Subject: Cook County Ordinance
Dear Mr. Braiman,
I am reaching out because I am concerned about the Village's action to opt out of the Cook County ord inance that
supports a livi ng wage and sick time. I voted in favor of this initiative and am trying to understand why the Village is
co nsidering opting o ut? What research and data do yo u have that would support your ignoring the results of the
election as I be lieve NT township was overwhe lmingly in suppo rt of this w hen it was on the ballot? I am aware of a
survey that the Chamber sent out to businesses as one of my clients received this survey. What were the results of the
survey? How many businesses actually responded and were they made aware t hat the voters were in support of this
initiative? I understand that some neighboring communities are opting out and I will do my best not to support the
businesses in these communities. I do believe this should be a State initiative to level the playing field but given the
d isfunction in Springfield do not believe this w ill happen anytime soon. That leaves it up to our local communities to
stand up and do what is right - please do not opt out.
Thank you,
Eleanor Lipinski
1243 Gregory Ave
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Hirsch, Barb
Subject:

FW: Cook County Minimum Wage and Earned Sick Leave Ordinances

From: SUSAN GALLAGHER <sfgallagher@mac.com>
Date: June 21, 2017 at 5:46:33 PM CDT
To: Michael Braiman <braimanm@wilmette.com>
Subject: Cook County Minimum Wage and Earned Sick Leave Ordinances

Mr. Braiman:
As I mentioned in m y previous email, I am concerned about the rush by the Board of Trustees to
opt-out of the Cook County Minimum Wage and Earned Sick Leave Ordinances.

•

•

•

•

In the case of the minimum wage ordinance, the Chamber of Commerce and the Village
Board has had years to assess the impact on the Village and its employers. In the case of
the earned sick leave, it has been 8 months. There is no excuse to now rush to action
without doing due diligence and residents' input.
I voted in favor of these ordinances in referenda in 2014 and 201 6 as did a lmost 70% of
Wilmette voters. The Trustees are elected to represent Wilmette voters.
I am concerned about the lack of due diligence in assessing and evaluating the full
implications of "opting out" of these ordinances. Where is the data to support the
decision? I would like more detailed information about the impact on the V ill age
businesses of opting out or staying in, both their views and real data about the potential
impact. Many fears about minimum wage. in particular, are not supported by the studies
on minimum wage laws. Businesses tend to attract and retain better employees. The
lower turnover results in higher productivity and lower costs over all If there are specific
issues that have definable merit, perhaps those can be addresses with less of a broad
brush.
I believe in the value of a living minimum wage and earned sick leave. This represents
the values of our ViLlage.

Thank you in advance for forwarding my email to the Trustees for their consideration.
Yours,
Susan Gallagher
sfgallagher@mac.com
84 7-951-6885
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Hirsch, Barb
Subject:

FW: Please Opt out

From: Cameron Krueger <cam@kruegers.com>
Date: June 21, 2017 at 2:23:20 PM CDT
To: "'Bielinski, Bob"' <bielinskib@wilmette .com>
Subject: Please Opt out

I do not support the Cook County minimum wage ordinance. And, I fully suppo rt Wilmette 's
consideration of opting out. If businesses find it too hard to attract high quality employees they will
naturally pay more. If they are forced to pay more for the exact same resources then they will raise
prices or hire fewer employees. It is simple math.
We need to look past restaura nts when looking at this issue. What about the gas stations, print shops,
butchers or hardware stores that employ people. Are we ready to drive higher unemployment as a
result of artificially raising wages. How about paying more for a gallon of gas or worse yet not buying
gas or hardware in town and going elsewhere where it's a few pennies cheaper. It is a slow spiral down
if we are not competitive. Retail sales and fuel taxes contribute a significant amount of money to our
annual budget. If we kill retail we need to make up the difference in higher property taxes. It a loss for
the employees that no longer work, a loss for our vibrant community and a loss for every property tax
paying household in the Village
I reject the notion that we are a "wea lthy community" and that we can afford it. I am involved with a
local Wilmette not-for-profit that provides financial support for Wilmette residents and I can guarantee
you that not everyone in our community is "wealthy" or rich or well-to-do.
As a municipality the board's responsibility is to provide safe working conditions for employees and
customers. Not dictate payroll. If business find that they cannot hire people at a certa in wage, they will
pay more. They don't need big brother telling them what to do.
Cameron Krueger
847-922-2009
Cam@Kruegers.com

Hirsch, Barb
Subject:

FW: Comply wit h Cook County Minimum Wage and Sick Leave Requirements - Do not
opt out

From : Beth Nyhan [mailto:bethnyhan@gmail.com]
Sent: Wednesday, June 21, 2017 4:32 PM
To: Braima n, Michael <braimanm@wilmette.com>
Subject: Comply w it h Cook County Minimum Wage and Sick Leave Requireme nts - Do not opt out

Dear Mr. Braiman ,
I am writing to inform you that I want Wilmette employers to complying with Cook County Minimum Wage and Sick
Leave Requirements. Please do not opt out.

Please share this opinion with theTrustees.
1) I voted in favor of these ordinances in referenda in 2014 and 2016 as did almost 70% of Wilmette voters. The
Trustees are elected to represent Wilmette voters.
2) I am concerned about the lack of due di ligence in assessing and evaluating the full implications of "opting out" of
these ordinances. Where is the data to support the decision?
3) I believe in the value of a living minimum wage and earned sick leave. This represents the values of our Village.

Thank you,
Beth Nyhan
2624 Blackhawk Road, Wilmette, Illinois 6009 1

1

Hirsch, Barb
Subject:

FW: Please don't Opt Out

From: Lisa Schneider Fabes [mailto:lsfabes@gmail.com]

Sent: Wednesday, June 21, 2017 5:00 PM
To: Braiman, Michael <braimanm@wilmette.com>
Subject: Please don't Opt Out

Hi Michael,
We were really disheartened to learn that Wilmette is considering opting out of the Cook County Minimum
Wage and Sick Leave Requirements. Even raising the minimum wage modestly (per the Cook County Ord.)
doesn't allow someone working 40 hours a week to make a living wage. Failing to raise the minimum wage
contributes to the increasing income inequality in our country and frankly, is the wrong thing to do.
Please share our options with the Commissioners.
Thank you.
Brian and Lisa Fabes

Hirsch, Barb
Subject:

FW: Minimum Wage Opt in/out

From: fmrtwa [mailto :ji nxmandel@gmail.com]
Sent: Wednesday, June 21, 2017 7:37 PM
To: Braiman, Michael <braim anm @wilmette.com>
Subject: Minimum Wage Opt in/out

Dear Mr. Braiman,
Please consider Opting in to the Minimum Wage increase. I was one of 70 pct of Wilmette voters who voted
yes on the referendum to raise the minimum wage. I think it is unconscionable to not raise the minimum wage
and earned sick leave. I believe the values of this Village requires us to Opt in. There have been provisions
made for teen and temp workers and for those who get tips as well as wages. I will be disappointed if our
Village Trustees don't do the right thing and Opt in to this gradual increase in the minimum wage. These wages
are for people who are bread winners not teenagers working a summer job.
Judy Mandel
President of the New Trier Democrats.
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Women Employed

June 22, 2017

Mr. Bob Bielinski
Village President
Village of Wilmette
1200 Wilmette Avenue
Wilmette, IL 60091
Re:

Minimum Wage Ordinance

;.
,...,
•r,
,...,'

x
,_

....I

~.

Dear Wilmette Village President Bielinksi,
I was raised in Wilmette and am now raising my own family in Wilmette. I am also the
incoming President and CEO of Women Employed, an organization's mission is to advance
the economic status of women. I am submitting this letter to be part of the public agenda
material for the June 27, 2017 Village Board meeting. I want to impress upon the Village
Board the importance of upholding the Cook County Minimum Wage Ordinance.
Women Employed has worked for over 40 years to promote the economic advancement of
women and remove barriers to economic equity. Our primary focus today is on the barriers
facing the millions of women still earning low wages. Low-paying jobs are growing and
workplace conditions are worsening, leaving too many without realistic chances for stability
and advancement.
Today, women are the primary or co-breadwinners in two-thirds of American families.
And women are the majority of minimum wage workers. Although the number of women
in higher-paying jobs has increased over the past four decades, most women are still
concentrated in jobs long thought of as "women's work" -clerical, hospitality, health care,
retail, food service, and housekeeping-occupations that pay less than typical maledominated jobs.
We agree with the Chicago Working Group's report that the value of the current minimum wage
has been outpaced by rising inflation, and that combined with the economic recession too many
individuals live below the poverty level. We are supportive of a Cook County increase in Illinois'
$8.25 minimum wage that reflects the fact that the cost of living in Cook County is higher than in
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the rest of the state. The Working Group noted there is a gap between a minimum wage and a
living wage, which would require $18.83 an hour to afford a two-bedroom apartment in Chicago
metro area. We support a minimum wage that is as close to a living wage as is possible.
Raising the minimum wage will improve conditions for workers, families, and businesses
here in the Wilmette and it will put more money in the hands of consumers likely to spend
in Wilmette area businesses on everyday necessities such as food, gas and rent. I urge the
Village of Wilmette Trustees to uphold the Cook County Minimum Wage Ordinance.
Sincerely,

Iliana A. Mora
Incoming President and CEO
cc: Wilmette Village Trustees

Women Employed
June 22, 2017

Mr. Bob Bielinski
Village President
Village of Wilmette
1200 Wilmette Avenue
Wilmette, IL 60091
Re:

Earned Sick Leave Ordinance

Dear Wilmette Village President Bielinksi,
I was raised in Wilmette and am now raising my own family in Wilmette. I am also the
incoming President and CEO of Women Employed, the organization that led the
Working Families Task Force which resulted in the Earned Sick Leave Ordinance in the
City of Chicago and Cook County. I am submitting this letter to be part of the public
agenda material for the June 27, 2017 Village Board meeting. I want to impress upon the
Village Board the importance of upholding the Cook County Earned Sick Leave
Ordinance.
All of us will get sick at some point, sick enough to need to stay home. Yet, in suburban
Cook County, 42 percent of workers, or about 440,000, have no paid sick days. Without
paid sick time, workers have two choices: they come to work sick because they cannot
afford to miss a day's pay or fear being fired - and can infect co-workers and the public,
such as Wilmette residents who are patrons of those businesses. Their other choice if
they or a family member cannot make it to work is to stay home and not get paid. This
affects whether they can pay their living expenses like groceries, and they can be fired
for taking a day off that they do not have.
This is particularly a problem for the lowest-wage earners who support our Wilmette
businesses, 80 percent of whom at the bottom wage quartile get no paid sick days. These
are workers in occupations like food prep and serving, and personal care, the majority of
whom are women.
Then why is a bill mandating it necessary? For the same reason we needed a child labor
law, and a minimum wage law, and occupational safety and health laws to prevent
injuries and illness. A paid sick time law would not dictate precisely how an employer's
policy should be, but merely a minimum standard so that all workers can earn some
paid sick time in Cook County, and in Wilmette.
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Even those of us who receive paid sick d ays are threatened with illness when we come
in contact with those without paid sick days who come to work sick.
•

There have been many public outbreaks of Norovirus, particularly at food
service establishments that do not provide paid sick days to employees. Over
1200 guests and workers at the Flamingo Hotel in Las Vegas suffered Norovirus
infections, and a Nevada jury imposed $25 million in damages to the hotel
because they concluded that the outbreak could have been prevented by an
appropriate sick leave policy. (Diane Verderber v. Reno Hilton Resort Corporation, et
al., 106 P.3d 134 (Nev. 2005)

•

Work attendance by infected employees is a public health issue due to contagion:
employees who attended work while infected with HlNl are estimated to have
caused the infection of as many as 7 million co-workers - and this is based on a
reasonable estimate of each infected worker only infecting one other worker
("Sick at Work: Infected Employees in the Workplace During the H1Nl
Pandemic," Robert Drago, Ph.D., Pennsylvania State University, and Kevin
Miller, Ph.D., IWPR, February, 2010.)

Where paid sick time has become law, employees earn sick time one h our at a time
based on the hours a week they work up to a maximum of 40 hours/ 5 sick days a year.
It is earned at a proportional rate based on hours worked so part-time and full-time
workers will earn different amounts. For example, it would take a full-time worker 8
weeks to earn one eight-hour sick day, and 40 weeks to earn five sick days. A part-time
worker at 20 hours a week would only earn three sick days a year.
The Cook County ordinance is moderate in its provisions in comparison to other Paid
Sick Time laws in the 3 dozen places it' s law. For example:
•

•

our ordinance allows workers to earn one hour of leave for every 40 hours
worked, while most laws allow workers to earn leave for every 30 hours
worked; and
our ordinance allows workers to accrue leave immediately but not use it until
180 days following commencement of employment, while other laws allow
u sage either 90 or 120 days following commencement of employment.

Other provisions in the ordinance:
• Sick leave that could be used for: 1) an employee's or family member's illness or
preventive care, 2) if an employee or family member is the victim of domestic or
sexual violence, or 3) if due to a public health emergency an employee's place of
business is closed or the employee needs to care for a child whose school has
been closed;
• Employees can carry over up to 20 hours of sick time to the following year. In
addition, employees who work for employers who are subject to the Family and
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•
•
•
•

Medical Leave Act (FMLA) may carry over up to 40 hours/5 days of sick time to
the following year to use for an FMLA reason.
Employers can request medical certification if an employee is off from work for
more than three consecutive days;
Employers who already have a policy that complies with the provisions of this
ordinance, such as in a PTO policy, do not need to add more time off;
Employers do not have to compensate employees for any accrued paid sick time
when the employee leaves the employer; and
Employers can discipline an employee w ho uses a paid sick day for a reason not
prescribed in this ordinance.

Paid sick time is law in more than 29 cities, five states, D. C. and Montgomery County,
MD.
Before the p aid sick days law was passed in San Francisco 10 years ago, some businesses
opposed it based on their concern that it would be a "job killer" and businesses would
move outside the city limits. However, studies done after enactment of the ordinance
showed that job growth remains stronger in San Francisco than in neighboring counties
that lack a paid sick time law

In a 2013 report of the Dish·ict of Columbia's Sick and Safe Leave Act of 2008, the DC
Auditor reported that 87.5% of businesses would not move their business from DC
because of the Act, nor did it discourage owners from establishing businesses in DC.
Since the NYC law went into effect in 2014: ("No Big Deal: Impact of NYC's PSD law on
E'ers" Center for Economic and PoliClJ Research 2016)
• 85% of employers report it has no effect on overall business costs; and
• 98 % report no known cases of abuse.
One reason for the positive impact on business where sick leave is law is that employers
rarely hire a replacement worker when an employee takes sick leave, but reassign the
work or put it on hold.
The Civic Consulting Alliance ran a cost estimate for the Chicago sick time ordinance same provisions as Cook Co. ordinance - as part of the Working Families Task Force
report, and determined the cost would be between .7 - 1.5%
•

A report on Connecticut's policy implementation shows that most employers
reassign the work- only 1.4% hire a temporary replacement (Good for Business?
Connecticut's Paid Leave Law, Eileen Appelbaum from Center for Economic and
Policy Research, and Ruth Milkman from City University of New York, March
2014.) While some employers increase the overtime of others, only about half of
employers surveyed about the law identified any implementation cost- at 2% or
less, or not worthwhile to track the increase.
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•

In a study of how San Francisco implemented its policy, in answer to the
question of whether employers hired outside replacements for workers using
paid sick days: 1.2% reported always hiring outside replacements, 7.2% reported
doing so frequently, 23.6% reported doing so rarely, and 65.6% reported that
they never hire outside replacements for this. Small firms are not unduly
burdened, as only 8.1% of employers with less than 10 employees reported
always or frequ ently hiring outside replacements for this (Snn Francisco's Paid
Sick Leave Ordinance: Outcomes for Employers and Employees, Robert Drago, Ph.D.
and Vicky Lovell, Ph.D., February, 2011, Institute for Women's Policy Research.)

Jim Lazarus, senior vice president for policy at the San Francisco Chamber of Commerce
recently told the New York Times that "most companies who instituted new sick-leave
policies in response to the law handled sick days informally, with one worker covering
for another, instead of hiring replacement labor, which has reduced costs."
In a 2014 study of Seattle's 2012 paid sick time law done by the University of
Washington 73percent of employers reported that they had one or m ore part- or fulltime employees take paid leave, and only 8 percent reported reprimanding workers for
abuse of leave. Related to that, 90 percent of employers reported that predictability of
employee absenteeism was about the same.
Some employers already offer paid sick time, but it is usually to their salaried, not their
hourly workers. No matter our occupation, we all get sick, or need to take care of a
spouse, child or family member. That's why workplace protections should not be left up
to individual employers because some people get good benefits and others get none. An
overwhelming majority of Wilmette residents, nearly 72 percent of Wilmette voters
supported the need for paid sick time. It's time that all workers are provided with some
paid sick time so that they are not faced with jeopardizing their jobs when they or family
members get sick.
Sincerely,

Iliana A. Mora
Incoming President and CEO
cc: Wilmette Village Trustees
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Hirsch, Barb
Subject:

FW: Support for Minimum Wage Increase

-----Origina I Message----From: Amy Poehling [mailto:apoehling@gmail.com]
Sent: Thursday, June 22, 2017 9:58 AM
To: Braiman, Michael <braimanm@wilmette.com>
Subject: Support for Minimum Wage Increase
It has come to my attention that the Wilmette Village Board is considering going against the w ishes of voters and
preventing a minimum wage increase. I am urging you, and the other board members, to take a stand in SUPPORT of low
wage workers and support the higher minimum wage and earned sick leave . This is the will of the voters and is simply
the right thing to do to support workers in earning enough to provide a reasonable wage.
Thank you for your consideration and for your service to our village.
Sincerely,
Amy Poehling
803 Elmwood Avenue
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Hirsch, Barb
Subject:

FW: Earned Sick Time and Minimum Wage Ordina nces

From: Louella Levey <louellalevey@gmail.com>
Date: June 22, 2017 at 9:39:49 AM CDT
To: bielinskib@wilmette.com
Subject: Earned Sick Time and Minimum Wage Ordinances
Dear Wilmette Village Board Members,
I am writing to let you you that I STRONGLY SUPPORT the Earned Sick Time and Minimum
Wage Ordinances.
In a November 2014 gubernatorial election non-binding ballot referendum, 71 % of Wilmette
voters supported a higher state minimum wage.
Workers can't live on the current minimum wage of$8.25 which means about $17,000 per year.
In a November 2016 general election non-binding ballot referendum, 74% of Wilmette voters
supported paid sick days in Illinois.
For a number of reasons, paid sick days improve community physical and economic health as
well as providing cost savings to employers and local government.
Louella Levey
726 Greenleaf Ave.
Wilmette

Hirsch, Barb
Subject:

FW: Coming up to the Wilmette Board of Trustees

From: elizabeth mccabe [mailto :brpmccabe@sbcgloba l.net]

Sent: Thursday, June 22, 2017 3:50 PM
To: Bielinski, Bob <bieli nsl<ib@wilmett e.com>; Frenzer, Tim <frenzert@wilmette.com>
Subject: Fwd: Coming up to the Wilmette Board ofTrustees

To Mr. Bielinski and Mr. Frenze1t,
This is to add my name to those who are urging you and the Village Board to OPT IN to both the Cook
County Minimum Wage Ordinance and the Earned Sick Time Ordinance. Most Wilmette residents
support these measures. Respected studies show clearly that a higher minimum wage and paid sick
leave benefit workers, employers, and the whole community. Most Wilmette residents who are wage
earners elsewhere already benefit from their employers' policies providing for higher wages and sick
leave. Why not extend those policies to people who work in the Village serving ou r needs?

Thank you for your hard work and your intelligent position on justice for all.
Betty ivkCabc 1466 Wilmette Avenue. Wilmette, lL 60091

Hirsch, Barb
Subject:

FW: Minimum wage

From: gbradio@aol.com
Date: June 22, 2017 at 12:49:11 PM CDT
To: bielinskib@wilmette.com
Subject: Minimum wage
Dear Bob,
You were voted into office to be a representative of the will of the people of Wilmette. The
people have spoken: 69% of Wilmette voters supported a 2014 advisory referendum and 70%
supported a November 2016 referendum in support of raising the minimum wage in our village
to $1 O/hour.
Do you honestly believe that you can reverse the people's vote with a stroke of a pen?!
That's not how it works in America. This is not a company; this is the government.
So some representatives of the Wilmette/Kenilworth Chamber of Commerce object. Last I
checked, Kenilwo1th is NOT Wilmette; hence, this is not their issue. The WKCOC is made up of
a few--not the numbers of people who voted for a raise in the minimum wage nor the number of
people who voted you in office to represent our wishes. Please remember that.
Uphold the people's vote for a $10 minimum wage.
Sincerely,
(Ms. ) Dell Kennedy
1315 Ashland Ave.
Sent from my iPhone
Sent from my iPhone
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Hirsch, Barb
Subject:

FW: Basic Rights for Wilmette Workers

From: Mary Watt <mhwl 117@gmail.com>
Date: June 22, 2017 at 1:28:02 PM CDT
To: bielinskib@wilmette.com, doddk@wilmette.com, kurzman j@wilmette.com, leonards@wilmette.com,
plunketts@wilmette.com, sullivand@wilmette.com, wolfj@wilmette.com
Cc: vic.doucette@gmail.com, Erin Raska <revraska@fpcw.org>
Subject: Basic Rights for Wilmette Workers

Dear Village Board,
As members of the Mission Committee of the First Presbyterian Church of Wilmette, we are
writing to urge you to support the Cook Country ordinances that were recently passed to provide
basic rights to workers and their families in our community and improve their quality of life. We
are gravely concerned with the possibility that you will opt out of these requirements, and by
doing so, deny some residents and/or other people who work in Wilmette the ability to provide
minimum support for their fami lies and have basic sick day benefits. As a congregation of faith,
we believe that we all have a moral conviction to help those less fottunate and enable them to
live valued and productive lives.
We are also concerned that were you to make the decision to opt out of either Cook County' s
provision for a minimum wage requirement or for earned sick time credit rules, you would be
choosing to ignore the voices of the residents of Wilmette which were clearly heard in recent
ballot initiatives. As you know, almost two thirds of New Trier Township voters supp01ted the
2014 non-binding referendum in supp01t ofraising the current minimum wage and a similar
number supported the 2016 advisory referendum concerning paid sick days. Since you are
elected representatives of the people of this village, we call upon you to follow the directives of
your constituents ... especially in a case like this where public opinion so strongly supports these
initiatives.
We are all fortunate to live in a community with great wealth and resources. The annual median
household income in Wilmette is $132, 110. In contrast, people who work full time at the level of
the current minimum wage make only $17,000 per year. While it is financially impossible for
most of these workers to live in our community, they still work in local businesses and deserve to
be valued and supp01ted by the rest of us.
As Christians in the Wilmette community, we believe that our faith must be lived outside the
walls of our church building and we strongly suppo1t the values of justice, courage, and
kindness. It is for this reason that we are sending this letter to you and urging that you allow the
minimum wage increases and paid sick day benefits that are scheduled to take effect in Cook
County on July 01, 2017.
Peace and Grace,
The Mission Committee of First Presbyterian Church of Wilmette
600

9th

Street

Wilmette, IL 6009 1
Committee members include: Mary Watt (chair), Beth Bishop, Bob Bobesink, Dan Chow, Lisa
D' Angelo, Nancy Freeman, Carolyn Holtermann, Greg Korak, Arny Miller, Anita Thies, Rev.
Erin Raska (Associate Pastor)
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Hirsch, Barb
Subject:

FW: I strongly support raising the minimum wage to $13 and 5 sick days per yr for
workers. Please vote NO on the opt out ordinance. Thank you! Ann McArthur Wilmette resident si nce 1970

From: Ann McAI1hu <ann-mc@comcast.net>
Date: June 22, 20 17 at 1:54:36 PM CDT
To: bielinskib@wilmette.com
Subject: I strongly support raising the minimum wage to $13 and 5 sick days per yr for
workers. Please vote NO on the opt out ordinance. Thank you! Ann McArthur
- Wilmette resident since 1970

Sent from my iPad
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Hirsch, Barb
FW: comment opposing minimum wage opt-out

Subject:

From: Jones < joneschi@eaithlink.net>
Date: June 22, 2017 at 2:29:34 PM CDT
To: bielinskib@wilmette.com, doddk@wilmette.com, kurzmanj@wilmette.com, leonards@wilmette.com,
plunketts@wilmette.com, sullivand@wilmette.com, wolfj@wilmette.com
Subject: comment opposing minimum wage opt-out
Reply-To: Jones < joneschi@earthlink.net>

June 22, 2017
Dear Wilmette Village Trustees:
I strongly suppo1t the raise in the minimum wage that has been passed by the Cook County
Board and urge the Village not to opt out.
The current minimum wage of $8.25 has been in effect since 2006. The Bureau of Labor
Statistics inflation calculator indicates that to achieve the same buying power in 2017, one would
need approximately $10.00, which happens to be the proposed new minimum. This leads me to
make several observations for your consideration:
• The proposed raise is simply a catch-up measure to bring the value of the minimum back to
where it was in 2006. If the Board opts out of this increase, it is in fact voting to endorse an
ongoing decline in the actual value of the floor for wages.
• Wilmette businesses were able to pay $8.25 in 2006-07. I am curious about which businesses
are doing so poorly that they cannot pay the equivalent wage in 2017.
It is true that there is a bump in costs when the minimum wage rises, especially after a
prolonged "dry spell." But opting out of the County action will only delay the shock for
businesses that have significant employees at the minimum wage level. The County bill phases
in a raise in several steps and then puts in place an annual adjustment to make it possible fo r
businesses to plan and budget for chai1ges in personnel costs.
• Finally, many people who call on public assistance in the form of food stamps, Medicaid and
other services are low-wage workers. Public services thus provide an indirect subsidy to
businesses as taxpayers pick up the cost of food and other necessities for those workers whose
jobs do not allow them to cover the minimum cost of living in this area. If the minimum wage
does not increase, the burden on taxpayers increases. I support the safety net, but would prefer to
see workers paid in a way that allows them to support themselves with dignity. I object to
taxpayers having to pay larger and larger de facto subsidies to businesses, regardless of the
wealth of the companies in question.
I hope you will take these points into consideration at your June 27 meeting and vote to reject the
opt-out proposal. Unfortunately, I will not be able to attend the meeting and address you in
person.

Sincerely,
Marie Jones
1058 Linden
Thi1ty year resident of Wilmette
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Hirsch, Barb
Subject:

FW: OPT IN!!

From: "Robert Savard" <rsavard@ameritech.net>
Date: June 22, 2017 at 3:56:05 PM CDT
To: <bielinskib@wilmette.com>
Subject: OPT IN!!
Hello Mr. Village President ...
This is to add my name to those who are urging you and the Village Boa rd to OPT IN to both the Cook
County Minimum Wage Ordinance and the Earned Sick Time Ordinance . Most Wilmette residents
support these measures. Respected studies show clearly that a higher minimum wage and paid sick
leave benefit workers, employers, and the whole community. Most Wilmette residents w ho are wage
earners elsewhere already benefit from their employers' policies providing for higher wages and sick
leave. Why not extend those policies to people who work in the Village serving our needs?
Be smart. Listen to us. Support the Cook County ordinances.
Bob Savard
802 Ashland Ave.
Wilmette, IL 60091
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Hirsch, Barb
Subject:

FW: Living Wage

From: Shira Eliaser [mailto:shira@alumni.stanford.edu]
Sent: Thursday, June 22, 2017 1:59 PM
To: Braiman, Michael <braimanm@wilmette.com>

Subject: Living Wage

Dear Mr. Braiman,
I want to encourage the trustees of Wilmette NOT to exempt the village from the Cook County minimum wage
and sick leave requirements. We can afford to live in our village; we can afford to be generous to those who
makes our lives and our businesses comfortable and possible. Minimally generous, at least! I stand with the
League of Women Votes on this question; I would say as much at the July 27th meeting, but I will be out of
town. Please pass my comments on to the other trustees.
Sincerely,
Shira Eliaser

Hirsch, Barb
FW: Opting Out of Cook County Minimum Wage Ordinance

Subject:

From: Rich Jones <rjaunesone@yahoo.com>
Date: June 22, 2017 at 11 :09:05 PM CDT
To: "Bielinskib@wilmette.com" <Bielinskib@wilmette.com>, "doddk@wilmette.com"
<doddk@wilmette.com>, "kurzmanj@wilmette.com" <kurzmanj@wilmette.com>, "leonards@wilmette.com"
<leonards@wilmette.com>, "plunketts@wilmette.com"
<plunketts@wilmette.com>, "sullivand@wilmette.com" <sullivand@wilmette.com>, "wolfi @wilmette.com"
<wolfi @wilmette.com>
Subject: Opting Out of Cook County Minimum Wage Ordinance
Reply-To: Rich Jones <rjaunesone@yahoo.com>
To: President Bielinski and Fellow Trustees
I am unable to attend the June 271h Board meeting on this proposal, but would like to enter the following
comments to the discussion. I am a 30-year resident and home owner who lives near Village Center and
patronizes local merchants whenever possible.

On What Side of History Will Our Village Place Itself?

Child labor laws , 40-hour work week, paid vacations, employer-provided hea lth care, and yes, minimum
wage. What do all of these have in common?
They are the fundamental protections provided to our country's work force across all sectors of our
economy: laws and regulations that have created the most prosperous and productive work force in the
world, and in recent decades have helped hundreds of millions of Americans achieve comfortable lives for
themselves and their families. Yet at each step of the way, every one of these protections was opposed
by forces who argued that our economic system would be driven to ruin should they be imposed.

Tonight, you , the Trustees, have the opportunity to decide how Wilmette wishes to be viewed in the eyes
of history. Will we be remembered as one of the wealthiest communities in the nation that on its own
volition denied workers in our community protections offered by Cook Country? Or will be remembered
as a Village that chose to ensure all those who work in our community are paid a wage that provides
protection against the slow but steady impact of inflation?
I urge you to put us on the right side of history : vote against the proposal to opt out.
Sincerely
Rich Jones
1058 Linden

Hirsch, Barb
Subject:

FW: Minimum Wage Ordinance

From: allison arden gosser [mailto:a agosser@gmail.com ]

Sent: Thursday, June 22, 2017 9:59 PM
To: Braiman, Michael <braimanm@wilmette.com>

Subject: Minimum Wage Ordinance
Dear Mr. Braiman,
I am writing to express concern regarding the issue of having the V illage of Wilmette "opt out" of the Cook County Ordinances creating
minimum wage and earned sick leave benefits for private sector employees.These Ordinances were approved by voters in New Trier
Township by a large margin.
Please know that many of us in Wilmette strongly support a fair wage and sick leave benefits for workers in our village. In addition, the
process of deciding on this type of "opt out" action should be transparent and inclusive.
Many thanks for all the Vi llage Board does.
I hope that the right decision will be made regarding this matter.
Best,
Emily Hayden

Hirsch, Barb
Subject:

FW: Conflating paid sick leave and minimum wage issues

From: Fabes, Brian [mailto:bfabes@ccachicago.org]
Sent: Friday, June 23, 2017 1:34 AM
To: Frenzer, Tim <frenzert@wilmette.com>; Bielinski, Bob <bielinskib@wilmette.com>
Cc : Lisa Schneider <lsfabes@gma il.com>; Braiman, Michael <braimanm@wilmette.com>
Subject: Conflating paid sick leave and minimum wage issues

Dear Bob and Tim,
I read the materials on the Village web site and unless I missed it (which is quite possible) the proposal for next
week's Board meeting ( 1) conflates the issues of minimum wage and paid sick leave; and (2) provides no
analysis of the rationale for mandating minimal paid sick leave for employees. It is true, as the materials on the
web site point out, that economists have debated for years the impact of minimum wage laws, and one can find
an economist who argues passionately for about any position one might want to take on minimum wage. On
balance, I find the arguments in support of higher minimum wages more compelling than those that argue
otherwise, but honest people can disagree on this.
The situation regarding paid sick leave is different. Analysis shows clearly that the economic impact on
businesses is negligible, while the positive impact on employee well-being AND on the health and safety of all
citizens is significant. Ask yourself: Do you want to eat at a restaurant where those in the kitchen are forced to
work while they are sick? I am confused as to why the Village would conflating these issues and provide no
analysis on sick leave (again, unless I missed it).
My organization staffed and led analysis for the City of Chicago's Working Families Task Force, which
eventually recommended requiring minimal paid sick leave for employees in the City of Chicago. I am happy to
review this analysis with you if that would be helpful. Whatever you do, please do not use a Chamber survey as
a substitute for good analysis. We learned in our work with the City that facts are often at odds with Chamber
surveys.
Best regards,
Brian

Brian Fabes
CEO
Civic Consulting Alliance
21 S. Clark Street, Suite 4301 I Chicago, IL 60603
312 853 9168 (tel) 1312 853 9169 (fax) I BFabes@ccachicago.org
Assistant: Michele Hallett 1312 853 91651 MHallett@ccachicago.org
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Prejzner, John
From:
Sent:
To:
Subject:

Jackie <partlyorange@gmail.com>
Monday, June 19, 2017 10:28 PM
Prejzner, John
Proposal to opt out of increase in minimum wage

Hello John,
I am against the proposal for Wilmette to opt out of the increase in minimum wage. Morally, its just wrong to
pay so far below a living wage.
I have no opinion on the proposal to opt out of paid sick leave.
Please add my comments to the record.
Thanks,
Jackie Briskin
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From: Fabes, Brian [mailto:bfabes@ccachicago.org]
Sent: Friday, June 23, 2017 11:00 AM
To: Braiman, Michael <braimanm@wilmette.com>
Cc: Lisa Schneider <lsfabes@gmail.com>; Frenzer, Tim <frenzert@wilmette.com>; Bielinski, Bob
<bielinskib@wilmette.com>
Subject: Re: Conflating paid sick leave and minimum wage issues

Mike,

Attached is the full report from the City's task force. The section on paid sick leave appears on pages 10‐
18 (unfortunately I don't have time to send just this part). In particular, the cost model, summarized in
the chart on page 18, is important. The bottom line is that total cost to employers would be between
0.7‐1.5% of base wages. Benefits, as described in the text of the section on paid sick leave, are
significant, to employees and to the general public.

Again, I'm happy to take people through this if helpful.

Brian

Brian Fabes
CEO
Civic Consulting Alliance
21 S. Clark Street, Suite 4301 | Chicago, IL 60603
312 853 9168 (tel) | 312 853 9169 (fax) | BFabes@ccachicago.org
Assistant: Michele Hallett | 312 853 9165 | MHallett@ccachicago.org

WORKING FAMILIES

TASK FORCE

Final Report

16

April 4th, 2016

EXECUTIVE SUMMARY
After passing an ordinance that will provide more than 400,000 Chicago workers with a raise over the next five
years, Mayor Emanuel launched the Working Families Task Force to identify additional reforms to strengthen the
protections in place for the city’s workers. In addition, nearly 82 percent of Chicago voters supported the adoption
of paid sick days for workers citywide via a non-binding referendum held in February 2015. The Task Force
examined three issue areas: (1) paid sick leave, (2) schedule predictability for shift workers, and (3) paid family
and medical leave. After 6 months of research, community engagement, and deliberation, the task force is
proposing a framework for expanding access to sick leave and family and medical leave while recommending
further research and discussion on schedule predictability before any legislative action is taken.
The following is a summary of Task Force recommendations:
Paid Sick Leave
The Task Force recommended a framework that would provide workers with paid sick leave while having a
nominal impact on employer costs. This proposal would:
•
Allow workers to accrue and use up to 5 earned sick days over the course of 1 year.
•
Workers would earn sick time at a rate of 1 hour earned for every 40 hours worked. This approach
ensures that employees earn and accrue sick time at a proportional rate based on hours worked.
•
Accrued sick leave could be used by new employees after an initial 6-month probationary period.
•
Allow employees to roll over up to 2.5 unused sick days to the following year.
•
Exempt employers that offer combined leave benefits such as Paid Time Off (PTO) from these
requirements as long as employees could accrue and use up to 5 days of PTO within a calendar year.
•
This framework would not require the pay out of unused sick days by the employer and it would also
exempt sick leave benefits that are negotiated as part of a collective bargaining agreement.
A cost model developed by the Civic Consulting Alliance found that this framework would lead to less than a 0.71.5% increase in labor costs for most employers.
Family and Medical Leave (FMLA)
The Task Force’s proposed framework would allow employees to bank a portion of their earned paid sick time to
use exclusively for FMLA-eligible purposes. Only companies that are subject to federal FMLA requirements and
only employees eligible for federal FMLA benefits would be qualified for this benefit. Qualified employees could
bank up to 5 days of accrued sick leave for FMLA-related purposes only (such as child birth and the treatment of
serious illnesses). In the same year as accessing banked FMLA days, employees would be allowed, at minimum,
to take up 7.5 days in a calendar year.
Scheduling Practices
Over three months, the Task Force reviewed research, data, and testimonials to better understand the impact that
scheduling practices have had on workers and their families. Existing and proposed legislation focused on a variety
of provisions that try to address the core objective of increasing stability for working families, each from different
angles. Toward that end, there was general agreement within the Task Force that efforts should be made to better
understand and reduce unwanted and harmful levels of hour unpredictability for employees – both with regard to
income levels and unpredictable schedules – while simultaneously not limiting the exercising of mutually desired
flexibility between employers and employees. However, the group believes further examination is warranted before
any legislation is proposed, given the high levels of complexity with the issue. Therefore, the task force did not
recommend any specific policy proposals to be implemented by legislation, but rather focus on continuing the
conversation with key stakeholders.
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Additional recommendations
The Task Force proposed additional recommendations to support and incentivize businesses to adopt paid leave
policies. These recommendations include creating a City recognition programs for businesses with family friendly
policies, and supporting further research into models that expand access to family leave for employees that
reduce the cost burden on employers.

2 of 38

Table of Contents
Task Force Members ........................................................................................................................... 4
Introduction.......................................................................................................................................... 5
1 - Context for Recommendations
1.1 The National Conversation .......................................................................................................... 5
1.2 The Conversation in Chicago ...................................................................................................... 6
1.3 The Importance of Stakeholder Inclusion ..................................................................................... 6
1.4 Activities of the Task Force........................................................................................................... 6
1.5 Summary of What Informed the Work of the Task Force .............................................................. 7
1.6 Framework for Deliberations Within the Task Force .................................................................... 8
2 - Paid Sick Leave
2.1 Background ................................................................................................................................ 10
2.2 Impact in Chicago....................................................................................................................... 11
2.3 Current Legislation ..................................................................................................................... 12
2.4 Expanding the Usage of Paid Sick Days toward Paid Family and Medical Leave ...................... 13
2.5 Recommendations ..................................................................................................................... 14
3 - Scheduling Practices
3.1 Background ................................................................................................................................ 19
3.2 Impact in Chicago....................................................................................................................... 20
3.3 Current Legislation ..................................................................................................................... 21
3.4 Summary of Task Force Discussion ........................................................................................... 22
4 - Additional Recommendations
4.1 Context ....................................................................................................................................... 26
4.2 Innovation – Shared Security Accounts ...................................................................................... 26
4.3 Incentives – Recognition for Family-Friendly Companies ........................................................... 28
5 - Ideas for Future Consideration .................................................................................................... 30
Additional Materials Considered by the Task Force ....................................................................... 31
End Notes ........................................................................................................................................... 37

3 of 38

TASK FORCE MEMBERS
Anne Ladky (Co-Chair)
Ameya Pawar (Co-Chair)
Donna Baggett
Robert Bruno
Will Burns
Christine Cikowski
Jason Ervin
Toni Foulkes
Rev. C.J. Hawking
Joshua Kulp
Kimberly Lightford
Derek Lindblom
Theresa Mintle
Emma Mitts
Joe Moreno
Matt O’Shea
Wendy Pollack
Ariel Reboyras
Bob Reiter
Mary Ellen Schopp
K. Sujata
Jess Terry
Latasha Thomas
Sam Toia
Tanya Triche
Tom Tunney
Art Turner

Executive Director, Women Employed
Alderman of the 47th Ward
VP, Human Resources, S&C Electric
Professor of Labor and Employment Relations, University of Illinois
Alderman of the 4th Ward
Owner/Chef, Honey Butter Fried Chicken
Alderman of the 28th Ward
Alderman of the 16th Ward
Arise Chicago
Owner/Chef, Honey Butter Fried Chicken
State Senator of the 4th District
Vice President and Chief of Staff, 7Wire Ventures
President and CEO, Chicagoland Chamber of Commerce
Alderman of the 37th Ward and Chairman of the Committee on License and Consumer Protection
Alderman of the 1st Ward and Chairman of the Committee on Human Relations
Alderman of the 19th Ward
Sargent Shriver National Center on Poverty Law
Alderman of the 30th Ward and Chairman of the Committee on Public Safety
Secretary-Treasurer, Chicago Federation of Labor
Senior Vice President and Chief Human Resources Officer, Rush University Medical Center
President and CEO, Chicago Foundation for Women
HR Director, Roundy’s (Mariano)
Former Alderman of the 17th Ward
President, Illinois Restaurant Association
Illinois Retail Merchants Association
Alderman of the 44th Ward and Chairman of the Committee on Special Events, Cultural Affairs and Recreation
State Representative of the 9th District

Support provided by:
Mayor’s Office:

Michael Negron

Matt Fischler

Pedro Pedroza
Civic Consulting Alliance:

Antonio Benecchi

Steven Shaw

Alfonso de Hoyos-Acosta

Daniel Comeaux
The Task Force thanks the following individuals for their input:

Susan Lambert, Associate Professor, The University of Chicago School of Social Service Administration

Jesse Lava, Director of Policy, Chicago Department of Public Health

Donna Leavitt, Division Manager, San Francisco Office of Labor Standards Enforcement

Dr. Lisa Masinter, Medical Director, Chicago Department of Public Health

Peter Norlander, Assistant Professor of Human Resources, Quinlan School of Business, Loyola University Chicago

Matt Notowidigo, Associate Professor of Economics, Northwestern University

Liz Watson, Minority Director of Labor Policy, Committee on Education and the Workforce, United States House of Representatives
The Task Force would also like to give special thanks to the business representatives, employee and labor advocacy groups, and workers who
participated in the 14 focus groups held across the City and provided invaluable input to the committee.

4 of 38

INTRODUCTION
In June 2015, Mayor Emanuel appointed the Working Families Task Force to investigate the issues facing
working families in Chicago and to ensure that they have the rights and protections they need to have a fair shot
at the middle class. Toward that end, the Mayor instructed the Task Force to develop recommendations for
expanding access to earned sick time, fair scheduling practices, and parental leave for working families in
Chicago. To ensure that the recommendations consider a wide range of perspectives, the Mayor appointed a
broad range of members representative of many groups including employee advocacy organizations, business
advocates, employers, and elected officials.

1 – CONTEXT FOR RECOMMENDATIONS
1.1 – The National Conversation
In the aftermath of the 2008 recession, there has been a national conversation about the implications of the
recovery on the middle class and the reduction of upward mobility. Such discussions have happened in the context
1
2
of a long-term declining of the national manufacturing employment base, a proliferation of lower-wage jobs, a shift
3
from full-time employment to part-time jobs (see Exhibit 1), and an increasing bifurcation between high pay and
4
benefits for part of the workforce and lower salaries and limited or no benefits for others. This bifurcation has had a
disproportionate impact on low-wage households, leading to a growing number of working families facing greater
financial and occupational instability.
Municipalities and states across
the country have begun to take
steps to address this growing
trend. Discussed and implemented
solutions have ranged widely in
scope, from increases in the
minimum wage to research
identifying best practices on how
the employer-employee
relationship can and should evolve
in this new economy. One topic
that has repeatedly emerged is that
employees’ access to benefits –
such as paid sick leave, paid family
and medical leave, and work
schedule predictability – have a
direct impact on stability for
households and businesses.
Debates on these topics have
animated politics and public conversations. The number of legislative initiatives is growing at the local, state, and
federal levels. In many cases, the policy discussion has led to concrete actions, both in the public and private
sectors. In recent months, prominent employers nationwide have announced policy changes, including:


The McDonald’s Corporation announced in April 2015 that it would raise wages and offer paid time off
5
(PTO) to employees at its company-owned stores;
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In June 2015, Chipotle expanded access to its benefits, so that hourly employees now have access to
6
tuition reimbursements, paid sick days, and paid vacation;
In August 2015, Abercrombie & Fitch announced that it would end using the practice of “on-call shifts” for its
7
employees;
Starbucks Coffee recently announced that it would end its irregular scheduling in order to improve stability
8
and consistency in hours worked.

More recently, the federal government announced that, from now on, all employees of federal contractors must be
9
provided with paid sick leave. Indeed, President Obama has placed a strong focus on promoting these discussions
10
highlighting this suite of issues at a White House Summit on Working Families in June 2014, and advocating for
11
the expansion of a host of paid leave policies in early 2015.
1.2 – The Conversation in Chicago
In the midst of the national conversation on workplace benefits, businesses, workers, and organizations in Chicago
have begun to engage on issues facing working families. During the summer of 2014, Chicago’s Minimum Wage
Working Group considered and debated proposals to increase the City’s minimum wage, ultimately recommending
12
that the City gradually raise the minimum wage to $13 per hour, a recommendation which the Chicago City
13
Council reviewed and enacted. During its deliberations, however, the Working Group also acknowledged that the
minimum wage alone would not address the hardships that thousands of Chicago residents face each day; among
other issues, the Working Group recognized the importance of paid sick leave and paid family and medical leave,
and recommended that efforts be made to study ways to expand access to both. This is an issue that has been
addressed in different ways by city actors. In 2011, Mayor Rahm Emanuel announced that the City would expand
14
st
access to maternity and paternity leave among its own employees. In 2014, Ald. Joe Moreno (1 ) and Ald. Toni
th
Foulkes (15 ) put forward a paid sick time ordinance as part of the Earned Sick Time coalition’s broader effort to
15
expand access to paid sick leave in Chicago. And in a non-binding referendum held in February 2015, nearly 82
16
percent of voters supported the adoption of paid sick days for workers citywide. Based on the referendum and the
recommendation of organizations and city council members, in June 2015 the Mayor empaneled a Working
Families Task Force to study these issues, seeking a balance between the needs of employees and the concerns of
employers.
1.3 – The Importance of Stakeholder Inclusion
The members of the Task Force were drawn from a wide range of organizations and groups – business owners
and representatives, trade associations, worker advocates, academics, and City and State elected officials – to
ensure that as many diverse perspectives as possible could be heard and included, knowing that many
stakeholders play a role in these issues. In addition, the Task Force made an aggressive effort to engage workers
and employers of all sizes and industries from across the city, as well as national subject matter experts.
From the outset and throughout the Task Force’s deliberations, members of the Task Force were encouraged to,
and did, provide resources, research, and opinions on each of the issues under considerations.
1.4 – Activities of the Task Force
Over a timeframe of approximately 8 months, the Working Families Task Force met 3 times as a plenary group.
To fulfill its goal of delivering a set of recommendations to Mayor Emanuel, the Task Force:




Met to discuss the issues in three different subcommittees, each of which met four to five times;
Engaged in an extensive public engagement process including 14 focus groups with employers,
employees, and advocates at 9 locations throughout the City;
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Heard testimony from academics, policy experts, and representatives from cities and other jurisdictions
that have implemented some of the discussed policies;
Reviewed a substantial collection of reports, articles, and issue overviews, including:
- Evaluation studies of existing and proposed policies;
- Recent actions taken by major corporations with regard to these policies;
- Arguments by those in favor and those opposing action on these issues;
- Analyses of the broader economic context for working families and employers in the United
States;
- Public health implications of the proposed policies;
Analyzed and discussed relevant data, including:
- Breakdowns of Chicago’s workforce and economy as compared to peer cities and the national
average;
- Macroeconomic trends in the jurisdictions where the discussed policies have been implemented;
- A cost model built to estimate the potential impacts of paid sick days;
Compared and contrasted existing legislation on these policy issues in other cities, states, and countries;
Debated the merit and content of possible recommendations, taking all of the input described above into
account.

1.5 – Summary of What Informed the Work of the Task Force
Over the course of the fourteen focus groups, which were held across the city – from Uptown to Washington
Heights, from Austin to the Loop – the Task Force engaged with dozens of employees and business owners of
different sectors and sizes. While the experiences of both groups are of course too varied to be completely captured
in this report, a number of consistent themes emerged.
The focus groups with employees brought attention to the disparity – independent of sector or company size –
between workers who have access to benefits, especially paid sick time, and those who do not. Employees who
have benefits were able to speak to the positive impact they had on their and their family’s well-being.
On the other hand, workers who do not have the same access are routinely confronted with difficult choices, such
as going to work sick or foregoing a day’s compensation; which, for low-wage and part time workers, represents a
significant – and often indispensable – portion of their income. In several cases, workers reported being
disciplined, and in some cases even threatened with termination, when not showing up for work due to illness.
The Task Force also heard from many employees who described the challenges that a lack of benefits and
unpredictable schedules can impose, such as:








High levels of stress, due both to unpredictable job schedules and the potential for discipline and/or
termination based on factors outside the control of the employee (e.g. the illness of a child);
Negative impacts on physical well-being caused by being forced to work while sick or injured;
Being unable to pursue further educational attainment or training;
Challenges related to working fewer hours than they needed to support their families or were promised,
especially given the rising cost of living;
An inability to maintain a second job, even when working only part-time; moreover, since part-time jobs
are less likely to offer benefits, even workers that cumulatively worked full-time hours (or more) per week
sometimes were left without access to benefits;
Difficulty in maintaining consistent childcare arrangements, and instead being forced to rely on lastminute arrangements with friends, family, neighbors, or even, in the case of one employee, a child’s 12year-old relative.
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The Task Force heard from employers – both large and small and across sectors – who have taken different
approaches to offering benefits, from those who provided none to those who provided comprehensive suites
including paid sick leave, vacation, retirement, and predictable schedules. Those employers who do not currently
offer access to benefits, as well as business associations, voiced concern about the potential impact of any
mandated leave policies or scheduling regulations. Some employers, such as a retailer based on Chicago’s West
Side, as well as a restaurant owner with establishments in the City’s outlying wards, suggested that offering such
benefits was simply not economically feasible, either due to the challenges of the current business climate, the
economics of their industry, their location, or the skill-level of their employees. The most common concerns
included:









Increased wage costs, and the potential for unintended
consequences, such as the reduction of working hours for
employees that some employers adopted as a consequence of
the mandated higher minimum wage;
The increased administrative burden of providing benefits due
to additional compliance tracking and reporting;
The broader context of what federal and local government
mandates are already requiring from businesses (e.g. the City’s
minimum wage increase, the County’s sales tax hike, the
Affordable Care Act, and the increase in City property taxes),
as well as the combined impact of these policies on the
regional business climate;
Local implementation would widen the disparity with respect to
competition with suburban businesses, and add complexity to
those businesses managing locations both within and outside
of Chicago;
A broad concern about potential abuse of any new benefits by
employees.

From employers who do offer some, or all, of the benefits under
discussion, the Task Force heard numerous lessons learned from
implementation, as well as the impact such policies have had.
Businesses of widely varying sizes and industries (ranging from an
insurance office with five staff, to a restaurant operator with more than
ten locations in Chicago, to a multinational retail chain with hundreds of
thousands of employees) provide a range of benefits to their
employees. In a competitive hiring environment, these employers
considered having paid sick leave and paid family and medical leave
policies as a competitive advantage on retention and recruitment. Even
among those businesses that do offer benefits, however, many made a
distinction between hourly and salaried workers, or between full- and
part-time employees, in the scope of benefits they provided. Reasons
for this distinction were varied, but some employers expressed that
they viewed full-time and salaried workers as a better target for
investment by the company.
Employers who offer these benefits were, on the whole, less concerned
about any potential policy actions, although they did express a desire
that any potential regulatory action not increase administrative
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Expert Testimony
Expert Testimony. The Task
Force also heard testimony
from academics, policy
experts, and public officials.
The academics, including two
economists and a nationally
recognized expert on
scheduling practices, voiced
some of the same concerns
expressed by employers in
the focus groups regarding
costs and complexity. They
also recognized that there are
employers around the country
proactively addressing the
unpredictability of work
schedules. The policy
experts, including officials
from the Chicago Department
of Public Health, raised the
issue of the societal costs of
the status quo. And the public
officials, including an
administrator from San
Francisco and a staffer in the
United States House of
Representatives, gave color
on the impact these policies
have had on employees, as
well as roadblocks to
implementation and
unintended consequences of
policy actions.

complexity for existing policies. Many employers in this group did not report experiencing any abuse, across all
types of benefit policies, while others indicated that abuse, when it existed, was relatively insignificant. Finally, the
Task Force heard from some employers who said that they thought that the provision of these benefits was simply
the right thing to do, and that their decision to do so was less economic than moral.
1.6 – Framework for Deliberations within the Task Force
From the outset, the Task Force was not intended to draft or recommend legislation. Instead, the Task Force
aimed to capture the input of a wide range of stakeholders, and to focus its discussions on general principles for
employers and policy makers to embrace and study further, rather than the specific policy details required for
implementation.
There was an overall agreement that any provision would be preferably implemented at the highest level of
government possible to limit the complexity of dealing with multiple levels of regulations, different regulations for
the same entity operating in different geographies, and to ensure an equal playing field with businesses operating
in neighboring geographies.
In deliberating, there was substantive and spirited discussion among the Task Force members; however, on
certain issues, the Task Force could not reach a uniformly shared consensus. The recommendations laid out
reflect the consensus reached by a significant majority of Task Force members, and a summary of concerns
discussed.

9 of 38

2 – PAID SICK LEAVE
2.1 – Context
Paid sick leave policies, also known as earned sick leave, provide workers with the ability to take time off when
they are too sick to work, or if they need to provide care to a sick family member. These policies help families
economically by preventing lost income due to illness, and also mitigate the negative effects on public health.
Studies suggest that paid sick leave reduces health care costs by promoting usage of primary and preventive
care instead of emergency services. Earned sick leave policies encourage individuals to take advantage of
17
preventative service – individuals are 40% more likely to obtain the flu vaccine, 16% more likely to use
18
outpatient services, 20% less likely to use the ER,
and more likely to have a mammogram, pap smear,
19
and a regular doctor’s visit. In addition, several
studies have found that workers who come to work
sick generally experience twice the number of heart
20
related health incidences and were the primary cause
of 70% of norovirus outbreaks, the most common
21
related food-borne illness. Further, paid sick leave
policies have been associated with reducing the
22
spread of illness, sending fewer sick children to
23
24
school, and reduced occupational injuries.
Some employers argue that these policies generate
benefits for the employer by improving retention,
reducing absenteeism, and improving productivity at
work.
Access to paid sick leave provided by employers on a voluntary basis has increased in the US in recent years,
25
rising from 50% in 1992 to 61% in 2015, but there is a significant divide in terms of who gets paid sick leave and
who does not. In particular, while 82% of management and professional occupations have access to paid sick
leave, only 40% of service occupations do so. Much lower access to the same benefits is provided to part-time
26
workers.
As a result, millions of American workers are
going to work sick. In many employment
situations, employees face pressure to work
even while contagious, either because of the
threat of disciplinary action by their employer,
or because they simply cannot afford to take
unpaid time off.
Recent surveys and polls have indicated that
there is popular support for a change to the
status quo. In addition to the non-binding
referendum in the City of Chicago discussed
above, national surveys have indicated that a
significant majority of Americans believe that
earned sick leave is an important benefit for
27
both employees and employers.
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2.2 – Impact in Chicago
According to one study, 42 percent of private-sector workers in Chicago, or roughly 460,000 people, do not have
access to paid sick days. Such workers are predominantly low-wage – more than three quarters of Chicago
workers earning less than $20,000 per year lack access to paid sick days. In contrast, roughly half of employees
earning between $20,000 and $35,000 have access to paid sick days, and four fifths of workers who earn more
than $65,000 per year have access.
Disparities in access also exist by occupational category. In Chicago, between 70-80% of employees in service
sector occupations (e.g. food preparation and service, personal care and service) do not have access to paid sick
days. Additional industrial sectors where employees have limited access to sick leave include construction (71%),
28
transportation and material moving (56%), maintenance and cleaning (56%), and production (53%).
The Task Force’s focus groups provided insights into the benefits and challenges of paid sick leave policies. As
discussed previously, employees consistently considered earned sick leave as their most important priority, not
only for personal use but also to care for dependents. Those employees that currently lack access to paid sick
leave indicated that they have and will continue to work while sick, due both to their inability to afford the loss of
income and fear of reprisals from employers. When employees took unpaid time off due to illness, they were
sometimes required to provide a doctor’s note. This requirement was said to present logistical and financial
barriers, particularly when required for absences of only one to two days. Employees also reported instances of
being disciplined, varying from fewer scheduled hours to the termination of their employment.
As discussed previously, from the employers’ perspective, the Task Force heard from both those that do not offer
paid sick leave and those that do. Employers that do not offer paid sick leave expressed reticence on a number of
themes identified in the overarching concerns discussed above (e.g. costs, administrative complexity, and
potential abuse). Some indicated that they simply could not offer it due to economic factors. Others did not offer
certain benefits as part of collective bargaining agreements with their workforce.
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In contrast, employers that do offer paid sick leave did so for various reasons, including to improve staff retention
in a competitive employment environment and to reduce the likelihood that employees would show up to work
sick. Many employers did indicate, however, that the division between paid sick time and vacation time may not
be necessary. Instead, they provide a combined paid time off policy, which they have found to address both the
issues surrounding complexity and limiting the potential for abuse. As discussed above, the Task Force also
heard numerous examples of different treatment for salaried vs. hourly employees – in particular, salaried
employees were much more likely to receive paid sick leave than hourly employees.
2.3 – Current Legislation
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At least 145 countries ensure access to paid sick days for short- or long-term illnesses, with 127 providing a week
29
or more annually, through a combination of government programs and mandates on employers. In the United
States, by contrast, there is no such national requirement – proposed legislation exists (H.R. 932, the Healthy
Families Act) but has not been enacted into law. Instead, legislative action in the United States has taken place at
the state and municipal level. Over the last decade, more than 20 cities, five states, and one county have passed
legislation that mandates sick leave (see Exhibit 5 for a sample of municipal and state laws).
Currently, there is no Illinois law requiring private employers to provide their workers sick leave, paid or unpaid,
although many employers do grant it as an employee benefit. In 2015, Sen. Toi Hutchinson introduced SB1836,
the Healthy Workplace Act, to require paid sick leave statewide. Its provisions include:




All employees who work in Illinois would have the ability to earn paid sick leave;
The hours would begin to accrue at the commencement of employment and could be used 120 days
following commencement of employment;
For every 30 hours worked the employee would accrue one hour of earned sick time, up to a maximum of
30
56 hours (or 7 standard work-days) of paid sick time during a 12 month period.

As previously discussed, there has also been proposed legislation in Chicago. The 2014 ordinance introduced by
Ald. Moreno and Ald. Foulkes garnered the backing of a majority of Aldermen, and would have allowed all eligible
employees to earn one hour of sick time for every 30 hours worked, with a cap of five to nine days a year
depending on the size of their employer. The draft ordinance was not voted on, however, and so expired at the
conclusion of the previous Council term.
2.4 – Possibilities for Expanding Paid Sick Leave to Paid Family and Medical Leave
In addition to paid sick leave, a number of employee participants in the Task Force’s focus groups identified paid
family and medical leave as a critical priority for the stability of their families. When employees do not have
access to paid family and medical leave, they are often forced to choose between important family obligations,
such as caring for a newborn or an elderly parent, or going to work for the compensation necessary to support
themselves and their loved ones. Such difficult choices are likely not as common as those alleviated by earned
sick leave policies, but many Task Force members felt that they are no less worthy of consideration in public
policy discussions. The United States is the only industrialized nation without mandated paid family and medical
supports, and it is not a commonly offered benefit: nationally, only 13% of private sector employees have access
to paid family and medical leave, with the Midwest slightly lower at 12%. Moreover, workers with higher wages
are significantly more likely to have access to paid family leave: while only 5% of employees in the lowest quartile
of wage-earners have access to paid sick leave, 21% of workers in the highest quartile do. Even for unpaid family
leave, the same disparity exists, with rates of 78% and 93%, respectively, for the lowest and highest wage
31
quartiles.
Only three American states have paid parental leave in effect – California, New Jersey, and Rhode Island – while
a fourth, Washington, has enacted legislation but has yet to set a timetable for implementation. These states offer
the benefit usually through existing state temporary disability insurance programs.
Taking the focus group comments and this information into consideration, the Task Force considered the
possibility that a paid sick time policy could simultaneously increase access to paid family and medical leave. In
conjunction with an earned sick leave policy, this idea could be applied in one or both of the following two forms of
coverage. First, the eligible usages for paid sick leave could be expanded to include all FMLA-eligible usages,
including the care of a newborn, newly-adopted, or newly-placed child (for either parent, if applicable). Second,
unused time at the conclusion of the year could be maintained specifically for FMLA-eligible usages.
2.5 – Recommendations
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The Task Force reviewed research, data, and testimonials to better understand the impact paid sick leave policies
have on businesses and employees. Based on this information, the Task Force reached general consensus
among a significant majority of members on the following eight key principles regarding paid sick leave that
should be considered in future discussions by policy makers and stakeholders on the issue.
1. Employee Eligibility – An employee that completes 80 hours of work within 120 days of employment
should be eligible to accrue earned sick days from the employer.
Rationale:
Based on the discussions in the focus groups, the Task Force concluded that a uniform, easy to understand
eligibility criteria would be administratively simpler. This eligibility criterion would capture all employees who
regularly work roughly five hours per week or more for a given employer.
2. Waiting Period Before Usage – Eligible employees should begin to accrue benefits from the
commencement of employment, but should not be eligible to use earned sick leave until sometime
ranging from 120 – 180 days after the commencement of employment.
Rationale:
The Task Force wanted to respond to the concerns employers expressed in the focus groups regarding
temporary and seasonal employees, as well as new hires. However, the Task Force did not want to define
what constitutes temporary or seasonal, and instead decided to address the issue by recommending a
waiting period before usage would be allowed. By delaying usage of paid sick days until 120 – 180 days
after the commencement of employment, paid sick leave would not be available to employees traditionally
considered short-term, seasonal, and/or temporary employees.
Moreover, this waiting period would address business concerns about new employees who do not complete
their probationary period (typically 90 – 180 days), especially with regard to unsatisfactory employees
abusing any accrued paid sick time. At the same time, since accrual would still begin at the commencement
of employment, employees who do make it beyond the probationary period would thus have access to
whatever time they accrued in their first 120 – 180 days. Such a policy is also consistent with existing
legislation addressing paid sick leave in the United States.
3. Accrual Rate – Employees should earn one hour of paid sick leave per every 40 hours worked.
Rationale:
The Task Force wanted to ensure that both full- and part-time employees would have access to paid sick
time, but felt that the difference in weekly hours worked should be recognized. As such, rather than
recommending that employees be given a set number of days or hours of earned sick leave, the Task Force
concluded that pro-rating sick time based on hours worked was a reasonable solution. The
recommendation is consistent with the prevailing norm in existing legislation addressing paid sick leave in
the United States.
4. Cap for Accrued Hours – At minimum, employees should be able to earn and use up to 40 hours of paid
sick leave per year, with no differing tiers based on employer size.
Rationale:
The Task Force recognized that different employers have different economic situations, and as such
considered ways in which to distinguish between firms. However, the Task Force ultimately concluded that,
as a matter of policy recommendation, a single tier was preferable, as any tiered system would impose
undue administrative complexity and tracking; both for government and businesses, and especially with
regard to businesses that operate at or near the demarcating line.
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The Task Force concluded that 40 hours was a reasonable cap for yearly accrual, as a full time employee
would accrue roughly 40 hours, or a full work week, of paid sick time in less than a year’s time.
5. Rolling Over Unused Sick Time – Employees should, at minimum, be allowed to roll over up to 20 hours
of unused sick days at the end of the year for use in the immediate following year.
Rationale
This recommendation will ensure that employees who have accrued sick time can take advantage of
earned leave early in the calendar year if they or one of their dependents gets sick. “Use it or lose it”
policies can have an unintended incentive for employees to max out their benefits to avoid “losing” a
benefit. This roll over proposal would help avoid this incentive and ensure that a reasonable amount of
earned sick leave is available to employees at the height of flu season in the beginning of the year.
6. Rolling Over Sick Time for Paid Family and Medical Leave – Employees should be allowed to roll over,
bank, and use at minimum up to 40 hours of unused sick days at the end of the year for future (but within a
specified duration) FMLA-eligible uses, which include:





The birth of a son or daughter, and to care for the newborn child;
The placement with the employee of a child for adoption or foster care, and to care for the newly
placed child;
To care for an immediate family member (spouse, child, or parent – but not a parent "in-law") with a
serious health condition;
32
When the employee is unable to work because of a serious health condition.

Only those employers that are currently subject to FMLA requirements would be subject to this provision.
Rationale
This recommendation would provide employees with the ability to plan for major life events, such as the
birth of a child or a major surgery, by providing them with some paid family and medical leave while not
dramatically adding to costs. For example, if an employee worked full-time and accrued 40 hours over the
course of a year and used 20 of them (within the estimated ranges of average paid sick day usage on a
33
national level), they could only bank the remaining 20 hours toward FMLA-uses. Moreover, this policy
could assist in addressing the potential for employees to abuse paid sick days by eliminating the incentive
to “use or lose” benefits.
7. No Payout of Unused Accrued Sick Leave – Employers should not be obligated to pay out any hours for
accrued unused or banked sick leave.
Rationale
The Task Force concluded that ascribing a cash value to earned sick leave would pose an undue burden on
businesses (both due to additional costs and because it would require them to carry these accruing costs
on their balance sheets), and would not align with the stated reasons for providing all employees with paid
sick leave. Namely, earned sick leave would alleviate the public health concerns involved with employees
going to work while sick, as well as allow employees to avoid difficult choices between caring for sick
dependents and going to work. Neither of these would be better served by requiring sick days to be cashed
out.
8. Interaction with Existing Paid Time Off Policies – Employers that offer employees equivalent paid sick
time benefits through paid time off (PTO) policies should not be mandated to make adjustments to their
policies. Equivalent PTO policies would allow employees to accrue an equal or greater number of hours
(or days) of paid sick time per year as defined by state or local policy. If days are given up front such as
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at the beginning of each calendar year, they should be at least equal to the minimum cap for paid sick
leave accrual as defined by local or state policy.
Rationale
The Task Force did not want to require businesses that already offer such policies to change their practices,
or to impose additional burdens upon such businesses. The Task Force also heard from several employers
who offer PTO as a way to simplify the administration of benefits, and who said that any requirement to shift
back to a defined allocation between paid sick time and vacation would require them to change existing
policies, that result in a net loss of paid time off.
Concerns
The following concerns with the above recommendations were discussed and raised by some members of the
Task Force:
Cost and complexity














Employers believed that paid sick leave could increase administrative complexity by requiring new
software or processes, forcing employers to spend greater time on administration, and increase the
complexity of staffing and scheduling.
Some members preferred recommending that one hour be accrued per every 30 hours worked as a way
to align with other legislative models, while others suggested tying the accrual rate to the definition of fulltime work under the Affordable Care Act given that it may be changed legislatively in the future.
Some task force members would have preferred to create a detailed list of exclusions and definitions for
temporary, seasonal, holiday, and other non-eligible employees, in order to lower costs for employers
who rely on these occupations.
Some task force members preferred a waiting period longer than that of the recommendation, as a way to
both lower costs and incentivize employees toward longer tenures at an employer. However, several
other task force members registered concern that any waiting period would be detrimental to maintaining
a healthy workplace, and would have preferred a waiting period of 90 days or less.
Some task force members believed that any legislation – state or local – should mirror existing employer
exemptions found in minimum wage legislation, but others felt strongly that all employees who met the
hours-worked criteria should be eligible.
Some members felt that the provision on capping the amount of hours that can roll over each year at 20
was irresponsible, as it would penalize employees who did not use their sick days and make it difficult if
an extensive medical leave were required early in the following year. Moreover, they worried that such a
provision would incentivize employees to take any hours in addition to that threshold as “personal days”
at the end of the year.
Some members were concerned about not further distinguishing benefits between full and part-time
employees and would have preferred ranges based on hours of employment, while other members were
concerned about any employers being exempt from standards.

Further analysis desired



Some task force members wanted more analysis to be done on how banking paid sick time toward FMLA
uses would interact with existing PTO policies before issuing it as a recommendation.

Impact on small businesses


Some members raised concerns about a single tier having a deleterious impact on small businesses that
do not have the cash flow or the experience to implement a sick leave regime, although it was noted by
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some that the amount of revenue – rather than the number of employees – would be a more accurate
indicator of the potential for deleterious impact.
Some members were concerned about not further distinguishing benefits between sizes of businesses
and would have preferred ranges based on size of employment.

Cost Model
While considering the recommendations described above, the Task Force asked for a cost analysis to be done to
determine the recommendations’ 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:




34

Bureau of Labor Statistics data on wages in the Chicago metropolitan statistical area
35
Bureau of Labor Statistics data on the projected inflation in wages and healthcare, as well as
36
Congressional Budget Office estimates of the Consumer Price Index
37
Estimates of benefit costs to employers from the Bureau of Labor Statistics and major payroll and
38
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
39
professional services which would be between 40% to 80% of the proposed cap.

The cost of the Task Force’s proposal on banking paid sick days toward days that could be used for FMLAeligible 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 costsavings 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 (found at the end of this report).
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3 - SCHEDULING PRACTICES
3.1 Context and Background
In today’s world, flexibility is a positive attribute sought and appreciated by both employees and employers.
Indeed, flexible arrangements can be mutually beneficial – they allow employers to adjust capacity to better
respond to business and clients’ demands, and allow employees to accommodate family obligations and personal
priorities. Evidence suggests that the number of employers who provide access to flexible working arrangements
for their employees represents a significant and growing share across industries: according to the National Study
of Employers, in 2014, 82% of workers had access to time off during the workday, 45% of workers had control
40
over overtime, and 92% of workers had control over their breaks.
However, flexibility differs from unwanted, involuntary unpredictability of working schedules. Involuntary
unpredictable schedules occur when the number and/or time of work hours significantly fluctuate during the week
or month. The effects of unpredictable schedules are exacerbated when compounded with limited advance notice
of work schedules or any subsequent changes. The rise of such scheduling practices can be ascribed to several
factors, but in particular has been driven by the development of more advanced scheduling technologies which
give employers an increased ability to develop just-in-time scheduling in response to changes in business
conditions. This model can provide greater returns for employers, but at the cost of stability for employees and
their families.
Unpredictable schedules and unpredictable number of work hours are often referred to as work hour insecurity. A
fluctuating number of work hours generates high income unpredictability, making it hard for families to budget and
save. Unpredictable schedules disrupt and destabilize the well-being of workers’ families, because of difficulties in
arranging dependent care, maintaining family routines, attending school, obtaining a second job, and even staying
eligible for public assistance. Moreover, studies suggest that parents’ highly unpredictable schedules negatively
41
affect their children’s learning abilities.
The Economic Policy Institute estimated
that nationwide, 17% of the workforce has
unstable schedules, either because of
irregular/on-call shifts (10%) or
split/rotating shifts (7%). The same study
also found that women and the lowestincome workers face the most irregular
42
work schedules. Work hour insecurity
and scheduling unpredictability particularly
affect hourly shift workers, especially those
who work part time and who work in
sectors like retail, food service, and
construction. According to the Bureau of
Labor Statistics, the number of involuntary
part time workers (i.e. workers who do not
work part time by choice) increased
dramatically during the recession and still
affects significantly more Americans than
43
in the pre-recession economy. The
number of workers who were part time for economic reasons (i.e. those who would prefer full time hours but
cannot obtain them) in 2008 was 5,773,000, and in 2009, the number increased to 8,791,000 individuals. While it

19 of 38

has since declined, the number is still well above pre-recession levels: in 2014, 7,109,000 workers were part time
for economic reasons (see Exhibit 7). Of these, 1,405,000 workers were in the wholesale and retail trade industry
and 1,390,000 were in the leisure and hospitality industry (see Exhibit 8).

3.2 – Impact in Chicago
There are currently limited data on this issue specific to the Chicago area; while several local studies are
i
underway, none of these have yet been published. The Task Force would encourage that data from such
published studies be considered in any future conversations. As a proxy until such data are available, applying
the same national proportion of workers with unstable schedules (17% as defined above) to the workforce in
Chicago implies that 187,000 workers are impacted.
At a more qualitative level, discussions conducted during the focus groups highlighted that short notice and
limited predictability is the norm for workers interviewed in some industry sectors; particularly retail, food service,
and construction. In many conversations, unpredictability was discussed as inherent to a particular sector,
whether because of the businesses’ reliance on weather conditions, supplier deliveries, or other uncontrollable
factors to determine schedules. Nevertheless, the dialogue conducted in the focus groups also provided evidence
of businesses in those same sectors which successfully adopt practices that minimize work hours insecurity for
ii
their employees. Indeed, one study found that while employers do have fluctuations in the total number of staffed
hours, that variance is much less than that of a given employee in other words, the total hours were much more
predictable for employers than for employees.

i

One member of the Task Force conducted a survey of scheduling practices for Chicago fast food workers to that end – for
more information, see the study by Alison Dickson, Robert Bruno and Emily Twarog in Additional Materials Considered by
the Task Force.
ii
Study was presented as part of presentation Professor Susan Lambert gave to the Working Families Task Force.
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The Task Force heard from a number of employees and employers – from large and small firms alike – who have
productive employee/employer relationships and work to proactively address the issues caused by unpredictability
and instability. Indeed, these employers often viewed such policies as a competitive advantage in their efforts to
increase employee retention, as part of a broader perspective on their personnel as a significant asset to the
company.
By contrast, the focus groups also revealed many situations in which workers were subject to chronic
unpredictability with respect to their schedules, the number of hours worked, and their weekly income. Employees
reported instances of not being scheduled for the number of hours the employers originally quoted them at the
outset of employment. Also, employees reported instances of employers hiring new workers to take on additional
hours for the same work rather than assigning them to existing workers who would have taken them. Employees
also recounted several cases in which their requests for scheduling changes based on significant life events and
evolving responsibilities (e.g. the birth of a child or enrolling in classes) were not considered or granted. Employees
also described incidents in which they feared retaliation or were actually retaliated against as a consequence of
their request for schedule changes, or because they declined unexpected and unscheduled overtime shifts. Such
reported retaliation most often took the form of a reduction in working hours.
3.3 Current Legislation
As the issues surrounding scheduling practices are complex and interrelated, states and cities have employed a
variety of policies and regulations to address work hour insecurity and more broadly promote fair scheduling
practices. These include different combinations of provisions whose goals fall in one of the following categories:
I.

Provide employees with the ability to ask for adjustments to their schedules without discrimination or
retaliation from their employer.
- Such a provision is known as the Right to Request and allows an employee to request changes in
the terms of employment related to the number of hours, times, and days an employee is required
to work or be on call.
 Such legislation is in place in San Francisco and Vermont and has been introduced in
Illinois, Maryland, Massachusetts, Michigan, Minnesota, New York, and Oregon; as well
as at the federal level.

II.

Limit the unpredictability of schedules, as well as the consequent unpredictability of income. Such
provisions include:
- Reporting Time Pay, which provides compensation for employees who are sent home without
working or who are sent home before the end of their scheduled shift
 Such legislation is in place in California, Connecticut, Washington DC, Massachusetts,
New Hampshire, New Jersey, New York, Oregon, and Rhode Island and currently
proposed in Indiana, Maryland, and Michigan, as well as at the federal level.
-

III.

Advance Notice, which defines how far in advance an employer is required to notify an employee
of scheduled shifts. Provisions often require some level of compensation for any alterations to the
schedule after the advance notice date has passed (sometimes referred to as Predictability Pay).
 Such legislation is in place in San Francisco and has been introduced in California,
Connecticut, Indiana, Maryland, Massachusetts, Michigan, Minnesota, and Oregon, as
well as at the federal level.

Compensate employees for time in which the employee is not working but cannot reasonably be devoted
to other activities due to employer-imposed constraints. Such provisions include:
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-

Compensation for On-Call Shifts, requiring employers to pay on-call employees for a minimum
number of hours, regardless of how many hours the employee actually works.
 Such legislation is in place in San Francisco and has been introduced in California,
Connecticut, Maryland, Michigan, Minnesota, New York, and Oregon.

-

Split-Shift Pay, requiring employers to provide some level of compensation for split shifts- which is
the intervening period, exceeding one hour- that “splits” the shift that an employee is scheduled to
work during one day.
 Such legislation is in place in California and Washington DC and is currently proposed in
Michigan and Oregon; as well as at the federal level.

No legislation is in place or proposed in Chicago addressing any of these concerns. In Illinois, Rep. Will Guzzardi
introduced HB 3554 in 2015, which would address the right to request, although no action has yet been taken by
the full General Assembly.
3.4 Summary of Task Force Discussion
Over three months, the Task Force reviewed research, data, and testimonials to better understand the impact that
work hour insecurity has on workers and their families.
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Existing and proposed legislation focuses on a variety of provisions that try to address the core objective of
increasing stability for working families- each addressing a different component. Toward that end, there was general
agreement within the Task Force that efforts should be made to better understand and reduce unwanted and
harmful levels of unpredictability for employees – both with regard to income levels and unpredictable schedules –
while simultaneously not limiting mutually desired flexibility between employers and employees. However, the group
urges further examination is warranted before any legislation is proposed.
The Task Force felt that this topic was both complex and significant enough to merit further discussion and
consideration beyond the conclusion of its own work, especially given the growing discussion nationally on the
topic. As such, the Task Force has included a recommendation for further discussion and study at the end of this
section. In addition, the majority of Task Force members reached consensus on six key principles surrounding the
issue of work hour insecurity. Business organizations, subject matter experts, and policy makers should consider
these principles further in order to develop better scheduling practices that promote stability and productivity for
businesses and employees. However, several members registered concerns about the consensus recommendation
and asked that any prospective policy makers keep these concerns in mind. The concerns are reflected in the
recommendations below.
9. Right to Request – The Task Force agreed that employees should have the right to request- in good
faith- changes to their schedules without fear of retaliation or discrimination from their employer. Such
changes could include:




The number of hours an employee is required to work or be on call
The times and days when an employee is required to work or be on call
The location where an employee is required to work

While not endorsing specific provisions, the Task Force also agreed that the definition of retaliation or
discrimination in response to a request found in the proposed “Schedules that Work Act” could provide a
reasonable framework for understanding undesirable business practices. In the Act, these actions were
defined as an employer subjecting an employee to:






Discharge
Threats to discharge or demote
Suspension
Reduction in work hours
Other adverse employment action

The Task Force further agreed that employers should put forward a good faith effort to work with employees
toward accommodating their requests. A portion of the group agreed that, if the employer denies the
employee’s request, the employer should strive to provide the employee with a reason for the denial.
Rationale:
By encouraging employees and employers to engage in a dialogue, unwanted unpredictability and
uncertainty for both employees and employers can be further reduced.
In the focus groups, the Task Force heard from employees who said that they refrained from asking their
employers for schedule changes due to fears that their employers might lower their hours in response. They
were particularly concerned that the employers might perceive them as “not wanting the hours,” when in
reality these requests would have been in response to significant life events, second jobs, classes, etc.

Concerns:
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Although consensus was reached on the principle that employees should have the right to request
changes, opinions were divided on whether employers should be required to grant the request unless a
bona-fide business reason to deny the request existed. Some members argued that without employer
responsibilities, or without a requirement that reasons be provided in writing, such provisions would not
address the central problem of employers who are unwilling to work with their employees.
However, other members felt strongly that employers’ should not have to provide any reason for denying
a request, and should be under no obligation to grant any request, both due to potential difficulties in
administering such requests and the potential legal liabilities from any regulation in this area.
10. Advance Notice – The Task Force agreed that for workers who desire it, employers should strive to
provide predictable schedules when feasible, as an aspirational business best practice. A majority of Task
Force members also agreed that employers should post employee schedules with some duration of
advanced notice.
Rationale:
By providing employees with greater predictability and stability with regard to their schedules, such a
business best practice aligns with the general principle outlined above.
Some members argued that under the status quo, employers can utilize the flexibility of their employees at
no cost to themselves. In the focus groups, the Task Force heard from numerous employees with
unpredictable schedules, which posed significant difficulties for them with respect to childcare, educational
advancement, maintaining a second job, and spending time with their family. The Task Force also heard
from employers who offer varying degrees of advance notice, from four days to several weeks, while still
maintaining the flexibility and operational leeway necessary to maintain their business operations.
Concerns:
Several members felt that employers should be allowed to provide, or not provide, notice as the business
situation allows, as it is their capital and resources that are at stake in the operations of the firm. Also, even
among the Task Force members that favored requiring employers to provide employees with advance
notice, there was no consensus on the duration of such notice – discussions ranged from less than a week
to four weeks, as members attempted to balance the necessities of business operations with the costs that
such unpredictability can impose on employees. During the expert testimony, the Task Force also heard
about the potential unintended consequences of actions in this area – for example, making it harder for
employers to accommodate last-minute scheduling changes requested by employees – leading to a general
consensus that any policies should be carefully considered and evaluated before adoption.
11. On-Call Compensation and Split-Shift Compensation – The Task Force recognized the problems posed
by abuse of on-call scheduling and split-shift practices. However, as much of these problems would be
alleviated by the improvements in stability and predictability accompanying other policy changes, the Task
Force did not recommend any policies in this area. Rather, it recommended that the problems of on-call
scheduling and split shifts be kept in mind when other policy issues are considered.
12. Reporting Time Pay – A majority of the Task Force agreed that as a best practice, employers should strive
to provide some level of compensation to employees who report to work but are sent home before the end
of their scheduled shift.
Rationale:
By providing workers some level of pay for a scheduled shift, and thereby reducing the uncertainty they face
with regard to their weekly or monthly income, this recommendation aligns with the guiding goal of
increasing stability.
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In the focus groups, the Task Force heard from employees who had been sent home early from their
scheduled shifts with no compensation. Such circumstances, and the unpredictability of when they might
occur, made planning their expenses very difficult, especially for those employees who worked at low-wage
positions or were part of single-earner households. In addition, several states have longstanding policies
addressing reporting time pay.
Concerns:
The Task Force did not reach a firm consensus on the level of compensation that employers should
receive, although conversations ranged from none, to two hours, to four hours, to half of the scheduled shift.
Several members felt that, if there was no work to be done, employers should have no obligation to pay
employees, regardless of their scheduled shift. The principal reason for this objection was that if there was
no work to be done, the employer would be burdened with additional compensation costs precisely when
they could least afford it, i.e. when business was slow. However, other members noted that, in cases where
reporting time pay is in place, employers are rarely forced to make use of it, as they can often assign
employees additional tasks (e.g. inventory) rather than sending them home.
One member also noted that such policies might have unintended consequences: for example, rather than
scheduling an eight-hour shift, an employer might now schedule a four-hour shift and then ask an employee
to stay on if additional work is required.
Finally, all members acknowledged that this issue requires greater study and consideration, due to the
complexities involved, and in particular that any policy should carefully consider the distinction between
standard hourly workers and those who earn the tipped sub-minimum wage (primarily impacting those in
the full-service restaurant industry).
13. Increased Work Hours – The Task Force recognized that, for many employees who desire them,
additional hours could provide greater financial sustainability and stability to their families. Indeed, this
was not only the case for part-time employees who desired full-time work, but also true of part-time
employees who would prefer, for example, fifteen hours per week rather than seven. As such, the Task
Force encouraged employers to work with employees, and to grant them additional hours when mutually
feasible. However, the Task Force declined to recommend any policy action due to the complexities
involved in mandating that additional hours go to existing employees, including both regulatory issues and
benefit thresholds.
14. Continuing the Discussion – Because many of the policies affecting this issue are relatively novel in the
United States, the Task Force considered scheduling issues to be worthy of future consideration and study.
These issues are widespread, and seem to have significant economic implications for both employers and
employees. The Task Force therefore recommends that a group continue to discuss and analyze the
problem of scheduling unpredictability, both from a business best practice and regulatory policy perspective,
as well as how these issues could be proactively addressed). The Task Force also recommends that these
issues be taken up by groups such as the City’s Small Business Advisory Council.

25 of 38

4 – ADDITIONAL RECOMMENDATIONS
4.1 Background
In addition to the specific issues surrounding paid sick leave and scheduling practices, the Mayor asked the Task
Force to examine what might be done, more broadly, to support working families in Chicago, particularly through
non-legislative solutions including expanding access to paid family leave.
To address the issues surrounding paid family and medical leave, the Task Force initially considered the potential of
a Temporary Disability Insurance (TDI)-based family leave program for Chicago, similar to what is currently
operating in California, New Jersey, and Rhode Island. Due to costs and the perceived difficulty of establishing such
a system at the City-level at this time, the Task Force ultimately decided not to pursue this path. The Task Force
was still interested, however, in expanding access to paid parental and family leave, and subsequently considered
the idea of banking unused paid sick time for the purposes of paid family and medical leave. Since this proposal is
intertwined with that of earned sick leave, the Task Force’s recommendation on the issue has been captured above
(see section 2.5, recommendation 6).
The remainder of the Task Force’s recommendations were driven by a desire to develop innovative solutions to
the shifting nature of the workforce, as well as a desire to incentivize employers to continue to offer and expand
upon the benefits they provide to their workers. During the focus groups, the Task Force heard from numerous
employers that the primary inhibitors to greater benefit packages are costs and administrative complexity; as
such, the Task Force worked to incorporate both of these challenges into its recommendations.
4.2 – Innovation: Shared Security Accounts
Traditionally, employee benefits are tied to a worker’s current employer. However, the growth in the part-time
workforce, as well as the rise to prominence of independent contractor and freelance positions, has led to a system
in which fewer workers have job-based benefits. These developments, coupled with the growth of lower-wage jobs
that provide lower levels of benefits, has given rise to a large and increasing number of workers without access to
the benefits many employees would consider standard.
One potential solution to this emerging problem is known as a Shared Security Account (SSA). Although this
concept has not been broadly tested in the United States, an SSA is a vehicle for providing benefits that works
similarly to Social Security but can encompass a greater variety of benefits. Like Social Security, SSAs utilize an
amount of money – either based on a defined percentage or specified dollar amount – that is automatically
contributed to an account that funds some future value such as vacation time, retirement, healthcare coverage, or
other benefits.
Also similarly to Social Security, SSAs are accounts that follow workers and are not tied to jobs. While funding
details (whether paid for by employers, employees, or both) as well as administrative concerns (who should
operate and maintain the accounts) are dynamic and adjustable, the three key features of SSAs are:




Proration – ½ time of work earns ½ the benefits
Portability – accounts are tied to workers, not jobs
Universality – all workers, regardless of status (full-time, part-time, contractor, etc.) and employers should
be treated equivalently, with the only distinctions based on proportional differences in compensation and
time worked

Because of these key features, for example, if a person with an SSA worked more than the traditional 40 hours
per week across multiple jobs, her effort would be rewarded commensurately with contributions flowing into one
account that proportionally reflect her multiple places – and hours – of work.
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Recommendation
15. Studying and Piloting Shared Security Accounts – The Task Force unanimously recommends that the
City seek private and/or public funding to formally study and pilot Shared Security Accounts. The study
should have in scope:
- Eligibility – The analysis should consider the implications of a program that allows all workers to
be eligible, regardless of job status or type.
- Coverage – Benefits included in SSAs can be divided into two categories: accrual and insurance.
The Task Force recommends that the study focus only on accrual benefits.
- Funding – The study should contemplate scenarios needed to fund accrual benefits through some
combination of employee, employer, and shared employee/employer-funding options, all routed
through payroll deductions and prorated based on hours worked (based on a standard eight-hour
day, 40-hour week, and 52-week year).
Rationale:
For the eligibility provisions, universal eligibility would provide access to benefits to many employees who
are traditionally unable to access them, such as individuals who work multiple part-time jobs, or who work
short-term positions as independent contractors. Such an eligibility provision would also maximize the
pool of potential employees, providing the system with greater scale and potentially reducing per-capita
costs accordingly.
For the coverage provisions, while both accrual and insurance benefits are important to employees,
accrual benefits (e.g. paid sick leave, paid vacation leave, and matching retirement contributions) are
simpler to administer than complex insurance benefits such as health insurance. As such, an initial focus
on accrual benefits could prove more feasible.
For the funding provisions, proration allows part-time workers greater access to benefits, while still
recognizing that full-time workers have greater hours. Funding via payroll deductions would allow for
benefits accrued from multiple employers to be aggregated easily into one account.
In the focus groups, the Task Force heard from many workers who did not have access to benefits of any
kind. The reasons for this lack of benefits varied: some employees spoke of having hours reduced so that
they would not be eligible for benefits their employers offer to full-time workers; others worked multiple
part-time jobs, none of which provided benefits; and still others discussed times in which they changed
jobs and did not have benefits during the beginning of their tenure at their new workplace. Each of these
situations could potentially be addressed by the development of an SSA as described above. From an
employer perspective, SSAs would meet the common theme voiced by businesses that benefits
programs not be administratively burdensome, because the actual accounts would be housed and
managed by a third-party, not each individual business (the accounts are tied to workers, not to jobs).
Furthermore, payroll deduction is the method used to accommodate and fund a number of benefit
programs such as Social Security and Medicare, and the paid parental leave programs in California, New
Jersey, and Rhode Island.

Concerns:
The Task Force wanted to ensure that any study consider the possible interplay between SSAs and the
recently created Illinois Secure Choice Savings Program (an auto-enrolled Roth IRA plan designed to
44
address the more than two million Illinoisans without access to an employer-sponsored retirement plan),

27 of 38

in order to mitigate any negative interactions between programs that, with proper forethought, could be
complementary.
Two members voiced a preference for implementing a waiting period before workers would be eligible to
participate in an SSA program to reward employees that demonstrate a baseline level of employer loyalty.
Other members responded that this might render the program counter to its stated goals, and asked that
the study consider the implications of such a provision. Additionally, two members raised concerns over
the potential administrative costs that businesses might bear under any SSA. Finally, there was
disagreement over whether these accounts should be totally employee funded or funded through joint
contributions from the employee and employer(s).
4.3 – Incentives: Recognition for Family-Friendly Companies
The Task Force was also interested in exploring actions the City could take that might influence more businesses to
expand access to benefits among their employees. After considering a number of proposals (some of which are
outlined in Ideas for Future Consideration below), the Task Force ultimately settled on the establishment of a
recognition program for family-friendly companies.
Recommendation
16. Recognition Programs – The Task Force recommends the City support businesses deemed as family
friendly. Such companies should at minimum provide:
- Paid sick leave to all employees;
- A certain level of flexibility and predictability to its scheduling practices;
- Paid family and medical leave to all employees.
The City could offer publicity and advertising to support these businesses. Potential venues for such
publicity include:
- Showcasing organizations and its products/services at public City-sponsored events;
- Profiling businesses on the City website;
- Providing some type of media exposure (e.g. on the City’s digital billboards);
- City Council resolutions;
- Networking sessions or venture capital investment meetings for business owners and executives.
The City could also provide these businesses with exclusive access to dedicated career fairs, in order to
provide a selective venue for connecting employers and job seekers and to build a pipeline of talent to
organizations that support working families.
Rationale:
While different in scope from operational cost-savings, recognition can be a powerful incentive that
influences behavior. Moreover, through the focus groups, the Task Force heard from numerous
employers who were interested in public recognition for their existing family-friendly policies. These
employers thought that such recognition could serve as positive tools for recruiting, position their
business as a “good place to work,” and create a positive image for their customers.
Beyond publicity and advertising, the employer focus groups revealed the need for companies to have
access to talented and skilled workers, especially small companies without dedicated human resources
staff. As a result, the proposed career fairs could provide positive recognition to firms that offer these
family-friendly policies.
Concerns:
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Some members strongly believe that any recognition program, while certainly a positive for the selected
companies, would not offset the costs of expanding benefits. Other members, particularly business
associations, stressed the need for coordination so that any existing programs are not unnecessarily
duplicated or marginalized.
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5 – IDEAS FOR FUTURE CONSIDERATION
Over the course of the Task Force’s deliberations, focus groups, and discussions, several ideas emerged which,
while not necessarily within the scope of the Task Force, provide avenues the City should separately pursue as
part of its ongoing work to support businesses. In particular, the City should consider addressing these ideas
through venues such as the Small Business Advisory Council.
These ideas fall into three broad categories:
1. Streamlining City business practices – Several business environment processes and procedures were
identified where greater efficiency would reduce administrative burden for employers, such as obtaining
and renewing permits, licenses, and loading zones.
2. Utilizing discount purchasing – The City could possibly use its bulk purchasing power to negotiate
favorable terms for small businesses. Possibilities include:
- Office supplies;
- Printing and design services;
- HR services.
3. Leveraging City services – Small businesses could realize cost savings by utilizing services provided
through the City’s existing infrastructure, including:
- The City’s health insurance plan;
- Legal services;
- Benefits administration.
Enforcement
The Task Force would also like to ensure that, for any governments that take up these recommendations, they
develop and communicate plans to enforce any policies with key stakeholders including employer and employee
groups.

30 of 38

ADDITIONAL MATERIALS CONSIDERED BY THE TASK FORCE
Paid Sick Leave
Appelbaum, Eileen, Ruth Milkman, Luke Elliott, and Teresa Kroeger. Good for Business? Connecticut’s Paid Sick Leave Law. Washington, DC:
Center for Economic and Policy Research, 2014. http://www.cepr.net/documents/good-for-buisness-2014-02-21.pdf.
Boots, Shelley Waters, Karin Martinson, and Anna Danziger. Employers’ Perspectives on San Francisco’s Paid Sick Leave Policy. Washington,
DC: The Urban Institute, 2009. http://www.urban.org/sites/default/files/alfresco/publication-pdfs/411868-Employers-Perspectives-on-SanFrancisco-s-Paid-Sick-Leave-Policy.PDF.
Branche, Yolanda. Audit of the Accrued Sick and Safe Leave Act of 2008. Washington, DC: Office of the District of Columbia Auditor, 2013.
http://www.dcauditor.org/sites/default/files/DCA092013.pdf.
Cheng, David L. Recent Amendments Give California’s Sick Leave Law A Much-Needed Shot in the Arm. Chicago: Ford Harrison, 2015.
http://www.fordharrison.com/recent-amendments-give-californias-sick-leave-law-a-much-needed-shot-in-the-arm.
Chow, Michael J. Effects of a Paid Sick Leave Mandate on Massachusetts Small Businesses. Washington, DC: NFIB Research Foundation,
2012. http://op.bna.com/dlrcases.nsf/id/rsmh-9grsrg/$File/NFIB%20Report%20on%20Mass.pdf.
“Employer Costs for Employee Compensation – March 2015.” Bureau of Labor Statistics. http://www.bls.gov/opub/ted/2015/employer-costs-foremployee-compensation-march-2015.htm.
Esbenshade, JC, KM Edwards, AJ Esbenshade, VE Rodriguez, HK Talbot, MF Joseph, SK Nwosu, JD Chappell, JE Gern, JV Williams, and TR
Talbot. “Respiratory virus shedding in a cohort of on-duty healthcare workers undergoing prospective surveillance.” Infection Control and Hospital
Epidemiology 34 (2013): 373-378. doi:10.1086/669857.
Greenblatt, Alan. “Advocates Back Paid Sick Leave, But Opponents Won't Cough It Up.” NPR. May 8, 2014.
http://www.npr.org/2014/05/08/310426323/advocates-back-paid-sick-leave-but-opponents-won-t-cough-it-up.
The Healthy Families Act Fact Sheet. Washington, DC: National Partnership for Women and Families, 2015.
http://www.nationalpartnership.org/research-library/work-family/psd/the-healthy-families-act-fact-sheet.pdf.
“Healthy Families Act Mandates 56 Hours of Paid Sick Leave Annually to All Employees, Including Part-Timers.” Washington, DC: HR Policy
Association, 2009. http://www.hrpolicy.org/downloads/2009/09-67%20HFA%20memo%20v2.pdf.
Heymann, Jody, Hye Jin Rho, John Schimtt, and Alison Earle. Contagion Nation: A Comparison of Paid Sick Day Policies in 22 Countries.
Washington, DC: Center for Economic and Policy Research, 2009. http://www.cepr.net/documents/publications/paid-sick-days-2009-05.pdf.
The Likely Impact of Mandated Paid Sick and Family-Care Leave on the Economy and Economic Development Prospects of the State of Ohio.
Cleveland: The Urban Center of the Maxine Goodman Levin College of Urban Affairs at Cleveland State University, 2008.
http://engagedscholarship.csuohio.edu/cgi/viewcontent.cgi?article=1011&context=urban_facpub.
Lindemann, Danielle, and Dana Britton. Earned Sick Days in Jersey City: A Study of Employers and Employees at Year One. Piscataway, NJ:
Center for Women and Work, 2015.
Massey, Daniel. “Study’s cost of paid sick leave: $789M a year.” Crain’s New York Business. September 27, 2010.
http://www.crainsnewyork.com/article/20100927/SMALLBIZ/100929849.
Nelsen, Maxford. The Effect of Mandatory Paid Sick Leave Policies: Reviewing the Evidence. Olympia, WA: Freedom Foundation, 2014.
http://www.myfreedomfoundation.com/sites/default/files/documents/The%20Effect%20of%20Mandatory%20Paid%20Sick%20Leave%20Policies
%20-%20Reviewing%20the%20Evidence.pdf.
Opinion Poll: Small Business Owners Support Paid Sick Days, Majority Offer Benefits to Employees. Washington, DC: Small Business Majority,
2015. http://www.smallbusinessmajority.org/small-business-research/downloads/071415-National-Paid-Sick-Days-Poll.pdf.
Overview of Paid Sick Time Laws in the United States. New York: A Better Balance, 2015.
http://www.abetterbalance.org/web/images/stories/Documents/sickdays/factsheet/PSDchart.pdf.
Pichler, Stefan and Nicolas Ziebarth. The Pros and Cons of Sick Pay Schemes: Testing for Contagious Presenteeism and Shirking Behavior.
Berlin: German Institute for Economic Research, 2015. http://www.diw.de/documents/publikationen/73/diw_01.c.514633.de/dp1509.pdf
Renzulli, Kerri Anne. “H&M’s Very Un-American Vacation Policy.” Time. May 15, 2015. http://time.com/money/3858536/vacation-policy-useurope-hm/.
Romich, Jennifer, et al. Implementation and Early Outcomes of the City of Seattle Paid Sick and Safe Time Ordinance. Seattle: University of
Washington, 2014. http://www.seattle.gov/Documents/Departments/CityAuditor/auditreports/PSSTOUWReportwAppendices.pdf.

31 of 38

Saltsman, Michael. Paid Sick Leave in Connecticut: A Pilot Study of Businesses’ Responses to the Law. Washington, DC: Employment Policies
Institute, 2013. http://op.bna.com/dlrcases.nsf/id/rsmh-9grss9/$File/Employment%20Policies%20Institute%20Report-Connecticut.pdf.
Smith, Ronda. “Debate Over Mandated Paid Sick Leave Heats Up With State, Local Legislative Action.” Bloomberg BNA. March 10, 2014.
http://www.bna.com/debate-mandated-paid-n17179882701/.
State and Local Action on Paid Sick Days. Washington, DC: National Partnership for Women and Families, 2015.
http://www.nationalpartnership.org/research-library/campaigns/psd/state-and-local-action-paid-sick-days.pdf.
The White House. “Executive Order -- Establishing Paid Sick Leave for Federal Contractors.” Last modified September 7, 2015.
https://www.whitehouse.gov/the-press-office/2015/09/08/executive-order-establishing-paid-sick-leave-federal-contractors.
Widera, E, A Chang, and HL Chen. “Presenteeism: a public health hazard.” Journal of General Internal Medicine 25 (2010): 1244-1247.
doi:10.1007/s11606-010-1422-x.
Williams, Claudia, and Jeff Hayes. Access to Paid Sick Days by Place of Work in the Chicago Metropolitan Area. Washington, DC: The Institute
for Women’s Policy Research, 2014. http://www.iwpr.org/publications/pubs/access-to-paid-sick-days-by-place-of-work-in-the-chicagometropolitan-area/at_download/file.
Williams, Claudia. Paid Sick Days in Chicago Would Lower Health Care Costs by Reducing Unnecessary Emergency Department Visits.
Washington, DC: The Institute for Women’s Policy Research, 2014. http://www.iwpr.org/publications/pubs/paid-sick-days-in-chicago-would-lowerhealth-care-costs-by-reducing-unnecessary-emergency-department-visits/at_download/file.
Williams, Claudia. Valuing Good Health in Chicago: The Costs and Benefits of Earned Sick Time. Washington, DC: The Institute for Women’s
Policy Research, 2014. http://www.iwpr.org/publications/pubs/valuing-good-health-in-chicago-the-costs-and-benefits-of-earned-sicktime/at_download/file.
Wilson, FA, Y Wang, and JP Stimpson. “Universal paid leave increases influenza vaccinations among employees in the U.S.” Vaccine 32 (2014):
2441-2445. doi:10.1016/j.vaccine.2014.02.084.

Scheduling Practices
1 Million for Work Flexibility. “Work Flexibility Legislation Worldwide.” September 4, 2014. http://www.workflexibility.org/work-flexibility-legislationworldwide/.
Agbenyikey, W., R. Karasek, M. Ciufuentes, P.A. Wolf, S. Seshadri, J.A. Taylor, A.S. Beiser, and R. Au. “Job strain and cognitive decline: A
prospective study of the Framingham offspring cohort.” The International Journal of Occupational and Environmental Medicine 6 (2015): 79-94.
http://www.theijoem.com/ijoem/index.php/ijoem/article/download/534/601.
Arcury, T.A., J.G. Grzywacz, H. Chen, D.C. Mora, and S.A. Quandt. “Work organization and health among immigrant women: Latina manual
workers in North Carolina.” American Journal of Public Health 104 (2014): 2445-52. doi:10.2105/AJPH.2013.301587.
Berger-Gross, Andrew. “Rethinking “9 to 5”: Varying Work Hours in NC.” NC Commerce. December 11, 2014.
http://www.nccommerce.com/lead/research-publications/the-lead-feed/artmid/11056/articleid/22/rethinking-%E2%80%9C9-to-5%E2%80%9Dvarying-work-hours-in-nc.
Bond, James T. and Ellen Galinsky. Workplace Flexibility and Low-Wage Employees. New York: Families and Work Institute, 2008.
http://s3.amazonaws.com/zanran_storage/www.familiesandwork.org/ContentPages/2374995224.pdf.
Burgard, S.A., L. Kalousova, and K.S. Seefeldt. “Perceived job insecurity and health: The Michigan Recession and Recovery Study.” The Journal
of Occupational and Environmental Medicine 54 (2012): 1101-6. doi:10.1097/JOM.0b013e3182677dad.
Centers for Disease Control and Prevention. “Work Schedules: Shift Work and Long Work Hours.”
http://www.cdc.gov/niosh/topics/workschedules/.
CLASP. “A National Repository of Resources on Job Scheduling Policy.” http://www.clasp.org/issues/work-life-and-job-quality/schedulingresources.
Davidson, Adam. “Thinking Outside the (Big) Box.” New York Times Magazine. January 5, 2014.
http://www.nytimes.com/2014/01/05/magazine/thinking-outside-the-big-box.html.
DePillis, Lydia “The next labor fight is over when you work, not how much you make.” The Washington Post. May 8, 2015.
http://www.washingtonpost.com/blogs/wonkblog/wp/2015/05/08/the-next-labor-fight-is-over-when-you-work-not-how-much-you-make/.
Dickson, Alison, Robert Bruno, and Emily Twarog. 2015. The Shift-Work Shuffle: Flexibility and Instability for Chicago’s Chicago Fast Food
Workforce. The Project for Middle Class Renewal in the Labor Education Program at the School of Labor and Employment Relations, University
of Illinois, Urbana-Champaign.

32 of 38

Enns, V., S. Currie, and J. Wang. “Professional autonomy and work setting as contributing factors to depression and absenteeism in Canadian
nurses.” Nursing Outlook 63 (2015): 269-77. doi:10.1016/j.outlook.2014.12.014.
Fact Sheet: The Need for Fair Schedules. New York: A Better Balance.
http://www.abetterbalance.org/web/images/stories/Documents/Fair_Schedules.pdf.
Golden, Lonnie. Flexibility and Overtime Among Hourly and Salaried Workers. Washington, DC: Economic Policy Institute, 2014.
http://s1.epi.org/files/pdf/flexibility-overtime-hourly-salaried-workers.pdf.
Greenhouse, Steven. “A Push to Give Steadier Shifts to Part-Timers.” New York Times. July 16, 2014.
http://www.nytimes.com/2014/07/16/business/a-push-to-give-steadier-shifts-to-part-timers.html.
Habibi, E., S. Poorabdian, and M. Shakerian. “Job strain (demands and control model) as a predictor of cardiovascular risk factors among
petrochemical personnel.” Journal of Education and Health Promotion 4 (2015). doi:10.4103/2277-9531.154034.
Hattori, T., and M. Munakata. “Low job control is associated with higher diastolic blood pressure in men with mildly elevated blood pressure: The
Rosai Karoshi study.” Industrial Health 53 (2015):480-8. doi:10.2486/indhealth.2014-0205.
Hegewisch, Ariane, and Janet Gornick. Statutory Routes to Workplace Flexibility in Cross-National Perspective. Washington, DC: Institute for
Women’s Policy Research, 2008. http://www.iwpr.org/publications/pubs/statutory-routes-to-workplace-flexibility-in-cross-national-perspectiveb258/at_download/file.
Henly, Julia R. and Susan J. Lambert. “Unpredictable Work Timing in Retail Jobs: Implications for Employee Work-Life Conflict.” Industrial &
Labor Relations Review 67 (2014): 986-1016. doi:10.1177/0019793914537458.
Irregular Work Scheduling and Its Consequences. Washington, DC: Economic Policy Institute, 2015. http://s2.epi.org/files/pdf/82524.pdf.
Kantor, Jodi. “Working Anything but 9 to 5.” New York Times. August 13, 2014. http://www.nytimes.com/interactive/2014/08/13/us/starbucksworkers-scheduling-hours.html.
Lambert, Susan J., Peter J. Fugiel, and Julia R. Henly. Precarious Work Schedules among Early-Career Employees in the US: A National
Snapshot. Chicago: The University of Chicago, 2014. https://ssascholars.uchicago.edu/sites/default/files/work-schedulingstudy/files/lambert.fugiel.henly_.precarious_work_schedules.august2014_0.pdf.
Lambert, Susan J., and Julia R. Henly. Scheduling in Hourly Jobs: Promising Practices for the Twenty-First Century Economy. 2009.
http://www.mobilityagenda.org/home/file.axd?file=2009%2f5%2fscheduling.pdf.
Lambert, Susan J., and Julia R. Henly. Work Scheduling Study: Managers’ Strategies for Balancing Business Requirements with Employee
Needs. Chicago: The University of Chicago, 2010. https://ssascholars.uchicago.edu/sites/default/files/work-schedulingstudy/files/univ_of_chicago_work_scheduling_manager_report_6_25_0.pdf.
Lambert, Susan J., Ana Haley-Lock, and Julia R. Henly. “Schedule Flexibility in Hourly Jobs: Unanticipated Consequences and Promising
Directions.” Community, Work & Family 15 (2012): 293-315. doi:10.1080/13668803.2012.662803.
Luce, Stephanie and Naoki Fujita. Discounted Jobs: How Retailers Sell Workers Short. New York: Retail Action Project, 2012.
http://retailactionproject.org/wp-content/uploads/2012/03/7-75_RAP+cover_lowres.pdf.
Luce, Stephanie, Sasha Hammad, and Darrah Sipe. Short Shifted. New York: Retail Action Project, 2014. http://retailactionproject.org/wpcontent/uploads/2014/09/ShortShifted_report_FINAL.pdf.
Merrick, Amy. “The Flextime Blues.” The New Yorker. August 20, 2014. http://www.newyorker.com/business/currency/forcing-flexibility.
Milner, Allison, Peter Buttersworth, Rebecca Bentley, Anne M. Kavanagh, and Anthony D. LaMontagne. “Sickness absence and psychosocial job
quality: An analysis from a longitudinal survey of working Australians, 2005-2012.” American Journal of Epidemiology 181 (2015): 781-8.
doi:10.1093/aje/kwu355.
Nyberg, Solja T et al. “Job strain as a risk factor for type 2 diabetes: A pooled analysis of 124,808 men and women.” Diabetes Care 38 (2015):
2268-75. doi:10.2337/dc13-2936.
Recently Introduced and Enacted State and Local Fair Scheduling Legislation. Washington, DC: National Women’s Law Center, 2015.
http://www.nwlc.org/sites/default/files/pdfs/recently_introduced_and_enacted_state_and_local_fair_scheduling_legislation_apr_2015.pdf.
Reich, Robert. “Robert Reich: America’s ‘flexible’ economy is making workers’ lives hell.” Salon. April 21, 2015.
http://www.salon.com/2015/04/21/robert_reich_americas_flexible_economy_is_making_workers_lives_hell_partner/.
Reichert, A.R., B. Augurzky, and H. Tauchmann. “Self-perceived job insecurity and the demand for medical rehabilitation: Does fear of
unemployment reduce health care utilization?” Journal of Health Economics 24 (2015): 8-25. doi:10.1002/hec.2995.
Report on the Economic Well-Being of U.S. Households in 2013. Washington, DC: Board of Governors of the Federal Reserve System, 2014.
http://www.federalreserve.gov/econresdata/2013-report-economic-well-being-us-households-201407.pdf.

33 of 38

Scheiber, Noam. “The Perils of Ever-Changing Work Schedules Extend to Children’s Well-Being.” New York Times. August 13, 2015.
http://www.nytimes.com/2015/08/13/business/economy/the-perils-of-ever-changing-work-schedules-extend-to-childrens-well-being.html.
Smith, P.M., J.W. Frank, C.A. Mustard, and S.J. Bondy. “Examining the relationships between job control and health status: A path analysis
approach.” Journal of Epidemiology and Community Health 62 (2008): 54-6.
Stafford, Diane. “Efforts advance to stabilize the schedules of part-time workers.” The Kansas City Star. August 16, 2014.
http://www.kansascity.com/news/business/workplace/article1239255.html.
Stringer, Scott M. Families and Flexibility: Reshaping the Workplace for the 21st Century. New York: Office of the Comptroller, 2014.
http://comptroller.nyc.gov/wp-content/uploads/documents/Families_and_Flexibility.pdf.
Tabuchi, Hiroko. “Abercrombie & Fitch to End On-Call Shifts for Workers.” New York Times. August 8, 2015.
http://www.nytimes.com/2015/08/08/business/abercrombie-fitch-to-end-on-call-shifts-for-workers.html.
Unpredictable, Unsustainable: The Impact of Employers’ Scheduling Practices in D.C. Washington, DC: DC Jobs With Justice, 2015.
http://www.dcjwj.org/wp-content/uploads/2015/06/DCJWJ_Scheduling_Report_2015.pdf.
Vives, Alejandra, Marcelo Amable, Montserrat Ferrer, Salvador Moncada, Clara Llorens, Carles Muntaner, Fernando G. Benavides, and Joan
Benach. “Employment Precariousness and Poor Mental Health: Evidence from Spain on a New Social Determinant of Health.” Journal of
Environmental and Public Health 2013 (2013). doi:10.1155/2013/978656.
Watson, Liz, Lauren Frohlich, and Elizabeth Johnston. Collateral Damage: Scheduling Challenges for Workers in Low-Wage Jobs and Their
Consequences. Washington, DC: National Women’s Law Center, 2014.
http://www.nwlc.org/sites/default/files/pdfs/collateral_damage_scheduling_fact_sheet.pdf.
Watson, Liz and Jennifer E. Swanberg. Flexible Workplace Solutions for Low-Wage Hourly Workers: A Framework for a National Conversation.
Washington, DC: Workplace Flexibility 2010, 2011.
http://workplaceflexibility2010.org/images/uploads/whatsnew/Flexible%20Workplace%20Solutions%20for%20LowWage%20Hourly%20Workers.pdf.
“What's my work schedule? Employees deserve an earlier answer.” Los Angeles Times. April 21, 2015.
http://www.latimes.com/opinion/editorials/la-ed-work-schedules-two-weeks-notice-ab-357-20150421-story.html.
The White House. “Presidential Memorandum -- Enhancing Workplace Flexibilities and Work-Life Program.” June 23, 2014.
https://www.whitehouse.gov/the-press-office/2014/06/23/presidential-memorandum-enhancing-workplace-flexibilities-and-work-life-.
Work-Life Balance and the Economics of Workplace Flexibility. Washington, DC: The Council of Economic Advisers, 2014.
https://www.whitehouse.gov/sites/default/files/docs/updated_workplace_flex_report_final_0.pdf.

Parental Leave and Other Family Supports
2014 Employee Benefits: An Overview of Employee Benefits Offerings in the U.S. Alexandria, VA: Society for Human Resource Management. ,
2014. https://www.shrm.org/Research/SurveyFindings/Documents/14-0301%20Beneftis_Report_TEXT_FNL.pdf.
A Better Balance. “The Need for Paid Family Leave.” http://www.abetterbalance.org/web/ourissues/familyleave.
Aaronson, Stephanie. “What is Temporary Disability Insurance?” Washington, DC: The Institute for Women’s Policy Research, 1993.
http://www.iwpr.org/publications/pubs/what-is-temporary-disability-insurance/at_download/file.
Appelbaum, Eileen, and Ruth Milkman. Leaves That Pay: Employer and Worker Experiences with Paid Family Leave in California. Washington,
DC: Center for Economic and Policy Research, 2011. http://www.cepr.net/documents/publications/paid-family-leave-1-2011.pdf.
Avendano, Mauricio, Lisa Berkman, Agar Brugiavini and Giacomo Pasini. “The Long-Run Effect of Maternity Leave Benefits on Mental Health:
Evidence from European Countries.” (2014). doi:10.2139/ssrn.2435850.
Bartel, Ann, Charles Baum, Maya Rossin-Slater, Christopher Ruhm, and Jane Waldfogel. California’s Paid Family Leave Law: Lessons from the
First Decade. 2014. http://www.dol.gov/asp/evaluation/reports/PaidLeaveDeliverable.pdf.
Berger, Lawrence, Jennifer Hill, and Jane Waldfogel. “Maternity leave, early maternal employment, and child health and development in the US.”
The Economic Journal 115 (2005): F29-F47. doi:10.1111/j.0013-0133.2005.00971.x.
Cain Miller, Claire. “When Family-Friendly Policies Backfire.” New York Times. May 26, 2015. http://www.nytimes.com/2015/05/26/upshot/whenfamily-friendly-policies-backfire.html.
Capital Associated Industries. “How Providing Child Care Can Benefit Your Company As Well As Your Employees.” http://blog.capital.org/howproviding-child-care-can-benefit-your-company-as-well-as-your-employees/.

34 of 38

Chatterji, Pinka, and Sara Markowitz. “Family leave after childbirth and the mental health of new mothers.” Journal of Mental Health Policy and
Economics 15 (2012): 61-76. http://www.ncbi.nlm.nih.gov/pubmed/22813939.
Childcare Aware of America. “Parents and the High Cost of Child Care.” http://www.usa.childcareaware.org/advocacy/reportsresearch/costofcare/.
Davis, Aaron. “D.C.’s 16-week family leave plan would be most generous in U.S.” The Washington Post. October 5, 2015.
https://www.washingtonpost.com/local/dc-politics/dc-could-become-best-place-in-us-to-have-a-baby-get-sick-or-haveparents/2015/10/05/0277c3ae-6b30-11e5-aa5b-f78a98956699_story.html.
Dagher, Rada, Patricia McGovern, and Bryan Dowd. “Maternity leave duration and postpartum mental and physical health: Implications for leave
policies.” Journal of Health Politics, Policy and Law 39 (2014): 369-416. doi:10.1215/03616878-2416247.
Daku, Mark, Amy Raub, and Jody Heymann. “Maternal leave policies and vaccination coverage: a global analysis.” Social Science & Medicine
74 (2012): 120-124. doi:10.1016/j.socscimed.2011.10.013.
Elmer, Vickie. “The economic case against extended maternity leave.” Quartz. November 5, 2013. http://qz.com/143780/the-economic-caseagainst-extended-maternity-leave/.
Expecting Better: A State-by-State Analysis of Laws that Help New Parents. Washington, DC: National Partnership for Women & Families, 2014.
http://www.nationalpartnership.org/research-library/work-family/expecting-better-2014.pdf.
Expecting Better: Updates to the Third Edition. Washington, DC: National Partnership for Women & Families, 2014.
http://www.nationalpartnership.org/research-library/work-family/expecting-better-updates-to-the-third-edition.pdf.
Fact Sheet #28: The Family Medical Leave Act. Washington, DC: United States Department of Labor, 2012.
http://www.dol.gov/whd/regs/compliance/whdfs28.pdf.
FAMILY Act Fact Sheet. Washington, DC: National Partnership for Women & Families, 2015. http://www.nationalpartnership.org/researchlibrary/work-family/paid-leave/family-act-fact-sheet.pdf.
Family Friendly Work. “Child Care.” http://www.familyfriendlywork.org/child-care.html.
Gault, Barbara, Heidi Hartmann, Ariane Hegewish, Jessica Milli, and Lindsey Reichlin. Paid Parental Leave in the United States: What the Data
Tell Us about Access, Usage, and Economic and Health Benefits. Washington, DC: Institute for Women's Policy Research, 2014.
http://www.iwpr.org/publications/pubs/paid-parental-leave-in-the-united-states-what-the-data-tell-us-about-access-usage-and-economic-andhealth-benefits/at_download/file.
Ghei, Nita. “The Argument Against Paid Family Leave.” August 4, 2009. http://www.newsweek.com/argument-against-paid-family-leave-78741.
Hanauer, Nick, and David Roff. “Shared Security, Shared Growth.” Democracy. Summer 2015. http://www.democracyjournal.org/37/sharedsecurity-shared-growth.php?page=all.
Heymann, Jody, Amy Raub, and Alison Earle. “Creating and using new data sources to analyze the relationship between social policy and global
health: The case of maternity leave.” Public Health Reports 126 (2011): 127-134. http://www.ncbi.nlm.nih.gov/pubmed/21836745
Houser, Linda, and Thomas P. Vartanian. Pay Matters: The Positive Economic Impacts of Paid Family Leave for Families, Businesses and the
Public. New Brunswick, NJ: The Center for Women and Work, 2012. http://smlr.rutgers.edu/paymatters-cwwreport-january2012.
“Illinois Public Act 098-1150: Illinois Secure Choice Savings Program Act.” http://www.ilga.gov/legislation/publicacts/98/PDF/098-1150.pdf.
Investing in Our Families: The Case for Family Leave Insurance in New York and the Nation. New York: A Better Balance, 2013.
http://abetterbalance.org/web/images/stories/Documents/familyleave/FLI2013.pdf.
Maag, Elaine. “Simplifying Child Care Tax Benefits.” Forbes. April 16, 2013. http://www.forbes.com/sites/beltway/2013/04/16/simplifying-childcare-tax-benefits/
Make, Jared. “The FAMILY Act – A Long Overdue Investment in Our Families.” A Better Balance.
http://www.abetterbalance.org/web/blog/entry/FAMILYAct.
Marz, Michael. “Can a Business Write Off Childcare for Employees?” The Houston Chronicle. http://work.chron.com/can-business-write-offchildcare-employees-16377.html.
Maternity, Paternity, and Adoption Leave in the United States. Washington, DC: Institute for Women's Policy Research, 2013.
http://www.iwpr.org/publications/pubs/maternity-paternity-and-adoption-leave-in-the-united-states-1/at_download/file.
Model Paid Family Leave Statute. New York: A Better Balance, 2010.
http://www.abetterbalance.org/web/images/stories/Documents/familyleave/modellaws/PaidLeaveStateStatute_June2010.pdf.
National Conference of State Legislatures. “State Family and Medical Leave Laws.” http://www.ncsl.org/research/labor-and-employment/statefamily-and-medical-leave-laws.aspx#2.

35 of 38

National Partnership for Women & Families. “Paid Family and Medical Leave: An Overview.” http://www.nationalpartnership.org/researchlibrary/work-family/paid-leave/paid-family-and-medical-leave.pdf.
National Partnership for Women & Families. “State Paid Family Leave Laws.” http://www.nationalpartnership.org/research-library/workfamily/paid-leave/state-paid-family-leave-laws.pdf.
Ogbuanu, Chinelo, Saundra Glover, Janice Probst, Jihong Liu, and James Hussey. “The effect of maternity leave length and time of return to
work on breastfeeding.” Journal of Pediatrics 127 (2011): e1414-e1427. doi:10.1542/peds.2010-0459.
Paid Family and Medical Leave: An Overview. Washington, DC: National Partnership for Women & Families, 2015.
http://www.nationalpartnership.org/research-library/work-family/paid-leave/paid-family-and-medical-leave.pdf.
Report of the Family Medical Leave Insurance Taskforce. Connecticut Family Medical Leave Insurance Taskforce, 2014.
https://ctpcsw.files.wordpress.com/2013/09/fmli-taskforce-report-final.pdf.
Rossin, Maya. “The effects of maternity leave on children's birth and infant health outcomes in the United States.” Journal of Health Economics
30 (2011): 221-239. doi:10.1016/j.jhealeco.2011.01.005.
Rossin-Slater, Maya, Christopher Ruhm, and Jane Waldfogel. The Effects of California’s Paid Family Leave Program on Mothers’ Leave-Taking
and Subsequent Labor Market Outcomes. Cambridge, MA: National Bureau of Economic Research, Working Paper Series, 2011.
http://www.nber.org/papers/w17715.pdf.
Ruhm, Christopher. “Parental Leave and Child Health.” Journal of Health Economics 19 (2000): 931-960.
https://libres.uncg.edu/ir/uncg/f/C_Ruhm_Parental_2000.pdf.
Ruhm, Christopher. “Policy Watch. The Family and Medical Leave Act.” Journal of Economic Perspectives 11 (1997): 175-186.
doi:10.1257/jep.11.3.175.
State of Illinois. “Section 100.2196: Employee Child Care Assistance Program Tax Credit (IITA Section 210.5).”
http://www.ilga.gov/commission/jcar/admincode/086/086001000B21960R.html.
Steel, Emily. “Netflix Offers Extended Maternity and Paternity Leave.” New York Times. August 5, 2015.
http://www.nytimes.com/2015/08/05/business/netflix-offers-expanded-maternity-and-paternity-leave.html.
Tanaka, Sakiko. “Parental leave and child health across OECD countries.” The Economic Journal 115 (2005): F7-F28. doi:10.1111/j.00130133.2005.00970.x.
Tax Policy Center. “Taxation and the Family: How does the tax system subsidize child care expenses?” http://www.taxpolicycenter.org/briefingbook/key-elements/family/child-care-subsidies.cfm.

36 of 38

End Notes
1

“Employment, Hours, and Earnings from the Current Employment Statistics survey (National),” Bureau of Labor Statistics,
http://data.bls.gov/timeseries/CES3000000001.
2

The Low-Wage Recovery: Industry Employment and Wages Four Years into the Recovery (New York: National Employment Law Project,
2014), http://www.nelp.org/content/uploads/2015/03/Low-Wage-Recovery-Industry-Employment-Wages-2014-Report.pdf.
3

Nick Timiraos, “Elevated Level of Part-Time Employment: Post-Recession Norm?” The Wall Street Journal, November 12, 2014,
http://www.wsj.com/articles/post-recession-legacy-elevated-level-of-part-time-employment-1415808672.
4

“Selected Measures of Household Income Dispresion: 1967 to 2014,” United States Census Bureau,
http://www.census.gov/hhes/www/income/data/historical/inequality/Table%20IE-1.pdf.
“Who has benefits in private industry in 2012?,” U.S. Bureau of Labor Statistics, , http://www.bls.gov/opub/btn/volume-1/who-has-benefits-inprivate-industry-in-2012.htm
5

Candice Choi, “McDonald’s gives workers raises, paid time off at company-owned stores,” San Jose Mercury-News, April 1, 2015,
http://www.mercurynews.com/business/ci_27829443/mcdonalds-gives-workers-raises-paid-time-off-at.
6

Ron Ruggless, “Chipotle to expand benefits to hourly employees,” Nation’s Restaurant News, June 5, 2015, http://nrn.com/hrtraining/chipotle-expand-benefits-hourly-employes.
7

Hiroko Tabuch, “Abercrombie & Fitch to End On-Call Shifts for Workers,” New York Times, August 8, 2015,
http://www.nytimes.com/2015/08/08/business/abercrombie-fitch-to-end-on-call-shifts-for-workers.html.
8

Jodi Kantor, “Starbucks to Revise Policies to End Irregular Schedules for Its 130,000 Baristas,” August 14, 2015,
http://www.nytimes.com/2014/08/15/us/starbucks-to-revise-work-scheduling-policies.html.
9

“Executive Order -- Establishing Paid Sick Leave for Federal Contractors,” The White House. last modified September 7, 2015,
http://www.whitehouse.gov/the-press-office/2015/09/08/executive-order-establishing-paid-sick-leave-federal-contractors.
10

“Remarks by President Obama at the White House Summit on Working Families,” The White House, last modified June 23, 2014,
http://www.whitehouse.gov/the-press-office/2014/06/23/remarks-president-obama-white-house-summit-working-families-june-23-2014.
11

“Why Our Economy Needs Paid Leave,” The White House, last modified January 15, 2015,
http://www.whitehouse.gov/blog/2015/01/15/heres-what-president-announced-today-about-paid-leave.
12

A Fair Deal for Chicago’s Working Families: A Proposal To Increase the Minimum Wage (Chicago: Minimum Wage Working Group, 2014),
http://www.cityofchicago.org/content/dam/city/depts/mayor/general/MinimumWageReport.pdf.
13

“City of Chicago Minimum Wage,” City of Chicago, http://www.cityofchicago.org/city/en/depts/mayor/supp_info/minimum-wage.html.

14

“Mayor Emanuel Announces City’s First Maternity Leave Policy,” City of Chicago, last modified September 7, 2011,
http://www.cityofchicago.org/city/en/depts/mayor/press_room/press_releases/2011/september_2011/mayor_emanuel_announcescitysfirstmat
ernityleavepolicy.html.
15

“Record#: O2014-1511,” City of Chicago Office of the City Clerk,
http://chicago.legistar.com/LegislationDetail.aspx?ID=1676457&GUID=421BE801-37E2-43D6-96EF-6A41668985F4.
16

“On-Line Election Results,” Chicago Board of Elections, http://www.chicagoelections.com/en/wdlevel3.asp?elec_code=10. To access
referenced results, select “Paid leave for workers” from the dropdown menu.
17

F.A. Wilson, Y. Wang, and J.P. Stimpson, “Universal paid leave increases influenza vaccinations among employees in the U.S.,” Vaccine 32
(2014): 2441-5, doi:10.1016/j.vaccine.2014.02.084.
18

W.K. Cook, “Paid sick days and health care use: an analysis of the 2007 national health interview survey data,” American Journal of
Industrial Medicine 54 (2011):771-9, doi: 10.1002/ajim.20988.
19

LA Peipins, A Soman, Z Berkowitz, and MC White, “The lack of paid sick leave as a barrier to cancer screening and medical care-seeking:
results from the National Health Interview Survey,” BMC Public Health 12 (2012): 520, doi:10.1186/1471-2458-12-520.
20

J.E. Ferrie, M. Kivimäki, M.J. Shipley, G. Davey Smiht, and M. Virtanen, “Job insecurity and incident coronary heart disease: The Whitehall II
prospective cohort study,” Atherosclerosis 227 (2013): 178-81, doi:10.1016/j.atherosclerosis.2012.12.027.
21

“Preventing Norovirus Outbreaks,” Centers for Disease Control and Prevention, http://www.cdc.gov/vitalsigns/norovirus/index.html.

22

J Li, GS Birkhead, DS Strogatz, and FB Coles, “Impact of institution size, staffing patterns, and infection control practices on communicable
disease outbreaks in New York State nursing homes,” American Journal of Epidemiology 143 (1996): 1042-1049,
http://aje.oxfordjournals.org/content/143/10/1042.long.
23

Robert Drago and Vicky Lovell, San Francisco’s Paid Sick Leave Ordinance: Outcomes for Employers and Employees, Washington, DC: The
Institute for Women’s Policy Research, 2011, http://www.iwpr.org/publications/pubs/San-Fran-PSD/at_download/file.

37 of 38

24
Abay Asfaw, Regina Pana-Cryan, and Roger Rosa, “Paid sick leave and nonfatal occupational injuries,” American Journal of Public Health 102
(2012): 59-64, doi:10.2105/AJPH.2011.300482.
25

Robert W. Van Giezen, “Paid leave in private industry over the past 20 years,” Bureau of Labor Statistics,
http://www.bls.gov/opub/btn/volume-2/paid-leave-in-private-industry-over-the-past-20-years.htm.
26

“Economic News Release: Table 6. Selected paid leave benefits: Access.”

27

Robert P. Jones, Daniel Cox, and Juhem Navarro-Rivera, Economic Insecurity, Rising Inequality, and Doubts About the Future: Findings
from the 2014 American Values Survey (Washington, DC: Public Religion Research Institute, 2014), http://publicreligion.org/site/wpcontent/uploads/2014/11/PRRI-AVS-with-Transparancy-Edits.pdf.
28

Claudia Williams and Jeff Hayes, Access to Paid Sick Days by Place of Work in the Chicago Metropolitan Area (Washington, DC: Institute
for Women's Policy Research, 2014), http://www.iwpr.org/publications/pubs/access-to-paid-sick-days-by-place-of-work-in-the-chicagometropolitan-area/at_download/file.
29
Everyone Gets Sick. Not Everyone Has Time to Get Better (Washington, DC: National Partnership for Women & Families, 2010),
http://go.nationalpartnership.org/site/DocServer/Paid_Sick_Days_Briefing_Book_4_25.pdf?docID=6441.
30

“Bill Status of SB1836: 99th General Assembly,” Illinois General Assembly, last modified October 10, 2015,
http://www.ilga.gov/legislation/BillStatus.asp?DocNum=1836&GAID=13&DocTypeID=SB&SessionID=88&GA=99.
31

“Employee Benefits Survey,” The Bureau of Labor Statistics, http://www.bls.gov/ncs/ebs/benefits/2014/ownership/civilian/table32a.htm.

32

“The Family and Medical Leave Act,” United States Department of Labor, http://www.dol.gov/whd/regs/compliance/1421.htm.

33

Ross O. Barthold and Jason L. Ford, Paid Sick Leave: Prevalence, Provision, and Usage among Full-Time Workers in Private Industry
(Washington, DC: Bureau of Labor Statistics, 2012), http://www.bls.gov/opub/mlr/cwc/paid-sick-leave-prevalence-provision-and-usage-amongfull-time-workers-in-private-industry.pdf.
34

“OES Research Estimates by State and Industry.” Bureau of Labor Statistics. March 25, 2015.
http://www.bls.gov/oes/2014/may/oes_research_estimates.htm.

35

Sean P. Keehan et al., “National Health Expenditure Projections, 2014–24: Spending Growth Faster Than Recent Trends,” Health Affairs,
doi:10.1377/hlthaff.2015.0600; “Employer Costs for Employee Compensation News Release,” Bureau of Labor Statistics, last modified June
10, 2015, http://www.bls.gov/news.release/archives/ecec_06102015.htm.
36

The Budget and Economic Outlook: 2014 to 2024 (Washington, DC: Congressional Budget Office, 2014),
http://www.cbo.gov/sites/default/files/cbofiles/attachments/45010-Outlook2014_Feb.pdf.
37

“2014 Tax Changes,” ADP, http://www.adp.com/~/media/SBS/2014_Tax%20Changes.ashx.

38

“US employment tax rates and limits for 2014.” EY. Last modified January 2014. http://www.ey.com/Publication/vwLUAssets/EYUS_Employment_Tax_Rates_and_Limits_for_2014/$FILE/EY-Payroll-Perspectives-November.pdf.

39

Ross O. Barthold and Jason L. Ford, Paid Sick Leave: Prevalence, Provision, and Usage among Full-Time Workers in Private Industry
(Washington, DC: Bureau of Labor Statistics, 2012), http://www.bls.gov/opub/mlr/cwc/paid-sick-leave-prevalence-provision-and-usage-amongfull-time-workers-in-private-industry.pdf.
40

Kenneth Matos and Ellen Galinsky, 2014 National Study of Employers, (Alexandria, VA: Society for Human Resource Management, 2014),
http://familiesandwork.org/downloads/2014NationalStudyOfEmployers.pdf.

41

Leila Morsy and Richard Rothstein, Parents’ Non-Standard Work Schedules Make Adequate Childrearing Difficult, (Washington, DC:
Economic Policy Institute, 2015), http://www.epi.org/files/pdf/88777.pdf.
42

Lonnie Golden, Irregular Work Scheduling and its Consequences, (Washington, DC: Economic Policy Institute, 2015),
http://www.epi.org/files/pdf/82524.pdf.
43

“Labor Force Statistics from the Current Population Survey,” Bureau of Labor Statistics, http://data.bls.gov/timeseries/LNS12032194.

44

Sally Ho, “Quinn signs small-business retirement plan bill into law,” Chicago Tribune, last modified January 4, 2015,
http://www.chicagotribune.com/news/local/politics/ct-quinn-retirement-benefits-met-20150104-story.html.

38 of 38

Prejzner, John
From:
Sent:
To:
Subject:

Trudy Gibbs <trudygibbs28@gmail.com>
Monday, June 19, 2017 5:09 PM
Prejzner, John
Opt out ordinance for Wilmette workers

John, I am interested in the rationale behind the opt out. Has a study of the potential impact of the ordinance in Wilmette
been done by the Chamber? I assume the impetus for the opt-out ordinance is based on financial facts. I plan on
attending and learning why it would be that workers in Wilmette do not need a better living wage.
Trudy Gibbs

1

Hirsch, Barb
Subject:

FW: Minimum Wage Issue

From: John Nash < johnnash.homes@gmail.com>
Date: June 19, 2017 at 9:45:44 AM CDT
To: "Braiman, Michael" <braimanm@wilmette.com>

Subject: Minimum Wage Issue
Reply-To: JohnNash.Homes@gmail.com
Hi Mike,
I would like to pass on to the trustees that I favor staying with the Cook County raise in the
minimum wage and not opting out of it. Thanks

John, www.JohnNashHomes.com

John Nash
Broker Associate, J.D., e-PRO
SOTHEBY'S REALTY, www.sothebysrealty.com
Mailto:JohnNash.Homes@gmail.com
847-256-5825--office landline

If you know someone considering a move, I would love you to refer them to me.
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Hirsch, Barb
Subject:

FW: Minimum Wage and Sick leave

From: Jane Perrin <sethsaramom@gmail.com>
Date: June 18, 2017 at 10:09:23 AM CDT
To: braimanm@wilmette.com
Subject: Minimum Wage and Sick leave

Dear Mr Braiman
I am very much in favor of the increased minimum wage and sick leave for low wage earners. It
is inhumane not to provide sick leave, and not to provide enough money for someone to exist on.
I would be disappointed, and even embarrassed of our community, if we did not support these
two important issues for fellow human beings.

Sincerely yours,

Jane Penin
1424 Maple Ave,
Wilmette, IL 6009 1
847-256-1860
Resident of Wilmette since 1995
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Hirsch, Barb
Subject:

FW: Email from business for Bob Bielinski

From: Julie Yusim [mailto:julie@wilmettekenilworth.com)
Sent: Wednesday, June 21, 2017 1:36 PM
To: Braiman, Michael <braimanm@wilmette.com>
Subject: Email from business for Bob Bielinski

Dear M ike,
Please pass this email along to Bob Bielinski from one of the businesses supporting the Ordinance to Opt Out of the Cook
County minimum wage and paid leave mandates. She provides detailed information about the way the Cook County
mandates will negatively impact her medical practice.

Julie Yusim, Executive Director
Wilmette/Kenilworth Chamber of Commerce
351 Linden Ave, Wilmette 60091
847-251-3800
***Please note that the chamber's new email address is julie@wilmettekenilworth.com and
info@wilmettekenilworth.com. Please update our contact information.***
From: Laura Saleh [ma ilto:lasaleh60@gmail.com]

Sent: Wednesday, June 14, 2017 10:45 AM
To: Julie Yusim <julie@wilmettekenilworth.com>
Subject: Fwd: Cook County New Law Requiring Paid Sick Leave and Minimum Wage!
Hi Julie,
I am forwarding this information I received from another small medical office. As I read it, if a business has multiple
locations, unless all locations have opted out then they must comply with the new law. For example, We also have a
Glenview office so we would be bound by the law even if Wilmette opts out.
I am sorry that I had another commitment last night and could not attend the meeting. It is disturbing to have all the
"anti" residents, most I would assume have never attempted to run a small business and have no idea of the increasing
rules and regulations we all must follow and the costs that are related to tho se. I ag ree that we pay nobody under
$15/hr when hired and most of my employees due to the fact that they have worked for many years fo r us earn over
$20/hr, even for jobs that have a minimum of a high school degree as a requirement. Add to t his law t he cost of insu ring
my employees in a small business and those two things make it difficult to keep my bottom line in check. I am also
concerned that I may no longer be able to run my own payroll and may need to hire a payroll service which would cost
an additional 4-6% of my payroll each pay period, as I try to maintain compliance.
Feel free to forward this on to other board members. Please let me know when the next meeting is and I w ill do my best
to be in attendance. Just more Big Brother moving in and soon the American small business dream will no longer be
susta inable.
Regards,

1

Laura A Sa leh, R.N.
Practice Manager
North Shore Associates in Gynecology and Obstetrics, S.C.
(W)847-475-1224
(F) 847-475-0150
---------- Forwarded message---------From: Jan Johnson <drdunkjj @msn.com>
Date: Tue, Jun 13, 2017 at 4 :09 PM
Subject: Fwd: Cook County New La w Requiring Paid Sick Leave and Minimum Wage !
To: John Knaus <jknaus007@gma il.com>, "Marko Jachtorowycz (E-mail)" <marko.j@me.com>, Laura Knaus
<laura mknaus@gmail.com>, Laura Saleh <lasaleh60@gmail.com>

Sent from my iPhone
Begin forwa rded message:
From: Leslie Day <lday@myprecisionhr.com>

Date: June 13, 2017 at 2:10:45 PM CDT
To: <drdunkj j@msn.com>
Subject: Cook County New Law Requiring Paid Sick Leave and Minimum Wage!
Reply-To: Leslie Day <lday@myprecisionhr.com>

Yiew this email in your browser

Chicago and Cook County Employers Must Provide
Paid Sick Leave & Minimum Wage to $10.00
Both Cook County and Chicago enacted ordinances requiring fo r the first time that employers provide paid
sick leave to their employees. Almost all employers must modify some part or all of their existing policies
to comply. So please, review the requirements below and compare with your cu rrent benefits. You must
provide at least as required below. You can provide a higher benefit, but not a lesser or later
accrued/earned benefit.
Effective: July 1, 2017
Employers:
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All employers with a physical location in Cook County or Chicago, or outside companies who must hold a
Chicago business license. No minimum size.
Employees:
Must have worked for the employer for 80 hours in a 120 day period.
Accrual:
•

ALL employees accrue one hour for every forty (40) hours worked to a maximum of 40 hours
accrued in a benefit year.
o

Even if you provide 5 days for a year, the timeframe that the employee receives the
availability must be at least as soon as the law requires. Pay that is earned later in the
year is not satisfactory. Under this mandatory accrual system, full time employees will
have earned the 40 hours by September each year, and it would be earned even earlier
if the employee works a lot of overtime.

•

ALL part-time employees are eligible for the accrual
o

Even temporary and seasonal employees must accrue paid sick leave. The only
exceptions are if an employee works so few hours that they are excluded. That is, if the
employee does not work at least 80 hours in a 6 month period (average of about 2
hours per week), or if they work less than 2 hours in an 80 hour two week pay period. If
the employee works at least 80 hours in a 6 month period but does not work at least 2
hours in any specific pay period, then the employee does not accrue hours in that pay
period. But the employee may accrue the pay in a subsequent pay period if they work
more hours.

•

Maximum amount of sick pay used (paid out) in a 12-month period is five days (40 hours).

Benefit Year:
This 12-month period is July 1, 2017 - June 30, 2018 or from the date after hire that the employee works
the required 80 hours in 120 days. New hires after July1 st would have this anniversary date moving
forwa rd.
Companies can also "front load" sick days and provide five days (40 hours) upfront at the beginning of the
year - on July 1, 2017 for the 2017 year and every July 1st moving forward, or your current benefit year.
These "front loaded" days cannot be "earned" from the prior year or period, but must be provided before
they were due.
No Pay Requirement:
Unused earned sick pay hours are not required to be paid at the end of employment.
Increments:
Companies may elect to establish a policy where the minimum increments for an employee using accrued
paid time off cannot exceed four hours per day. Companies ca n limit the amount of sick time used per
incident to this amount, and not allow 1h hour late call-ins or 2 hour leave-early sick pay, as examples.
New Hires:
•

New hires must start accruing paid sick time right away (from date after hire).

•

The company can establish a policy that restricts when the employee can USE the paid sick pay
for a maximum of 180 days following their hire date (6 months).
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o

Short term or seasonal employees who work for less than 180 days would never have a

o

Rehired employees cannot be required to repeat the 180 day waiting period if they had

chance to use the pay, and this is acceptable.
a break in service that is less than 120 days.
•

New hires would have their "benefit year" be from their hire date to anniversary date each yea r,
unless they work for a covered employer outside of Cook County and begin to do work in Cook
County at a later date , which would begin their benefit year.

Carryover:
The carryover rules are based on whether the company is subject to the Family Medical Leave Act
(FMLA):
1.

Less than 50 employees (Non-FMLA eligible)
1.

The carry-over amount is Yi of the earned sick pay balance at the end of the benefit

2.

year.
Employees can carry over 20 hours of paid sick leave to the next 12-month "benefit
year" period , but are still restricted to using only 40 hours in the 12-month period . This
is called "ordinance restricted" carry over.

2.

50 employees or more (FMLA eligible)
1.

The carry-over amount is Yi of the earned sick pay balance at the end of the benefit
year. Employees can carry over 20 hours of paid sick leave to the next 12-month period.
This is called "ordinance restricted carry over)(same as a & b above)

2.

In addition the employee can carry-over an extra 40 hours in the 12-month benefit year
period (total of 60 hours). This is not 1/2 of the remaining amount, but the full amount of
remaining accrued pay. These 40 hours can only be used for FMLA qualified absences .
These additional 40 hours are called "FMLA restricted" carry over.

Salaried exempt employees: The accrual should be based on their normal workweek. (Ex: If your full-time
employees work a minimum of a 40 hour week, then the exempt employees should accrue one hour of
paid sick leave for every 40 hours worked. The exempt employees would not earn more even if they
worked over 40 hours in any week).
Tipped employees: They must be paid at least minimum wage when they are paid out for the sick pay.
The minimum wage is raised to $10.00 per hour.
Employees can use the sick pay for these absences:

•

Employee's physical or mental illness or injury

•

Medical care, treatment diagnosis or preventative care or if recuperating from the same

•

Victim of domestic abuse

•

Victim of sexual violence of stalking

•

Business is closed for that day/hours due to a public health emergency

•

Employee's family member is physically or mentally ill or injured

•

Family member is victim of domestic abuse, or sexual violence of stalking

•

Employee's child's school or place of care is closed due to a public health emergency

Poster:
Must provide a copy of the county generated poster on July 1st, at new-hire eligibility and annually
thereafter, AND have it posted at your facility.
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Ordinance Does Not Apply in Some Cities!!
Some cities in Cook County have "opted-out" of the Ordinance, so that the Ordinance w ill not apply.
However, to have this apply, the company must have all employers work in the city, and any employees
working in other Cook County cities may delete the opt-out. This change was added in the May 25th final
rules.
These cities are listed below effective 6/2017:
Alsip
Arlington Heights
Barrington
Bartlett
Bedford Park
Bellwood
Berkeley
Bridgeview
Buffalo Grove
Burbank
Burr Ridge
OesPlaines voted to follow the ordinance
East Hazel Crest
Elgin
Elk Grove
Elmwood Park
Evergreen Park
Glenview
Hanover Park
Harwood Heights
Hillside
Hickory Hill
Hoffman Estates
Homewood
Justice
Lynwood
Maywood
Mount Prospect
Niles
Norridge
Northbrook
Oak Forest
Oak Lawn
Orland Hills
Orland Park
Palatine
Palos Heights
Palos Park
River Forest
River Grove
Riverside
Rolling Meadows
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Rosemont
Schaumburg
South Barrington
Streamwood
Summit
Tinley Park
Western Springs
Wheeling

We have created excel spreadsheets that you can use to accrue the
sick pay and manage the usage and carry over. You can access
• these spreadsheets,
• a more thorough summary of the law and
• mandatory posters
on our webpage at: http:ljwww.precisionpayroll.com/cook-county-additional-resources/
Or, if you wish to add sick accruals into your payroll system, contact
your Payroll Specialist.
For more information, contact Leslie Day at lday@myprecisionhr.com
or 630-785-2205, or Cori Koskela at ckoskela@myprecisionhr.com or
630-812-2392.
Thank you for being a Precision Payroll of America client!!

Sponsored by

Copyright© 2017 news@precisionpavroll.com. All rights reserved.
you are a client of Precision Payroll of America

Our mailing address is:
news@precisionpayroll.com
1901 S. Meyers Rd . Ste 310
Oakbrook Terrace, IL 60181
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Hirsch, Barb
FW: Opt Out of Ordinance (02016-2678)

Subject:

From: Doug Stein <dstein@kashianbros.com>
Date: June 19, 2017 at 9:02:36 AM CDT
To: "bielinskib@wilmette.com" <bielinskib@wilmette.com>
Subject: Opt Out of Ordinance {02016-2678)

I am the owner of Kashian Bros Flooring in Wilmette. My company has been located in Wi lmette since

1910.
I just became aware of the ordinance for paid sick leave. This ordinance would be very detrimental to
my company.
We currently provide paid holidays & 2 weeks of vacation. We used to offer paid sick days, but we found
that this created a situation where employees felt free to not show up on Fridays all summer. It became
difficult to schedule work.
Once we eliminate sick days- our unplanned days off dropped dramatically.
I am also concerned about the amount of extra paperwork required to keep track of these new
requirements. While it might look good on paper- I now have to keep track of all sorts of things to
remain in compliance. I am not even sure how I can keep track of the hours worked in the city.
Please -OPT OUT OF SICK PAY ORDINANCE.
This would be one more reason to move to Lake County.
Sincerely,
Douglas W. Stein
Kashian Bros
1107 Greenleaf Avenue
Wilmette, IL 60091
Phone(847) 251-1200

Fax (847) 251 - 1232
Email: dstein@kashianbros.com
www.KashianBros.com
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From:
To:
Date:

ckek816@aol.com
Braiman, Michael
Thursday, June 15, 2017 8:31:00 PM

Dear Mr. Braiman,
I am a Wilmette resident, and have learned that the Village Board has introduced an Ordinance, to be

voted on June 27th, to “Opt Out” of the Cook County Ordinances creating minimum wage and
earned sick leave benefits for private sector employees in Cook County. While I understand that
the Village Board wishes to accommodate the Wilmette Chamber of Commerce, I trust that it will
not subvert the will of the voters of New Trier Township, who approved the Ordinances by a large
margin. There are many reasons why this was the right thing to do, but I do not believe I
need enumerate them to the Board at this time. The voters who elect the Village Board have
spoken as to what they wish the Board to do. I hope and trust that the Board will honor that vote.
Sincerely,
Carole Kagan
212 4th Street

From:
To:
Subject:
Date:

dalewatt@gmail.com on behalf of Dale Watt
Braiman, Michael
Opt-out on Cook County ordinances
Wednesday, June 14, 2017 12:31:51 PM

Dear Mike,
Hi! I'm a Wilmette resident writing to you to urge you to share this with the Village Board:
please do not opt out of the Cook County minimum wage and earned sick leave ordinances.
These policies will make Wilmette a better place and a better community. Voters supported
these policies and the Board should too. Thank you for your time.
Best,
Dale Watt
Chilton Lane

Prejzner, John
From:
Sent:
To:
Subject:

rodneyrchicago <rodneyrchicago@gmail.com>
Monday, June 19, 2017 2:59 PM
Prejzner, John
Min Wage Ordinance

Mr. Prejzner
For the record: I ask that the Village not opt out of the Cook County ordinance. As a parent of a teen old
daughter, I ask that you consider the 'everyday person' who helps with high touch work for our community.
She has one of her first jobs at the Centennial Aquatics Center and while I don't want her to become dependent
on earned income, the customer service jobs at Centennial are demanding when dealing with hot neighbors and
their families trying to get into the pool. Further, she is able to work with peers and be part of the Village.
The current minimum wage of $8.25 puts her at an immediate disadvantage of her peers in Chicago and will
motivate her to find a summer job in Chicago vs. rely on a lower wage in Wilmette.
I am sure that the business owners of Kenilworth and Wilmette will all agree that they need entry level people
to further their business in the Village. The ordinance seems to be written to only think about the owners, and
not the new workers who are starting their first jobs.
As you will see on Nextdoor, many teens will babysit, walk dogs and do gardening work at much higher wages
than what they can earn from businesses in the Village. Wilmette should provide an equal playing field with
our neighboring villages/towns and keep our talent in our community and provide and opportunity for entry
level jobs.
Thank you very much.
Myron Robinson
1224 Washington Ave Wilmette
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From:
To:
Subject:
Date:

Julia Kohn
Braiman, Michael
Upcoming vote to opt out of Cook Cty. minimum wage?
Thursday, June 15, 2017 10:11:22 PM

Dear Mr. Braiman,
I have seen discussion online surrounding a possible upcoming vote to opt out of Cook County
minimum wage and sick leave standards. If this is the case, I would like you to share my
strong disapproval with the Board of Trustees. I strongly believe that all people have a right to
a living wage and sick leave.
I would like to share the American Medical Association's support of paid sick days as a public
health measure: there is "a growing body of evidence that lack of access to paid sick leave
results in the spread of infectious diseases" that affect public health beyond just the individual
who is forced to work while sick. (https://www.ama-assn.org/ama-recognizes-public-healthbenefits-paid-sick-leave)
Opting out of Cook County's minimum wage and sick leave ordinances would be unjust and
harmful to the community that I love. Thank you for sharing my concerns with the Board.
Julia Kohn
1619 Walnut, Wilmette

Prejzner, John
From:
Sent:
To:
Subject:

Braiman, Michael
Friday, June 23, 2017 11:15 AM
Prejzner, John
FW: Minimum Wage/Sick Leave

This email as well as the policy brief: http://irle.berkeley.edu/files/2017/Seattles‐Minimum‐Wage‐Experiences‐2015‐
16.pdf
From: Jeff Axelrod [mailto:jeff@theaxelrods.com]
Sent: Friday, June 23, 2017 10:54 AM
To: Braiman, Michael <braimanm@wilmette.com>
Subject: Minimum Wage/Sick Leave

Dear Mr. Braiman:
I have learned more about this issue, which was thrown on us residents at the last minute, despite that these
ordinances have long been law. I am outraged at the process with which this opt-out ordinance was brought to
the meeting's agenda without the opportunity for advance public discussion.
Our town needs to use its wealth with compassion and do the right thing because it's right, not only because it's
good for the economy. I am also very upset about the Village's selective presentation of studies. Please include
this just-published UC Berkeley study in the materials and make sure all of the Trustees are presented with it in
their briefing materials for the upcoming Tuesday meeting.
I'm also worried about misinterpretation of the Chamber's survey and want each of the Trustees to understand
that exactly 23 out of 180 members supported opting out, whereas almost 75% of Wilmette residents voted in
favor of these measures. Furthermore, most of our neighbors have chosen to adopt these Cook County
ordinances: Evanston, Skokie, and Winnetka, and Kenilworth. If our Village fails us, it will paint our town in
an ugly light that does not reflect the will of its people.
Please forward this to your fellow Trustees and feel free to call to discuss.
Sincerely,
Jeff Axelrod
631 Central Ave.
Wilmette, IL 60091
(847) 348-8332
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Chairs
Sylvia A. Allegretto
Michael Reich
CWED Policy Brief

Seattle’s Minimum Wage Experience 2015-16
By Michael Reich, Sylvia Allegretto, and Anna Godoey
June 2017

Michael Reich is a Professor at UC Berkeley and Co-Chair of the Center on Wage and
Employment Dynamics (CWED) at UC Berkeley’s Institute for Research on Labor and
Employment. Dr. Sylvia Allegretto is a Research Economist and Co-Chair of CWED. Dr. Anna
Godoey is a post-doctoral researcher at CWED. We acknowledge support from the
University of California and the Ford Foundation and we are grateful to Arindrajit Dube and
Ben Zipperer for their sage advice. This report was prepared at the request of the Office of
the Mayor of Seattle.

ABSTRACT
This brief on Seattle’s minimum wage experience represents the first in a series that CWED will be
issuing on the effects of the current wave of minimum wage policies—those that range from $12 to
$15. Upcoming CWED reports will present similar studies of Chicago, Oakland, San Francisco, San
Jose and New York City, among others. The timing of these reports will depend in part upon when
quality data become available. We focus here on Seattle because it was one of the early movers.
Seattle implemented the first phase of its minimum wage law on April 1, 2015, raising minimum
wages from the statewide $9.47 to $10 or $11, depending upon business size, presence of tipped
workers and employer provision of health insurance. The second phase began on January 1, 2016,
further raising the minimum to four different levels, ranging from $10.50 to $13, again depending
upon employer size, presence of tipped workers and provision of health insurance. The tip credit
provision was introduced into a previously no tip credit environment. Any assessment of the impact of
Seattle’s minimum wage policy is complicated by this complex array of minimum wage rates. This
complexity continues in 2017, when the range of the four Seattle minimum wages widened, from $11
to $15, and the state minimum wage increased to $11.
We analyze county and city-level data for 2009 to 2016 on all employees counted in the Quarterly
Census of Employment and Wages and use the “synthetic control” method to rigorously identify the
causal effects of Seattle’s minimum wage policy upon wages and employment. Our study focuses on
the Seattle food services industry. This industry is an intense user of minimum wage workers; if wage
and employment effects occur, they should be detectable in this industry. We use county level data
from other areas in Washington State and the rest of the U.S. to construct a synthetic control group
that matches Seattle for a nearly six year period before the minimum wage policy was implemented.
Our methods ensure that our synthetic control group meets accepted statistical standards, including
not being contaminated by wage spillovers from Seattle. We scale our outcome measures so that they
apply to all sectors, not just food services.
Our results show that wages in food services did increase—indicating the policy achieved its goal—
and our estimates of the wage increases are in line with the lion’s share of results in previous credible
minimum wage studies. Wages increased much less among full-service restaurants, indicating that
employers made use of the tip credit component of the law. Employment in food service, however,
was not affected, even among the limited-service restaurants, many of them franchisees, for whom the
policy was most binding. These findings extend our knowledge of minimum wage effects to policies
as high as $13.
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PART 1 INTRODUCTION
Minimum wage policy in the U.S. has entered a new wave of state and local activity, in response to
over a decade of inaction at the federal level. As of June 2017, nine large cities and eight states have
enacted minimum wage policies in the $12 to $15 range. San Francisco’s minimum wage will
increase to $14 on July 1, 2017 and to $15 on July 1, 2018. Seattle’s 2017 minimum wage ranges
from $11 to $15 and will reach $15 for all employers in 2021. Dozens of smaller cities and counties
have also enacted wage standards in this range. These higher standards, which will be gradually
phased in, already cover well over 20 percent of the U.S. workforce. And a substantial number of
additional cities and states are poised to soon enact similar policies.
These minimum wage levels substantially exceed the previous peak in the federal minimum wages,
which reached just under $10 (in today’s dollars) in the late 1960s. These new policies will also raise
pay substantially for a large share of the workforce—roughly 30 percent in most areas and as much as
40 to 50 percent of the workforce in some jurisdictions. By contrast, individual minimum wage
increases in the period 1984-2014 increased pay for less than 10 percent of the workforce. 1
Although minimum wage effects on employment have been much studied—and debated, this new
wave of policy initiatives reaches levels that lie well beyond the reach of previous studies. To better
inform public discussion, CWED is studying and will report on the effects of the new wave of
minimum wage policies in as close to real time as is possible.
This brief represents the first of a number of reports that CWED plans to issue on this topic. Their
timing and coverage will be determined by the phase-in schedules of each jurisdiction and the
availability of sufficient post-policy data to make credible assessments. We begin with Seattle because
it was one of the first movers in this new wave of minimum wage policies.
We begin by reviewing briefly how economists have studied minimum wage effects. Part 2 describes
the Seattle policies; Part 3 describes our methods and findings. Appendix A provides our conceptual
framework of how minimum wages affect an economy; Appendix B lists the counties that we use for
our comparisons with Seattle.

Background: How economists study minimum wage effects on employment
Ever since George Stigler’s pioneering 1946 essay, “The Economics of Minimum Wage Legislation,”
economists have used the familiar downward-sloping labor demand curve of Econ 101 as the
conceptual framework to analyze the expected employment effects of minimum wages. In this
framework, a higher wage floor implies that a smaller amount of labor will be demanded. The size of
1

Nonetheless, $15 is insufficient, anywhere in the U.S., to allow a livable wage for households with children—even when
supplemented by safety net programs such as food stamps or the Earned Income Tax Credit.
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the disemployment effect depends upon how elastic labor demand is to wages. This elasticity is
determined both by the slope of the demand curve and the relevant point on the line, since each point
on a given labor demand curve represents a different elasticity. On a given curve, demand elasticities
are smaller at lower wages and higher at higher wages. Stigler’s framework thus leaves open the
possibility that the wage gains of those receiving increases could be greater or smaller than the wage
losses of those losing their jobs. Further, Stigler recognized that higher minimum wages could
generate positive employment effects when employers possessed some power to set wages. Yet
Stigler’s analysis provided only a partial analysis based upon the effects of a minimum wage increase
in a single industry. A more expanded analysis, which adds the effects of higher minimum wages
upon worker purchasing power and consumer demand, finds that minimum wage effects upon
employment can be positive or negative. 2
Given these ambiguities in the theory’s predictions, labor economists turned their attention to
empirical studies to estimate the actual employment effects of minimum wages. Since the 1990s
alone, economists have conducted hundreds of such studies (Bellman and Wolfson 2016). Some find a
very small negative employment effect, while others find an effect that is difficult to distinguish from
zero.
Almost all of these studies utilize a “difference-in differences” framework that has become standard in
empirical economics (Angrist and Pischke 2009). This phrase refers to two sets of differences, each
measuring changes in an outcome before and after a policy intervention, but in different areas, one
that received the policy treatment and one that did not. The policy intervention in our case is a
minimum wage change; the outcomes of interest are actual pay levels and employment among lowwage workers.
A key challenge in these studies is to identify a comparable area—or group—that did not experience
the policy. We want to avoid control groups that are influenced by other changes, such as local
economic conditions, that might be correlated with but not caused by minimum wage changes.
Ideally, we would split the population randomly into two parts—a treatment group that would be
given minimum wage increases, and a control group that would not. We could then be assured that
differences in the outcomes between these two groups reflected only the causal effects of the
treatment.
Of course, randomization is not feasible in the real world of minimum wage policies. Economists have
therefore devised different strategies to ensure that our findings reflect causation and not correlation.
The outcomes of differing minimum wage studies often vary simply because they use different
methods and standards to define their comparison group.
In the past decade, the field of econometrics has made major advances—often known as the
“credibility revolution”—that codify the best methodological practices in such studies (Angrist and

2

We present a revised and expanded conceptual framework for analyzing minimum wages effects in Appendix A.
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Pischke 2009). In particular, econometricians emphasize that a treatment and control study should
pass three simple but very important tests:
1. The treatment and control groups should behave similarly in the pre-treatment period.
This principle is often referred to as the parallel trends assumption. It is important to
pass this test to rule out confounding factors that produce a biased causal estimate. The
test is stronger when the pre-trend study period is much longer than the period of the
post-trend time period.
2. The treatment should have a detectable effect on the treated group but not on the
control group. That is, the minimum wage should have increased pay on the treated
group by a detectable amount. Otherwise, there should be no expectation of a detectable
effect on employment.
3. Groups that did not get a treatment should not exhibit any treatment effects. That is,
minimum wages should not have any effects on high-paid groups or on areas that did
not experience a minimum wage change. This principle is often examined by
administering a “placebo” treatment to the control group.
CWED researchers and affiliates—and others—have reviewed many of the recent studies that obtain
negative minimum wage effects. We find that these studies do not conform to one or more of the
above three principles. When we deploy methods that do meet these principles—such as by
comparing contiguous border county pairs that straddle a state line with a minimum wage difference,
we find substantial wage effects but only very small or nonexistent negative employment effects. 3
Some labor economists nonetheless continue to dispute whether adjoining areas make good
comparison groups (Neumark, Salas and Wascher 2014). In response, we and other researchers have
used a relatively new method to analyze minimum wage policies, called synthetic controls (Dube and
Zipperer 2015; Allegretto, Dube, Reich and Zipperer 2017). This method, when properly deployed, is
designed to generate the best control group possible by using an objective data-generated algorithm.
We describe further and then use the synthetic control method in Part 3 of this report. Synthetic
control methods, when not properly used, may not meet all of the three basic principles above. Under
such conditions, they can give misleading results.

3

See Allegretto, Dube, Reich and Zipper 2017 as well as Zipperer 2016 for examples.
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PART 2 SEATTLE’S POLICY TIMETABLE AND COVERAGE
Table 1 displays Seattle’s effective minimum wages from 2010 to 2022. We include the years from
2010 on as our study period begins then.
The citywide minimum wage law was enacted on June 20, 2014 and first implemented on April 1,
2015. As Table 1 shows, Seattle adopted a long phase-in policy, with a complex schedule. Two
different minimum wages applied in 2015—$10 and $11, depending on size of employer, provision of
medical benefits for employees and, for firms with 500 or fewer employees, whether employees
receive tips. The law measures employer size using the firm’s national employment, not employment
just in Seattle, and it defined franchises as part of larger business entities for this purpose. These 2015
rate increases amount to increases of 5.6 percent and 16.2 percent, respectively, from the 2015 state
minimum wage of $9.47.
Table 1 Seattle minimum wage timeline
Large firms (500+)

Date

No health
insurance

Health
insurance

Small firms (500 or fewer)
No health
Health
insurance, no
insurance
tips
/tips

January 1, 2010

a

$8.55

$8.55

$8.55

$8.55

January 1, 2011

a

$8.67

$8.67

$8.67

$8.67

January 1, 2012

a

$9.04

$9.04

$9.04

$9.04

January 1, 2013

a

$9.19

$9.19

$9.19

$9.19

January 1, 2014

a

$9.32

$9.32

$9.32

$9.32

January 1, 2015

a

$9.47

$9.47

$9.47

$9.47

$11.00

$11.00

$11.00

$10.00

January 1, 2016

$13.00

$12.50

$12.00

$10.50

January 1, 2017

$15.00

$13.50

$13.00

$11.00

January 1, 2018

Indexed

$15.00

$14.00

$11.50

January 1, 2019

Indexed

Indexed

$15.00

$12.00

January 1, 2020

Indexed

Indexed

Indexed

$13.50

January 1, 2021

Indexed

Indexed

Indexed

$15.00

January 1, 2022

Indexed

Indexed

Indexed

Indexed

April 1, 2015

b

Notes: a.Seattle followed Washington State’s minimum wage, which was indexed each year.
b.Initiative 1433 went into effect on April 1, 2015. Employers of tipped workers receive a $1 tip
credit in 2015 and a $2 tip credit in 2016. After the minimum wage reaches $15, it will be adjusted
each year on January 1, based on the CPI for the Seattle-Tacoma-Bremerton Area.

Four different mandated wage standards were introduced on January 1, 2016, varying from $10.50 to
$13, again depending upon employer size, provision of medical benefits and, for firms with fewer than
500 employees, whether the employees received tips. These increases ranged from 5 percent to 22
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percent. The state minimum wage did not increase in 2016, even though it is indexed each year, as the
CPI was unchanged. All Seattle employers will face at least a $15 minimum wage in 2021.
On January 1, 2017, the minimum wage range among Seattle employers became even wider,
extending from $11 to $15. Meanwhile, a statewide November 2016 ballot initiative raised the state
minimum wage to $11 in 2017, to be increasing further to $13.50 by 2020.
Seattle’s complex schedule, which does not appear in other $15 citywide minimum wage ordinances,
makes it difficult to compute an average minimum wage effect for each year, as we lack data on how
many employees fall under each of the four categories. Our data also do not permit us to discern
whether individual employers actually adopted the minimum that applied to them, nor whether
employees responded to these differences by moving to employers that had to pay higher minimums.
These are important issues, in part because Seattle’s franchise businesses, which employ about six
percent of all private sector workers, according to the International Franchise Association (IFA),
contested their inclusion in the large employer category. Many of the franchises are limited-service
restaurants (think fast food chains) and many of the franchisees own multiple stores. The IFA sued the
city, arguing that it was unfair to include these businesses among large employers just because their
franchisor employed 500 employees or more throughout the U.S. Despite losing in lower courts, the
franchises’ minimum wage requirements remained uncertain until May 2016, when the U.S. Supreme
Court refused to hear the case (Reuters May 2, 2016).
The Seattle policy instituted an allowable subminimum wage (lower than the regular minimum wage)
to be paid to workers who customarily and regularly receive tips—such as wait staff and bartenders.
The sub-wage hinges on a tip credit provision—the amount of the wage bill that an employer can pass
on to customers in the form of tips. This provision effectively limited the minimum cash wage for
restaurant servers to $10 in 2015 and 2016, giving employers a tip credit of $1 in 2015 and $2 in
2016.
This introduction of a tip credit for employers, aka a subminimum wage for tipped workers, into a
previously non-tip credit policy environment in Seattle is extremely rare, perhaps unique. Previous
research using panel data has shown that cash wages are indeed lower in states with greater tip credits
without creating more employment (Allegretto and Nadler 2015). Our data permits us to distinguish
differences in wage and employment effects between limited- and full-service restaurants. Since
limited-service restaurants by definition rarely employ tipped servers, we may be able to observe the
effects of introducing a tip credit on employer-provided pay in Seattle.
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PART 3 SYNTHETIC CONTROL ANALYSES
Data and Methods
Data
We use the Bureau of Labor Statistics’ Quarterly Census on Employment and Wages (QCEW)
administrative data for our analysis. The QCEW tabulates employment and wages of all business
establishments that belong to the Unemployment Insurance (UI) system. The UI system covers about
97 percent of all wage and salary civilian employment. We obtained QCEW data from 2009q4
through 2016q1, for all counties in the U.S., from the website of the U.S. Bureau of Labor Statistics.
We obtained Seattle city-level QCEW tabulations from Seattle’s Office of Economic and Financial
Analysis.
The coverage of the QCEW is thus much more complete than household or employer surveys. But
like all datasets, it is not perfect. QCEW data can be noisy for areas smaller than a county, insofar as
businesses change location or their name. Moreover, some multi-site businesses report payroll and
head counts separately for each of their locations, while others consolidate their data and provide
information as if their business operated only at a single location. Moreover, the Bureau of Labor
Statistics recently began to organize data spatially by geocodes (exact addresses), rather than by zip
codes. Postal zip codes do not exactly match city boundaries. In some cities these changes affected
both how multi-unit businesses report their results and whether some businesses were located in the
city. Our tests find that the statistical noise level in the city-level Seattle QCEW data was very low.
Finally, QCEW data do not include independent contractors, such as Uber and Lyft drivers. The
number of such workers has grown in Seattle in recent years, and faster than in other areas of the U.S.
(Seattle Minimum Wage Team 2016b). This growth is unrelated to minimum wage policy and thus
should not affect our analysis.

Outcomes
Our main outcomes of interest are average weekly wages (reported quarterly) and employment
(reported monthly). 4 We construct the average weekly wage variable using the ratio of total industry
payroll to employment; it thus reflects both the hourly wage paid to workers and the number of hours
worked every week. Employers who react to the minimum wage increase by reducing employee hours
will thus impart a negative effect on our wage measure. In the presence of negative effects on hours,
our estimated effects on wages represent a lower bound on the true wage effect. However, studies that
have hours data (including Seattle Minimum Wage Team 2016a, b), find a very small hours effect.

4

We obtain the average weekly wage by dividing total payroll by average employment and then dividing by 13 weeks for
a quarterly measure. Monthly employment counts only filled jobs, whether full or part-time, temporary or permanent, by
place of work on the twelfth of the month.
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We focus our analysis on the food service/restaurant industry because it is the most intensive
employer of the minimum wage workforce. We examine wages both to determine if there is a
treatment effect (which assures us we are analyzing an affected industry) and to quantitatively
estimate the increase in worker pay. We report employment and wage outcomes for the major industry
category of Food Services and Drinking Places, the combined subsectors of Full Service (FSR) and
Limited Service Restaurants (LSR), and separately for the two latter industries. 5
Wage increases and employment effects in food services are likely to be larger than in other
industries, precisely because it has the highest proportion of low-wage workers affected by the
minimum wage policy. Therefore, as is standard in minimum wage research, we express our outcome
measures as elasticities rather than as absolute changes. Minimum wage elasticities measure the
percent change in an outcome, such as actual wages or employment, for a one percent change in the
minimum wage. We also report the labor demand elasticity, which is the ratio of the employment
elasticity to the wage elasticity. With these scaling, that results from the food services industry are
comparable to results for all minimum wage jobs.

Methods
We evaluate the causal effects of minimum wages on wages and employment by using synthetic
control estimation. While we can observe wages and employment directly in Seattle, we cannot
observe how wages and employment would have evolved if Seattle had not implemented its minimum
wage policies. To evaluate the policy empirically, we estimate a counterfactual—what would have
happened in a counterfactual or “Synthetic” Seattle, made up of a weighted average of donor counties,
that did not raise their minimum wage standards. More precisely, the synthetic control method
estimates the counterfactual outcomes by constructing an optimally-weighted average of counties in
non-treated areas that track pay and employment trends in pre-treatment Seattle. 6 The data-driven
nature of this procedure reduces the role of subjective judgment by the researchers in determining the
appropriate control region.
We specify a pool of potential donor counties that have similar population size, and which come only
from states that, like Washington, index their minimum wages each year, but did not experience any
other changes to the minimum wage during the study period. We are thus careful to ensure (unlike
Neumark, Salas and Wascher 2014) that our pool of synthetic donor counties is not contaminated by
minimum wage increases.
As Appendix B shows, the synthetic control algorithm picks mainly donor counties that are outside
Washington State. This result contrasts with previous studies (Dube and Zipperer 2015), which may
reflect idiosyncrasies of the Seattle area. In particular, other areas of Washington (outside of King
5

Food Services and drinking places (NAICS 722), Full Service Restaurants (NAICS 722110 pre-2011, 722511 in 2011+)
and Limited Service Restaurants (NAICS 722211 pre-2011, 722513 in 2011+).
6
A more formal discussion of the synthetic control methods used in these studies will be available in a forthcoming
working paper. For insight and intuition regarding this method, see Abadie et al. 2010.
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County) are quite dissimilar to Seattle itself. In any case, the large distance between Seattle and the
most highly-weighted donors ensures that wage spillovers from Seattle do not contaminate our
synthetic control. We are also careful to construct independent synthetic controls for each outcome.
We use as long a period as possible to construct the synthetic control for the time period that runs up
close to, but not right at, the minimum wage increase (the “learning” period). We then test to ensure
that we can actually obtain a good synthetic Seattle by a) examining the goodness of fit for the
outcomes during the learning period and b) testing the goodness of fit for quarters that fall between
the learning period and when the treatment is introduced.
We then estimate minimum wage effects by comparing post-treatment outcomes in Seattle with posttreatment outcomes in our Synthetic Seattle. For each outcome, we calculate point estimates as the
difference between the outcome in Seattle and Synthetic Seattle, averaged over the post-treatment
period and relative to the average outcome in Synthetic Seattle. We then calculate elasticities by
scaling the point estimates using the corresponding minimum wage changes.
To assess the statistical significance of these effects, we follow the usual approach in the literature,
estimating a series of placebo models for untreated donors. By construction, there have been no
changes in minimum wage policies in the donor counties, so any apparent effect on wages or
employment are caused by random variation. By looking at the share of donor counties that show
apparent wage or employment effects greater than that in Seattle, we obtain an indication of the
statistical significance of the estimated effects. For each estimate, we construct the percentile rank
statistic as the rank of the estimated treatment effect divided by the number of donors +1. If p<0.025
or p>0.975, the estimated effect is significant at the 5 percent level.

Key findings
Wage effects
Figure 1 below presents our synthetic control results for the wage effect of the Seattle minimum wage
law. Our data begin in 2009q4 and end in 2016q1. The dashed vertical line represents the time of
implementation of the first phase of the policy—in April 2015. The second phase began in January
2016. The data have been seasonally corrected using standard procedures.
As the figure shows, wages in Synthetic Seattle track wages in Seattle remarkably well, and over the
entire pre-treatment period. 7 This finding indicates that our application of the synthetic control method
strongly passes the parallel trends requirement. These results thereby satisfy the first of the three
credible causal identification conditions we laid out in the beginning of this brief.

7

The synthetic control method is not appropriate if the researcher cannot obtain close fits in the pre-treatment period. This
is often the case. For copious such examples, see Donohue, Aneja and Weber 2017. Researchers who do not display these
time paths raise questions about their ability to come up with a synthetic cohort with a good fit.
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After the treatment begins, wages in each of the industry groupings increase faster in Seattle than in
Synthetic Seattle. This result supports the presence of a wage effect, indicating that the treatment did
what it was supposed to do. This finding satisfies the second condition for a credible causal
identification.
Importantly, wages increase substantially more in limited service restaurants than in the overall food
service industry. And wages in full-service restaurants barely increase relative to Synthetic Seattle.
The larger wage increase among limited-service restaurants, many of which are part of franchise
chains, suggests widespread compliance with the law, despite the opposition of the International
Franchise Association. On the other hand, the very small wage increase among full-service restaurants
suggests that these employers made great use of the tipped wage credit.
Figure 1 Wage outcomes, Seattle and Synthetic Seattle

Notes: City-level QCWED data for Seattle. County-level QCEW data for the donors that make up Synthetic
Seattle. See Appendix B for a list of donors. The vertical dashed line refers to April 1, 2015, the implementation
date of the first phase. The second increase occurred on January 1, 2016.
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Employment effects
Figure 2 displays our synthetic control results for employment. Once again, each of the four industry
groupings show a close fit between employment in Seattle and employment in Synthetic Seattle over
the entire pre-treatment period. Post-treatment employment gains are slightly greater in Seattle than in
Synthetic Seattle for all restaurants and among full-service restaurants, and slightly smaller among
limited-service restaurants.
Figure 2 Employment trends, Seattle and Synthetic Seattle

Notes: City-level QCWED data for Seattle. County-level QCEW data for the donors that make up Synthetic Seattle.
See Appendix B for a list of donors. The vertical dashed line refers to April 1, 2015, the implementation date of the
first phase. The second increase occurred on January 1, 2016.

Wage and employment elasticities
Table 2 presents our estimated wage and employment elasticities for each of the four industry
groups. The percentile rank statistic in the last column provides a measure of the statistical
significance of the estimate. Percentile ranks above .975 and below .025 indicate conventional
statistical significance—at the ten percent level. Percentile ranks between these two
progressively indicate lower levels of statistical significance.
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The estimated wage elasticities in the top panel of Table 2 for food services, all restaurants and limited
service restaurants all fall within the range of previous studies and all are highly significant.
The wage elasticity of 0.229 for limited service restaurants is nearly identical to our findings in
Allegretto et al. (2017). The 0.036 wage elasticity for full-service restaurants is very small and less
precisely estimated. These results suggest that full-service restaurants made use of the tip credit to
limit the wage increases they would otherwise have paid.
These estimated wage results are subject to a standard caveat. Wages in Seattle may have diverged
from Synthetic Seattle just when the minimum wage was implemented for reasons that have little to
do with the minimum wage. For example, Seattle’s economy may have entered an especially boom
period at that time (Tu, Lerman and Gates 2017). We will be able to test this issue by including
additional controls in our regressions in future years, as additional quarters of data become available.
The bottom panel of Table 2 displays the employment elasticities. Three of the elasticities are
positive, implying a positive effect on employment and one is negative. All are very small and none
are precisely estimated, implying that they are not significantly different from zero. All of them are
similar to employment elasticities in previous research (such as Allegretto et al. (2017).

Table 2 Estimated wage and employment elasticities
Dependent variable
Wage

Employment

Industry

Elasticity

Percentile rank statistic

Food services & drinking places

.098**

.985

Restaurants (all)

.098**

.984

Limited service restaurants

.229**

.987

Full service restaurants

.036

.946

Food services & drinking places

.010

.538

Restaurants (all)

.058

.739

Limited service restaurants

-.060

.333

Full service restaurants

.045

.704

Notes: Statistical significance levels: ***1 percent, **5 percent, *10 percent. To calculate elasticities,
we use the fastest phase-in schedule in Table 1 (employees of large firms who are not covered by
employer-sponsored health insurance).
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Labor demand elasticities
Although our estimated employment elasticities are not statistically significant from zero, for
completeness we present here their equivalents when scaled as labor demand elasticities. Estimated
labor demand elasticities in low-wage labor markets in other studies generally center on -0.3. Should
they be any different for Seattle? The industries most affected by minimum wages provide local
services (in economists’ terms, they are not tradeables). Moreover, Seattle is large enough that most of
the consumption by Seattle residents occurs within the city’s boundaries.
We compute labor demand elasticities for each of our four industry groupings by taking the ratio of
the employment elasticity to the wage elasticity, using the results in Table 2. The labor demand
elasticities are 0.102 for food services and drinking places, 0.592 for all restaurants, -0.262 for
limited-service restaurants, and 1.25 for full-service restaurants. These results vary in part because our
estimated wage increases vary by industry and in part because our employment effects vary by
industry. However, we do not place much weight on these results as they are measured very
imprecisely.

Placebo tests
We turn next to examining how our donor counties, which did not receive the minimum wage
treatment, respond when they are given a “placebo” minimum wage treatment. The synthetic control
algorithm conducts this test separately for each donor county. 8 Recall that the purpose of these tests is
to validate the statistical significance of the results reported in Figures 1 and 2 and Table 2.
Figure 3 displays the placebo results with thin gray lines, one for each donor county. (The vertical
lines in Figure 3 are located one quarter after the first minimum wage implementation; we will correct
this in a future version.) The gray lines trace the difference between the outcomes of interest for each
donor, relative to its “synthetic area.” Since these donor counties did not actually receive a minimum
wage treatment, we expect considerable random variation in the large post-treatment outcomes. If the
post-treatment individual gray lines diverge considerably from each other, we are observing random
variation—the absence of a treatment effect.
Figure 3 also displays the results for Seattle (using the thicker orange line), relative to Synthetic
Seattle. The orange lines that lie well within the envelope of the numerous gray lines indicate that the
orange line could just reflect random variation. If an orange line hugs or reaches outside the envelope
8

The starting point for these placebo graphs consists of all the potential donors with data available for all periods for the
industry subcategory. The potential donors were counties in states that indexed minimum wages but had no other
minimum wage events. We estimated two versions: (1) ranking the Seattle result relative to all potential donors; (2)
ranking the Seattle results against donors with a "good" pre- intervention fit (RMSPE<2 times that of Seattle). This second
criterion excludes potential donors for whom we were unable to construct a good-fitting synthetic control. The placebo
graphs illustrate the second approach. Although the second approach excludes some potential donors, potentially reducing
significance levels, the actual significance levels are not materially different.
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of gray lines, we have additional support that the Seattle results reflect a statistically significant
treatment.
In the upper panel of Figure 3, the gray lines diverge during the placebo treatment period, consistent
with random variation and no observed treatment effect. For all food services and for all restaurants,
this panel also shows a substantial difference between the Seattle results (the thick orange line) and
the set of individual donor placebo results (the thin gray lines), indicating that the wage effect is not
likely the result of random variation. These results satisfy the three basic principles articulated by the
credibility revolution in econometrics.
The upper panel of Figure 3 shows a particularly large and significant effect on wages in limitedservice restaurants (note the compression of the vertical axis in this industry’s figure). This result is
consistent with lower initial pay in limited-service restaurants than in the rest of the industry and with
substantial compliance among fast-food restaurants, whether franchises or company-owned. 9 The
orange line in the full-service sector is not so steep, indicating smaller and statistically insignificant
pay increases, consistent with the results in Table 2. These results are also consistent with the
establishment of a tip credit for employers in this industry.
The lower panel of Figure 3 displays the equivalent results for the employment outcomes. Again, the
placebo test lines diverge considerably in the post-placebo treatment period, indicating the absence of
a treatment effect on employment when there was no treatment. The thick orange line now falls within
the enveloped of individual gray lines for food services and for all restaurants.
The orange line is closer to the bottom envelope of the placebo results for limited-service restaurants
in the first treatment phase and then bounces back in the second phase. 10 In both periods, it remains
within the envelope, indicating that the observed outcome could reflect random variation. The orange
line for full-service restaurant employment rises within the top of the placebo envelope in the first
phase and bounces back toward zero in the second phase. These results confirm the finding in Table 2:
the employment effects in limited- and full-service restaurants are not statistically different from zero.

9

Ji and Weil (2015) find that franchised outlets of fast food restaurants exhibit much lower compliance rates with
minimum wages than do company-owned outlets.
10
This effect looks larger than it is because the vertical axis is elongated, relative to the other outcomes.
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Figure 3 Placebo graphs for wages and employment

Note: The vertical dashed line in this Figure refers to one quarter after the implementation of the first phase. The
vertical axis in the limited services figure is elongated relative to those in the other three figures, exaggerating
the actual deviations from zero. Placebos where RMSPE<2 times that of Seattle are reported.
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SUMMARY
The evidence collected here suggests that minimum wages in Seattle up to $13 per hour raised wages
for low-paid workers without causing disemployment. Each ten percent minimum wage increase in
Seattle raised pay by nearly one percent in food services overall and by 2.3 percent in limited-service
restaurants. The pay increase in full-serve restaurants was much smaller and not statistically
significant, consistent in part with higher pay in full-service restaurants and the establishment of a tip
credit policy. Employment effects in food services, in restaurants, in limited-service restaurants and in
full-service restaurants were not statistically distinguishable from zero. These results are all consistent
with previous studies that credibly examine the causal effects of minimum wages.
These findings of no significant disemployment effect of minimum wages up to $13 significantly
extend the minimum wage range studied in the previous literature. Of course, unobserved factors,
such as Seattle’s hot labor market compared to that in Synthetic Seattle (Tu, Lerman and Gates 2017),
may have positively affected Seattle’s low-wage employment during this period. We will monitor this
possibility as the city’s $15 policy continues to phase in. And Seattle makes up just one case study;
examination of a wider set of cities may lead to different conclusions. Our future reports will throw
further light on this possibility.
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APPENDIX A
Why minimum wage increases produce little to no employment effects
CWED researchers and other labor economists have challenged the Stigler downwardly-sloping labor
demand framework and developed an alternative framework that considers how minimum wages
affect an entire economy (Reich, Allegretto and Montialoux 2017). We refer to this alternative
framework as the CWED minimum wage model. It contains five components:
1. Building upon Stigler’s insight that employers may possess some wage-setting power, we
recognize that employers can choose whether to set low wages and experience high turnover
costs or set higher wages and face lower turnover costs. This formulation follows modern
search theories of the labor market. Wage rates are indeed inversely related to employee
turnover rates, often exceeding 100 percent per year in low-wage industries. Wage-setting
power in low-wage labor markets then becomes the norm and not the exception (as Stigler
had expected). Our previous empirical work confirms that raising minimum wages does
significantly reduce the high rate of employee turnover in low-wage industries (Dube, Lester
and Reich 2016). We estimate that the reduced costs of recruiting and retaining workers
absorb about 15 percent of the increased payroll costs.
2. Raising wages directly increases worker productivity somewhat, even in low-skilled jobs. A
recent study by Burda, Genadek and Hamermesh (2016) confirms this relationship. Increased
productivity may arise directly because workers are more experienced or motivated or more
likely to receive employer-based training.
3. Higher minimum wages can lead to increased substitution of technology for labor. However,
the magnitude of this effect is smaller than is commonly recognized—especially in low-paid
service occupations that remain difficult to routinize, such as restaurant food preparation,
childcare and eldercare, driving emergency vehicles and janitorial work. Technology has
transformed more routinized work mainly because the cost of technology has fallen so
sharply, while wages have remained stagnant.
4. Higher costs due to minimum wages will be passed on in higher prices and reduce the scale of
output, thereby reducing labor demand. This effect is also much smaller than is usually
recognized, for five reasons. First, some workers in affected industries are already well-paid
and will not get increases. Second, the pay of workers getting increases does not bunch
entirely at the old minimum wage—it ranges across the entire range to just above the new
minimum wage. As a result, actual wage increases are about 20-25 percent of the statutory
increase. Third, labor consists of only about 30 percent of operating costs in the affected
industries. Fourth, prices increases are limited to the industries that most employ minimum
wage workers. Fifth, consumer demand in these industries is relatively inelastic to changes in
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prices, so the effect on sales and on demand for workers is even smaller than the effects on
prices.
5. Minimum wage increases raise take-home pay primarily among workers who have high
propensities to spend on consumer goods. This increased consumption increases the demand
for labor in the entire consumer goods sector. When larger numbers of workers will get pay
increases, the magnitude of this effect grows in relative importance to the others above.
Each of these components affects employment, some in a negative direction and others in a positive
direction. Adding them together generates the net effect on employment. Our CWED team has used
parameters from various literatures and the Implan Input-Output model to calibrate our model. We
have already estimated the model for $15 minimum wage policies in New York State, California, San
Jose and Fresno County. We have in progress a study of the effects of a federal $15 policy on the U.S.
and on Mississippi. All of these enacted or proposed policies would phase in over five to seven years.
$15 in 2024 is the equivalent of $12.50 to $13 today.
These studies all suggest that a $15 minimum wage policy would substantially raise pay for millions
of workers and their families with only negligible net effects on employment. Of course, much bigger
increases, such a $50 minimum wage, would not have the same effects and indeed would require
building an entirely different model.
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APPENDIX B: DONOR COUNTIES AND WEIGHTS
Appendix Table B1: Wages
Food service

Restaurants

Limited service

Full service restaurants

Seattle’s Minimum Wage Experience 2015-16

Boulder County, Colorado
Pickaway County, Ohio
Charlotte County, Florida
Carroll County, Ohio
Coconino County, Arizona
Clear Creek County, Colorado
Park County, Colorado
St. Louis County, Missouri
Lafayette County, Missouri
Pend Oreille County, Washington
Larimer County, Colorado
Trumbull County, Ohio
Stevens County, Washington
Larimer County, Colorado
Kitsap County, Washington
Missoula County, Montana
Charlotte County, Florida
St. Johns County, Florida
Medina County, Ohio
Trumbull County, Ohio
Union County, Ohio
Jefferson County, Colorado
Sarasota County, Florida
Walla Walla County, Washington
Jefferson County, Colorado
Stevens County, Washington
Union County, Ohio
Cochise County, Arizona
Douglas County, Colorado
Missoula County, Montana
Delaware County, Ohio
Benton County, Washington
Charlotte County, Florida
Chelan County, Washington
Clay County, Florida
Skagit County, Washington
Platte County, Missouri
Spokane County, Washington
Yavapai County, Arizona
Larimer County, Colorado
Pinal County, Arizona
Whatcom County, Washington
Portage County, Ohio
Lafayette County, Missouri
Teller County, Colorado
Santa Rosa County, Florida
Cass County, Missouri
Park County, Colorado

.537
.105
.100
.062
.061
.041
.031
.023
.016
.008
.007
.006
.004
.310
.157
.132
.128
.071
.061
.056
.036
.025
.024
.165
.165
.147
.125
.094
.073
.066
.059
.055
.025
.024
.002
.276
.147
.133
.119
.100
.080
.051
.037
.020
.011
.010
.008
.008
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Appendix Table B2: Employment
Food service

Restaurants

Limited service
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Lee County, Florida
Delaware County, Ohio
Nassau County, Florida
Denver County, Colorado
Jefferson County, Ohio
Flagler County, Florida
El Paso County, Colorado
Osceola County, Florida
Walla Walla County, Washington
Allen County, Ohio
Newton County, Missouri
Carbon County, Montana
Collier County, Florida
Buchanan County, Missouri
Highlands County, Florida
DeKalb County, Missouri
Park County, Colorado
Lee County, Florida
Lorain County, Ohio
Newton County, Missouri
Platte County, Missouri
Jasper County, Missouri
Brevard County, Florida
Carbon County, Montana
Gulf County, Florida
Hernando County, Florida
Asotin County, Washington
Lafayette County, Missouri
Gadsden County, Florida
Teller County, Colorado
Sumter County, Florida
Park County, Colorado
Cochise County, Arizona
Clear Creek County, Colorado
Carroll County, Ohio
Pickaway County, Ohio
Pinal County, Arizona
Jasper County, Missouri
Bay County, Florida
Polk County, Florida
Sumter County, Florida
Snohomish County, Washington
Fulton County, Ohio
Santa Rosa County, Florida
Walton County, Florida
Geauga County, Ohio
Flagler County, Florida
St. Johns County, Florida
Citrus County, Florida
Collier County, Florida
Asotin County, Washington
Franklin County, Washington

.257
.143
.081
.075
.074
.069
.060
.059
.033
.032
.032
.029
.029
.017
.006
.003
.001
.225
.193
.148
.109
.079
.076
.051
.020
.020
.015
.013
.012
.010
.009
.009
.006
.002
.002
.001
.295
.161
.088
.058
.052
.046
.044
.043
.04
.038
.024
.023
.021
.013
.013
.011
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Full service restaurants
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Charlotte County, Florida
Brevard County, Florida
Yavapai County, Arizona
Denver County, Colorado
Lee County, Florida
Allen County, Ohio

.011
.011
.008
.156
.133
.110
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Institute for Research on Labor and Employment
irle.berkeley.edu
IRLE promotes multidisciplinary research on all aspects of the world of work and conducts
numerous outreach programs. Its funding sources include the University of California,
research grants and contracts, revenue from programs and publications, and contributions
from individuals, businesses, unions and community-based organizations.

Center on Wage and Employment Dynamics
irle.berkeley.edu/cwed
CWED was established within IRLE in 2007 to provide a focus for research and policy
analysis on wage and employment dynamics in contemporary labor markets.
Center on Wage and Employment Dynamics
University of California, Berkeley
2521 Channing Way #5555
Berkeley, CA 94720-5555
(510) 643-8140
http://www.irle.berkeley.edu/cwed

From:
To:
Subject:
Date:

Bielinski, Bob
Frenzer, Tim; Braiman, Michael
Fwd: $10 Wage vote
Friday, September 15, 2017 10:19:37 AM

Begin forwarded message:
From: Thomas Sparks <tssparks@gmail.com>
Date: September 15, 2017 at 11:18:08 AM EDT
To: bielinskib@wilmette.com
Subject: $10 Wage vote
Bob
Thank you for voting No. My thoughts on the issue are copied below (from an
email I sent out to friends). I have two degrees in engineering (SB MIT 1980, and
MS NU 1981) but traded options at the CBOE and CBOE for 20 yrs instead. I
know markets and economics, imho.
I was happily surprised to see the Trustees vote No. I lived in Glencoe for 27 yrs;
served on many commissions, committees, task forces etc. Moved to Wilmette
four years ago as I downsized. Sad to see so many on the N Shore become so
uninformed, unthinking, angry and intolerant.
Best Regards,
Tom
Tom Sparks
931 Westerfield.
My response would be two fold:
First, if they really think this is a travesty, then crowdfund the necessary money
needed to bump up whoever they think is deserving. Put a price on their "justice".
Year after year. Right now, they use other peoples' money to make themselves
feel superior.

Second, wages are a price signal. If someone is only worth $6/hr then that is a
signal to them that they need to become more valuable somehow. Putting in an
minimum wage, a false price signal, tells these people they don't need to improve.
Where's the compassion in that?
If they raise money and give whoever a check for the difference between $10 (or
$15) and what they actually are worth, then we are all happy. They are happy cuz

justice is served. I'm happy cuz the employee knows he's only getting $10 or
$15/hr because of charity, and if he doesn't wanna rely on charity he has to
improve himself.

From:
To:
Subject:
Date:

Bielinski, Bob
Frenzer, Tim; Braiman, Michael
Fwd: “opting out”
Saturday, October 14, 2017 12:53:22 PM

Begin forwarded message:
From: rita mcelroy <mcelroyrita@yahoo.com>
Date: October 14, 2017 at 12:30:13 PM CDT
To: bielinskib@wilmette.com
Subject: “opting out”
Reply-To: rita mcelroy <mcelroyrita@yahoo.com>

Thank you for explaining the rational behind the Village Board’s decision. They
made the right call.
Rita McElroy

Sent from myMail for iOS

From:
To:
Subject:
Date:

Bielinski, Bob
Frenzer, Tim; Braiman, Michael
Fwd: Give Wilmette Families a Fair Chance
Thursday, September 14, 2017 8:15:41 AM

Begin forwarded message:
From: Lisa Crowe <lisa1@rockabilly.net>
Date: September 14, 2017 at 8:12:56 AM CDT
To: bielinskib@wilmette.com
Subject: Give Wilmette Families a Fair Chance
Dear Bob,
I was really disappointed that the Wilmette Village Board voted to opt out of the
Cook County laws that increased the minimum wage and provide earned sick
leave for employees.
By now you've heard all the arguments so I will simply say that as a 19-year
resident, I had hoped we could do better. It is shameful that Wilmette is the one
north shore suburb to reject the ordinance.
At least one trustee had the courage to do the right thing for our working families.
I hope the rest of you will soon see the light.
Thank you,
Lisa Crowe

From:
To:
Subject:
Date:

Bielinski, Bob
Frenzer, Tim; Braiman, Michael
Fwd: Minimum wage and paid sick leave
Tuesday, October 3, 2017 1:46:33 PM

Bob Bielinski
President, Village of Wilmette
bielinskib@wilmette.com
Begin forwarded message:
From: Zak Stambor <zakstambor@gmail.com>
Date: October 3, 2017 at 1:44:02 PM CDT
To: bielinskib@wilmette.com
Subject: Minimum wage and paid sick leave
Dear Mr. Bielinski,
As a resident of Wilmette, I'm disappointed in your vote against the Cook County
minimum wage and paid sick leave. If all the surrounding communities can find
ways to adhere to the county's ordinance, I do not understand your rationale for
why Wilmette cannot afford to do so--especially given that 70% of Wilmette
voters in 2014 supported a minimum wage increase and 74% supported a paid
sick time Cook County referendum in 2016. Please consider changing your
position.
Thank you,
Zak Stambor

From:
To:
Subject:
Date:

Bielinski, Bob
Frenzer, Tim; Braiman, Michael
Fwd: Minimum Wage and Sick Leave - NOT!
Friday, September 15, 2017 10:20:01 AM

Begin forwarded message:
From: "John M. McGarry" <mcgarry@dbmslaw.com>
Date: September 15, 2017 at 10:15:32 AM EDT
To: "bielinskib@wilmette.com" <bielinskib@wilmette.com>
Subject: Minimum Wage and Sick Leave - NOT!
I am NOT upset with how you voted against the Cook County minimum wage and
paid sick leave.
It is easy to spend other people’s money. Thank you for resisting the temptation
to do so. Protect the job creators.

From:
To:
Subject:
Date:

Bielinski, Bob
Frenzer, Tim; Braiman, Michael; Stein, Jeff
Fwd: Minimum Wage and Sick Leave
Friday, September 29, 2017 8:50:04 AM

Begin forwarded message:
From: Sarah Rothschild <sarah8721@gmail.com>
Date: September 29, 2017 at 9:38:44 AM EDT
To: bielinskib@wilmette.com
Cc: jhuston@tribune.com, doddk@wilmette.com, kurzmanj@wilmette.com,
leonards@wilmette.com, plunketts@wilmette.com, sullivand@wilmette.com,
wolfj@wilmette.com
Subject: Minimum Wage and Sick Leave
Sorry Bob but you do not have my support and I will work tirelessly to share the
video of you to as many Wilmette voters as I can. I am upset with how you voted
against the Cook County minimum wage and paid sick leave. I am more upset
how you treated a resident.   You are not fit for this position and will not be
retaining it in the future.
Sarah Rothschild

From:
To:
Subject:
Date:

Bielinski, Bob
Frenzer, Tim; Braiman, Michael
Fwd: Minimum Wage and Sick Leave
Friday, September 15, 2017 11:11:14 AM

Begin forwarded message:
From: Barbara McColl <bjmccoll@mac.com>
Date: September 15, 2017 at 11:34:06 AM EDT
To: bielinskib@wilmette.com
Subject: Minimum Wage and Sick Leave
I am encouraged that your board voted against a $10 minimum wage and paid
sick leave for employees. The small business owner has a hard enough time in
today's economy without a government mandate to pay a certain amount in wages
and benefits to their employees. To do this would end the free market economy
of our country. Bravo!!!
Bonnie and Jim McColl
Glencoe

From:
To:
Subject:
Date:

Bielinski, Bob
Frenzer, Tim; Braiman, Michael
Fwd: Minimum Wage and Sick Leave
Friday, September 15, 2017 2:19:59 PM

Begin forwarded message:
From: "Kinsella, Daniel V." <dkinsella@srcattorneys.com>
Date: September 15, 2017 at 3:15:42 PM EDT
To: "'bielinskib@wilmette.com'" <bielinskib@wilmette.com>,
"'doddk@wilmette.com'" <doddk@wilmette.com>, "'leonards@wilmette.com'"
<leonards@wilmette.com>, "'plunketts@wilmette.com'"
<plunketts@wilmette.com>, "'sullivand@wilmette.com'"
<sullivand@wilmette.com>, "'wolfj@wilmette.com'" <wolfj@wilmette.com>
Subject: Minimum Wage and Sick Leave
I am very happy that you have stood up to pressure groups. As you must know, raising
the employment costs for employers necessarily means that they hire fewer people.
That adversely affects those who can least afford it, the young and poorly-skilled.
Just like raising gas prices or gas taxes causes people to use their cars less, raising
employment costs causes employers to reduce employment. It is easy for the
limousine-liberals to dictate what people should be paid, but quite another thing if
someone is either put out of a job or doesn’t get a job.
Thank you for sticking up for the little guys and encouraging more employment in
Wilmette.
(By the way I notice that the “Contact the Trustees” website does not include the
personal emails and phone numbers of the people shown in the picture.)
Best wishes and keep fighting for more employment in the Village.

Daniel V. Kinsella
Attorney at Law
DKinsella@SRCattorneys.com
312 565.1033 tel | 312 565.8300 fax

Schuyler
Roche attorneys
Crisham
___________________________________
Schuyler, Roche & Crisham, P.C
Two Prudential Plaza, Suite 3700

180 N Stetson Avenue
Chicago, IL 60601
www.SRCattorneys.com

From:
To:
Subject:
Date:

Bielinski, Bob
Frenzer, Tim; Braiman, Michael
Fwd: Minimum Wage and Sick Leave
Friday, September 15, 2017 5:28:39 PM

Begin forwarded message:
From: Linda Park <linda.park@att.net>
Date: September 15, 2017 at 5:00:03 PM CDT
To: <bielinskib@wilmette.com>
Subject: Minimum Wage and Sick Leave
You seem to have no clue about the basics! Increasing the wage is a sure way to
guarantee that small businesses fail. We should provide incentives for small business
not create roadblocks. Look at all the empty storefronts! Good grief!

Linda Park /Owner and Senior Clinical Research Consultant /RGM Consulting, Inc.
/Glencoe, IL /c. (773) 590-9037 /linda.park@att.net
This message (including any attachments) may contain confidential, proprietary,
privileged and/or private information. The information is intended to be for the use of
the individual or entity designated above. If you are not the intended recipient of this
message, please notify the sender immediately, and delete the message and any
attachments. Any disclosure, reproduction, distribution or other use of this message or
any attachments by an individual or entity other than the intended recipient is
prohibited.

From:
To:
Subject:
Date:

Bielinski, Bob
Frenzer, Tim; Braiman, Michael
Fwd: Minimum Wage and Sick Leave
Tuesday, October 3, 2017 12:18:58 PM

Bob Bielinski
President, Village of Wilmette
bielinskib@wilmette.com
Begin forwarded message:
From: Jay Behel <Jay_M_Behel@rush.edu>
Date: October 3, 2017 at 11:37:19 AM CDT
To: "bielinskib@wilmette.com" <bielinskib@wilmette.com>
Subject: Minimum Wage and Sick Leave
Mr. Bielinski,
I am upset with how you voted against the Cook County minimum wage and paid sick
leave. This is not in keeping with our community’s values.
Sincerely,
Jay M. Behel
1822 Walnut Ave
Wilmette, IL 60091
847-853-8268

From:
To:
Subject:
Date:

Bielinski, Bob
Frenzer, Tim; Braiman, Michael
Fwd: Minimum wage
Tuesday, September 26, 2017 11:31:01 PM

Begin forwarded message:
From: Jean Gram <jeangram2000@gmail.com>
Date: September 26, 2017 at 11:23:58 PM CDT
To: bielinskib@wilmette.com
Subject: Minimum wage
I was very discouraged to see the Board decide to disregard the Cook County
minimum wage increase. Until you reconsider, I am doing my best to avoid
spending money in Wilmette at places I know the minimum wage is the wage of
the day, like Chalet and Jewel. I think we are a community that can take it. If
Evanston could we can. I watched the televised meeting and was sure I didn't
need to stick it out to the end. The voices were clear. Boy was I surprised. Jean
Gram 228 Maple Ave. Wilmette.

From:
To:
Subject:
Date:

Bielinski, Bob
Frenzer, Tim; Braiman, Michael; Stein, Jeff
Fwd: Support for opt-out ordinance
Sunday, September 10, 2017 6:33:09 PM

Begin forwarded message:
From: Sylvie Légère <sylvielegere@gmail.com>
Date: September 10, 2017 at 5:09:31 PM CDT
To: bielinskib@wilmette.com, doddk@wilmette.com, kurzmanj@wilmette.com,
leonards@wilmette.com, plunketts@wilmette.com, sullivand@wilmette.com,
wolfj@wilmette.com
Subject: Support for opt-out ordinance
Dear Board of Trustees,
Thank you for serving our community. My name is Sylvie Legere, I am a resident
of Wilmette at 510 Laurel Ave.
I am noticing that there seems to be a new campaign in the neighborhood in favor
of the Cook County Minimum Wage requirements.
I am writing to support your June 27 decision to vote for the ordinance to opt-out
of the Cook County Minimum Wage. Wilmette has a lot of empty store fronts
and office spaces in all of its business centers. Let's signal to entrepreneurs that
Wilmette is a place where small businesses can be started and grown without
administrative burden from the village. With every regulation comes the controls
that need to be put in place to enforce it - our village has already stretched
resources, why add more? Let's just trust the market on wages, let's invite more
businesses to open their doors in Wilmette, hire our youth, and the most
vulnerable in our community.
Thank you,
Sylvie Legere

From:
To:
Subject:
Date:
Attachments:
Importance:

Darrell M. Butler
Braiman, Michael
Minimum Wage Discussion
Saturday, October 14, 2017 3:46:02 PM
image001.png
High

Dear President Bielinski and Village Board Members,
I am a 19 year resident of Wilmette (816 Gregory Ave).
I am a 20+ year small business owner.
I hold a Dual BS in Economics and Finance from the University of Illinois at Urbana-Champaign.
I also hold an MBA in Finance and Strategy from The University of Chicago Graduate School of
Business.
I oppose the Cook County board minimum wage ordinance.
I support the Wilmette Village Board’s decision to “OPT OUT” of the County’s unlawful minimum
wage ordinance.
It is with every fiber of my being that I believe such laws (minimum wage, etc.) hurt businesses,
restrict economic growth, and limit employment opportunities; all of which disproportionately harm
young people and low-skilled workers. The vast preponderance of legitimate economic research
supports this conclusion. A recent real-world experiment has come in the form of Seattle,
Washington who saw significant negative effects of an ill-conceived minimum wage increase
(https://www.cato.org/blog/seattle-exhibiting-costs-minimum-wage-hikes) .
I encourage you to believe in free enterprise and the voluntary exchange of employer compensation
for employee labor. It is the only moral and rational policy to ensure the efficient allocation of
resources across our economy, which will in turn provide the environment for market expansion and
increased standards of living for all our citizens.
Thank you for your stewardship and your continued opposition to the County’s minimum wage
ordinance.
Sincerely,
Darrell M. Butler

From:
To:
Subject:
Date:

Laura Romanoff
Braiman, Michael
Support of Minimum Wage Increase
Saturday, October 14, 2017 12:43:43 PM

Hello!
I would like to voice my strong disappointment in the Village opting out of the Cook County
Minimum Wage Increase. I feel it is not reflective of the majority of citizens' desires to create
an equitable and fair community for its employees.
I also think the President's letter in the Communicator continues the atmosphere of
intimidation he is creating against citizens who voice disagreement with the opt out. His
behavior at the board hearing was shocking and out of line.
If work permits, I plan to attend the November 13 meeting.
Thank you for considering voices of dissension which I believe are actually the voice of the
majority.
Laura Romanoff
1011 Linden Ave
-Laura Romanoff
lfromanoff@gmail.com
773-294-3493
www.linkedin.com/in/laura-romanoff-2823823/

From:
To:
Subject:
Date:

Bielinski, Bob
Frenzer, Tim; Braiman, Michael
Fwd: Minimum Wage and Sick Leave Policy
Monday, October 30, 2017 7:51:48 AM

Begin forwarded message:
From: "JudyDuke" <j.goodie@sbcglobal.net>
Date: October 29, 2017 at 6:05:56 PM CDT
To: <sullivand@wilmette.com>, <plunketts@wilmette.com>,
<leonards@wilmette.com>
Cc: <kurzmanj@wilmette.com>, <bielinskib@wilmette.com>,
<doddk@wilmette.com>, <wolfj@wilmette.com>, <frenzert@wilmette.com>
Subject: Minimum Wage and Sick Leave Policy
To the members of the Wilmette Trustees Finance Committee:
We strongly support the $10 minimum wage increasing to $13 by 2020 and reasonable paid
sick leave for employees of Wilmette businesses.
The moral issue is most important to us. People who work here and provide services to
Wilmette residents must be able to earn a living wage and earn sick leave based on hours
worked.   
We are a wealthy community. We can afford to pay a fair price for the things we buy here.
As a community, we should support small businesses who pay their employees decent
wages by requiring all businesses to do so.
More than 70% of Wilmette residents voted in the 2014 statewide referendum to support
raising the minimum wage and paid sick leave. Clearly your constituents, by a wide margin,
support this policy. Increasing the minimum wage each year for 4 years and then indexing
it to current economic conditions is entirely consistent with the Wilmette voters’ response to
the 2014 referendum and the surest way to provide living wages in the future.
We urge you to do the right thing and recommend to the Board of Trustees that they
reverse their decision of June 2017 and accept the Cook County ordinance on minimum
wage and sick leave.
We also respectfully remind all members of the Board of Trustees that civility, accuracy,
and respect for your constituents is absolutely required of our elected officials.
Judith Goodie & Dorian Riggen
436 Prairie Ave,
Wilmette
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