
Dads Expect Better
 Top States for New Dads

In May 2012, the National Partnership for Women & Families released Expecting Better: A 

State-by-State Analysis of Laws That Help New Parents. Expecting Better summarizes the family 

friendly federal laws that help new and expecting parents and catalogues state laws that 

improve upon minimum federal standards. This special report, Dads Expect Better: Top States 

for New Dads, focuses specifically on the states in which existing family friendly leave policies 
include new fathers, providing them with the support they need to care for their families.

 Dads Expect Better finds that just 14 states and the District of Columbia have laws in place that help 
new mothers and fathers who work in the private sector in connection with a child’s arrival. Another 
18 states have laws in place that only help new mothers or state employees. Eighteen states do nothing 
beyond what federal law requires to offer new parents workplace supports such as protections for nursing 
mothers at work, time away from work to care for a new child, or time off to tend to a child’s or a spouse’s 
medical needs.

 California and New Jersey lead the nation in providing paid family leave insurance to both mothers and 
fathers. Connecticut and the District of Columbia are the only two jurisdictions that guarantee workers 
the right to earn paid sick days. And Maine, Oregon and Washington are among the states that have 
expanded access to unpaid, job-protected leave to cover more workers than the federal Family and Medical 
Leave Act.
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From the Beginning: 

Public Policies Do 

Too Little to Help 

New Parents

Men, as well as women, face 

financial concerns and conflicts 
between work and family when a 

new child arrives. 

As Expecting Better makes clear, workers in 
the United States and their families have a dire 
need for family friendly policies, including paid 
family leave. This need is often framed as solely 
a women’s issue because of the dual roles that 
women increasingly play as their families’ primary 
caregivers and sole or co-breadwinners. But men 
also have an urgent need for family friendly 
policies that allow them to care for their families 
without sacrificing their economic security. And 
just as workplace policies and public policies too 
often fail our nation’s working women, so too do 
they fail our nation’s working men. 

Employed men in the United States are 
reporting higher levels of conflict between their 
work and family obligations than in the past. They 
even report higher levels of conflict than women.1 
And men express increasing interest in becoming 
more involved in their children’s lives.2 Yet too 
few workplaces and too few public policies help 
new fathers when a child arrives and needs care. 
The absence of public policies that enable men 
to take leave to care for their children increases 
the conflict between work and family for working 
fathers and fosters the continuation of inequities 
in household caregiving responsibilities. 

As Expecting Better sets out, the arrival of a 
child should be cause for celebration. For millions 
of parents throughout the United States, however, 
a child’s birth or adoption means stretched 
finances and unsettling concerns about whether 
caring for their new child will cost them their jobs 
and jeopardize their families’ financial security. 
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Methodology
Dads Expect Better profiles 14 states and the 
District of Columbia that have enacted laws that 

go beyond the federal Family and Medical Leave 

Act (FMLA) in granting rights to new parents who 

work in the private sector. These jurisdictions 

offer private sector workers at least one of the 

following expansions upon federal law:

`` Paid family leave insurance laws that 

apply to men and women (30 points) 

`` Paid sick leave laws that make paid sick 

days available to men and women (15 

points)

`` Family leave laws that offer a longer 

period of unpaid, job-protected family 

leave than the FMLA (10 points)

`` Family leave laws that offer a longer 

period of unpaid, job-protected family 

leave than the FMLA (10 points)

`` Family leave laws that make unpaid, 

job-protected family leave available to 

workers in businesses that have fewer 

than 50 employees (not currently covered 

by the FMLA) (10 points)

`` Family leave laws that make unpaid, 

job-protected family leave available to 

employees who have worked fewer than 

1,250 hours in the previous year (required 

by the FMLA) (10 points)

`` Family leave laws that permit workers 

to take leave to care for the children of 

domestic or civil union partners or same-

sex spouses (10 points)

`` Flexible use of sick leave so that workers 

who earn paid sick days from their 

employers can use that time to care for 

family members (15 points)

Expecting Better assigned grades to states for 

their policies. Some of these policies affect only 

new mothers and others apply to public sector 

workers. Expecting Better grades, which provide a 

fuller picture of state policies, can be found in the 

appendix to this report.



This is because most workers in the United States can’t access paid family leave in connection with a child’s 
birth. Nationwide, just 11 percent of workers have access to paid family leave.3 America’s families need – and 
expect – better.

U.S. public policies have not kept pace with working families’ needs. 

 The Family and Medical Leave Act (FMLA), enacted in 1993, has allowed millions of parents – both men 
and women – to take time away from work after the birth, adoption or foster placement of a new child. The 
FMLA provides men with access to family leave to care for a spouse disabled by pregnancy or childbirth 
and provides both fathers and mothers job-protected time away from work to care for a new child. The law 
also allows workers to take medical leave to address their own serious health conditions.4 

 The FMLA is the only federal law that helps both women and men address the dual demands of work 
and family.5 However, FMLA leave is unpaid – which means many working families cannot afford to take 
it – and is only available to about half of the nation’s workforce.6 

Fathers, Families and Taxpayers Benefit from Paid Family Leave
When fathers take leave after a child’s birth, they are more likely to be involved in the direct care 

of their children long term. One longitudinal study of U.S. families shows that fathers who took two or 

more weeks off after the birth of their children were involved in the direct care of their children at higher 

rates nine months later than fathers who took no leave.7  

Paid leave policies increase the feasibility of taking leave among new fathers. In California, as the 

state’s family leave insurance program has become better established, fathers have become more likely 

to take paid family leave.8 Among fathers in lower-quality jobs in California ( jobs which pay $20 or 

less per hour and do not provide health benefits), access to paid family leave has greatly impacted the 
average length of leave, nearly tripling the amount of time fathers reported taking off work after the 

birth of a child, from an average of three weeks to an average of eight weeks.9 In addition to increasing 

the financial viability of taking paid leave, the availability of paid leave through California’s paid leave 
insurance program may also increase the cultural acceptability of taking leave among new fathers. For 

new fathers in California, the predicted likelihood of taking paid family leave following a child’s birth more 

than doubled after the implementation of the family leave insurance program, from 35 percent in 2004 
and earlier to 76 percent in 2005 and after.10

Access to paid leave also improves families’ financial independence and reduces reliance on 
government assistance programs. Controlling for other economic and demographic factors, when 

fathers have access to and take paid leave after the birth of a child, they are less likely to receive public 

cash assistance and food stamps in the year after their child’s birth than fathers who continue working 

without taking any time off. The same is true for mothers who take paid leave.11 

The United States’ policies for new fathers lag behind those of other 

countries.12  
 

 Internationally, at least 66 countries ensure that fathers either receive or have a right to paid leave 
when a new child arrives; at least 31 of these countries offer 14 or more weeks of paid leave.13 Among 
21 highly competitive countries, the United States ranks near the middle by guaranteeing 12 weeks of 
unpaid leave to eligible fathers.14
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Employers’ voluntary policies fail the nation’s fathers.

 According to a recent national employer study, just 14 percent of men have access to paternity leave 
with some pay through their employers.15 And the average length of job-protected, unpaid leave for spouses 
or partners of women who give birth is just 10.6 weeks, which is fewer than the 12 weeks allowed under 
the FMLA.16 The average duration of employer-provided paid paternity leave has declined significantly 
since 2005.17

  

 Even many industry leaders – companies that are regarded 
as the most “family friendly” by offering paid leave and other 
benefits that help workers manage the dual demands of work 
and family – have room for improvement. Among Working 

Mother magazine’s top 100 companies in 2011, more than 
three-quarters provided fully paid leave to new fathers.18 On 
average, however, these companies provided only three weeks 
of fully paid paternity leave19 – far less than parents need to care adequately for their new children.

The American public overwhelmingly supports a paid leave standard.
 

 Given the nearly universal challenges faced by working families, it is no surprise that people in the 
United States are hungry for change. Seventy-seven percent of adults in the United States – including 
70 percent of men and 83 percent of women who hold jobs – say they believe that businesses should be 
required to provide paid family and medical leave.20 Nearly eight in 10 adults in the United States (78 
percent) say that family and maternity leave is a “very important” labor standard for workers.21

  

 Paid leave policies can also play a role in voters’ evaluation of political candidates. In a survey taken 
before the 2010 midterm elections, 76 percent of registered voters, including 71 percent of men and 81 
percent of women, said they would support a candidate who proposes laws to provide paid leave for family 
care and childbirth.22

 

Fortunately, some states are taking the 

lead by making significant policy changes 
that address the challenges facing working 

families.
 

 Some states improve upon the minimum standards set by 
the federal FMLA with state-level public policies that expand 
workers’ access to family leave, provide the right to earn paid 
sick days, make paid family leave available, and offer other workplace supports available to new parents. 
These states provide models worth replicating in other states and at the national level. Experience shows 
that state innovation can pave the way for national change. For example, 23 states had passed FMLA laws 
prior to the 1993 enactment of the federal FMLA.23

 

 Where public policies do exist, research has demonstrated that family friendly workplace policies offer 
enormous benefits for families’ economic security and health. Paid leave is also a wise investment for U.S. 
businesses and their bottom lines. Yet, despite this positive, compelling evidence, there have been too 
few advances at both the federal and state levels to bring public policies in line with the needs of the 21st 
century workforce. New and expecting parents need more – and expect better.

Nearly eight in 10 working women 

and men say that family and 

maternity leave is a “very important” 

labor standard for workers.
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Experience shows that state 

innovation can pave the way for 

national change ... 23 states had 

passed FMLA laws prior to the 1993 

enactment of the federal FMLA.



State Ranking At a Glance: Exemplary Policies to Help New Mothers and Fathers in 

the Private Sector, Relative to Federal Law*

1.    District of        
       Columbia 
       (70 points)

D.C.’s laws include six of seven possible policies to help new fathers and mothers by 
expanding FMLA access to workers in smaller businesses and those with less time on the 
job and offering a longer period of FMLA leave. D.C. also enacted the nation’s second 
paid sick leave law.

2.    Connecticut 
       (60 points)

Connecticut’s laws include five of seven possible policies to help new fathers and 
mothers. Among these policies, Connecticut enacted the nation’s first statewide paid sick 
leave law.

       New Jersey 
       (60 points)

New Jersey created the nation’s second family leave insurance program and also 
provides unpaid, job-protected leave to workers with less time on the job prior to 
needing leave.

4.    California 
       (55 points)

California created the nation’s first family leave insurance law and permits workers 
to take unpaid family leave to care for the child of a domestic partner. California also 
guarantees “flexible” use of sick leave to allow workers who earn sick leave through their 
employers to use that leave to care for an ill child or spouse.

5.    Maine 
       (45 points)

Maine’s family leave law applies to workers in smaller businesses and allows workers to 
take leave to care for the child of a domestic partner.

       Oregon 
       (45 points)

Oregon’s family leave law applies to workers in smaller businesses and allows workers to 
take leave to care for the child of a domestic partner.

       Washington 
       (45 points)

Washington has taken the first step toward providing paid leave for new parents, and 
the state’s unpaid family leave law allows workers to take leave to care for the child of 
a domestic partner. Washington also guarantees “flexible” use of sick leave to allow 
workers who earn sick leave through their employers to use that leave to care for an ill 
child or spouse.

8.    Hawaii 
       (35 points)

Hawaii’s family leave law provides unpaid, job-protected leave to workers with less time 
on the job.

       Wisconsin 
       (35 points)

Wisconsin’s family leave law provides unpaid, job-protected leave to workers with less 
time on the job.

10.  Minnesota 
       (20 points)

Minnesota’s parental leave law provides unpaid, job-protected leave to workers in 
smaller businesses and those with less time on the job.

       Vermont 
       (20 points)

Vermont’s family leave law provides unpaid, job-protected leave to workers in smaller 
businesses.

12.  Maryland 
       (15 points)

Maryland law guarantees “flexible” use of sick leave to allow workers who earn sick leave 
through their employers to use that leave to care for an ill child or spouse.

15.  Rhode Island      
       (10 points)

Rhode Island’s family leave law provides unpaid, job-protected leave to workers with less 
time on the job.

       Tennessee 
        (10 points)

Tennessee’s parental leave law allows new parents to take a longer period of leave than 
the federal FMLA provides.

       Kentucky 
       (10 points)

Kentucky allows adoptive parents in smaller businesses and with less time on the job to 
take leave to care for their adopted children.

* Not every policy is included here. Refer to complete descriptions below.
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The Dads' 15
 

 Fourteen states and the District of Columbia have laws in place that expand upon the federal FMLA to 

address the needs of new and expecting fathers and mothers who work in the private sector. They are: 
California, Connecticut, the District of Columbia, Hawaii, Kentucky, Maine, Maryland, Minnesota, New 
Jersey, Oregon, Rhode Island, Tennessee, Vermont, Washington and Wisconsin.



Alphabetical Summary of State Laws
 

 The descriptions that follow provide a snapshot of how state-based rights and protections compare to 
the 12 weeks of leave for new and expecting parents provided by the federal Family and Medical Leave Act 
(FMLA).

CALIFORNIA

Paid Family Leave

Private sector workers who qualify for the state’s disability insurance system are entitled to up to six 
weeks of paid family leave that can be used by either parent to care for a new child and by workers caring 
for a seriously ill family member, including a spouse disabled by pregnancy.24 The state’s paid family leave 
program provides partial wage replacement and is funded through employee payroll contributions. The 
paid family leave law provides wage replacement only; it does not provide job protection for workers while 
they are on family leave.

Job-Protected Family Leave

More private sector workers have parental and family caregiving leave rights under California law than 
under the federal FMLA. The California leave law extends parental and family leave rights to workers 
caring for a domestic partner or the child of a domestic partner.25

 

Flexible Use of Sick Leave

Private sector workers who earn sick leave are entitled to use up to half of their allotted leave each year for 
the care of a sick child or other family member, including a spouse or domestic partner with a pregnancy-
related disability.26 Unlike similar laws in some other states, the California law does not require that 
employer-provided sick time be available to care for a healthy newborn or newly adopted child.

CONNECTICUT

Job-Protected Family Leave

Workers who work for employers with 75 or more employees have greater family leave rights than the 
federal FMLA provides.27 Connecticut’s family and medical leave law applies to workers who have worked 
at least 1,000 hours during the previous year.28  The Connecticut law also provides workers with up to 16 
weeks of leave in a 24-month period (rather than 12 weeks in a 12-month period under federal law).29

  

In addition, because same-sex marriage is now legal in Connecticut, the state law defines family more 
broadly than the federal FMLA to include same-sex spouses caring for a new child.30

 

Job-Protected Paid Sick Leave

Many workers in service industries and in other occupations requiring public contact, who work in 
businesses with 50 or more employees, earn paid sick time that can be used to care for an ill child or 
spouse.31  Workers may earn up to 40 hours per year. The law enables a spouse to take time away from 
work to care for a wife with pregnancy-related disability or in need of medical care and to accompany 
spouses and children to medical appointments.

DISTRICT OF COLUMBIA

Job-Protected Family Leave

Private sector workers have greater access to family leave under District law than under the federal 
FMLA. The D.C. family and medical leave law applies to employers with 20 or more employees.32 

Employees who have worked at least 1,000 hours over the preceding year are eligible for leave. Workers 
are entitled to up to 16 weeks of leave over two years to care for a new child or a family member with a 
serious health condition.33
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In addition, District law provides a broader definition of “family member” than the federal FMLA so that a 
worker in a “committed relationship” may take leave to care for a partner with a serious health condition, 
including a pregnancy-related disability, or for the child of a same-sex partner.34

 

Job-Protected Paid Sick Leave 

Most private sector workers in the District are entitled to earn paid sick leave that may be used for their 
own medical care or the medical care of a child or other family member.35  The law enables a spouse, 
domestic partner or other family member to take time away from work for a relative’s pregnancy-related 
disability or medical care or for a child’s illness or medical care. The number of days a full-time worker 
earns ranges from three to seven days, depending on the size of his or her employer.36

  

HAWAII

Job-Protected Family Leave

Workers in firms with 100 or more employees extend family leave rights to a larger portion of the 
workforce than under the federal FMLA. The Hawaii family leave law provides up to four weeks of family 
leave each year to employees with six months’ tenure, regardless of the number of hours worked.37

  

KENTUCKY

Job-Protected Family Leave for Adoptive Parents

Under Kentucky law, private sector employers must grant new adoptive parents a period of “reasonable 
personal leave” of up to six weeks. Workers are not required to have met any tenure or hours worked 
requirements to qualify, and the law applies to employers of all sizes.38

 

MAINE

Job-Protected Family and Medical Leave

Private sector workers have greater access to family leave under Maine law than under the federal FMLA. 
The Maine family leave law applies to employers with 15 or more employees, and workers with at least 
12 months’ tenure are eligible, regardless of the number of hours they have worked.39 The Maine law 
also defines family more broadly than the federal FMLA to include domestic partners and the children of 
domestic partners.40 The duration of family leave under Maine law is less than under the federal FMLA, 
however (10 weeks in a two-year period).41

 

Flexible Use of Sick Leave

Private sector workers who earn paid leave and are employed by a firm with 25 or more employees are 
entitled to use at least 40 hours of paid leave per year for the care of an ill child, spouse or parent.42 Unlike 
similar laws in some other states, the law does not require that leave be available to care for a healthy 
newborn or newly adopted child.

MARYLAND

Flexible Use of Sick Leave

Private sector workers who earn sick leave are entitled to use it for the care of an ill child, spouse or 
parent.43 Unlike similar laws in some other states, the law does not require that leave time be available to 
care for a healthy newborn or newly adopted child.

MINNESOTA

Job-Protected Family Leave

Workers have greater access to parental leave upon the birth or adoption of a child under Minnesota 
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law than under the federal FMLA. Minnesota’s parental leave law applies to employers with 21 or more 
workers;44 employees who have worked at least part time in the previous 12 months are entitled to up to 
six weeks of leave to care for a newborn or newly adopted child.45

 

NEW JERSEY

Paid Family Leave

Private sector workers are entitled to up to six weeks of paid family leave insurance that can be used by 
either parent to care for a new child, including the child of a domestic partner.46 The family leave insurance 
program provides partial wage replacement for new parents and for family caregivers of a seriously ill 
family member. The program is funded through employee payroll contributions. The paid family leave law 
provides wage replacement only; it does not provide job protection for workers while they are on family 
leave. 

Job-Protected Family Leave

Private sector workers have greater access to family leave under state law than under the federal FMLA. 
The New Jersey family leave law applies to employers with 50 or more employees nationwide;47 employees 
who have worked 1,000 hours over the preceding year are eligible for up to 12 weeks of leave in a 24-month 
period.48 The New Jersey law also defines family more broadly than the federal FMLA to include civil 
union partners and the children of civil union partners.49

  

OREGON

Job-Protected Family Leave

Private sector workers have greater access to family leave under state law than under the federal FMLA. 
The Oregon family leave law applies to employers with 25 or more employees.50 Workers who have worked 
25 or more hours per week for 180 days are eligible for up to 12 weeks of leave to care for a new child or 
a seriously ill spouse.51 The law defines family more broadly than the federal FMLA to include domestic 
partners and the children of domestic partners.52

  

Flexible Use of Sick Leave

Under the Oregon family leave law, private sector workers at firms with 25 or more employees who earn 
paid leave are entitled to use it for the care of a new child or a family member with a serious health 
condition (including pregnancy disability).53

 

RHODE ISLAND

Job-Protected Family Leave

Private sector workers have access to a slightly longer family leave under state law than under the federal 
FMLA. Under the Rhode Island family and medical leave law, workers with one year of tenure who work 
an average of 30 hours or more per week are eligible for up to 13 weeks of leave in a two-year period for 
parental or family care.54

 

TENNESSEE

Job-Protected Family Leave

Tennessee’s “maternity” leave law was amended in 2005 to allow men to take parental leave to care for 
a new child and Tennessee’s law provides access to a longer period of leave to eligible workers than the 
federal FMLA. Workers in firms with more than 100 employees and who have at least one year of tenure 
are entitled to up to four months of leave “for adoption, pregnancy, childbirth and nursing an infant.”55
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VERMONT

Job-Protected Family Leave

Private sector workers have greater access to parental leave under state law than under the federal FMLA. 
The Vermont leave law applies to employers with 10 or more employees.56 Eligible workers (those who 
have worked an average of 30 hours per week for one year) are entitled to up to 12 weeks of parental leave 
during pregnancy and following the birth or adoption of a child.57

  

Under a separate family leave provision, eligible workers in businesses with 15 or more employees are 
entitled to up to 12 weeks of leave to care for a spouse with a serious health condition, including pregnancy-
related health issues.58 Under Vermont’s civil union law, a civil union partner has the same rights as a 
married “spouse” to take family or parental leave.59

 

 
WASHINGTON

Job-Protected Paid Family Leave 

In 2007, Washington state enacted a paid parental leave program that has not yet gone into effect. Once 
implemented, the program will provide eligible workers – both mothers and fathers – up to five weeks 
per year of paid leave to care for a newborn or newly adopted child.60 The benefit amount will be $250 per 
week for full-time workers, and part-time workers will receive a prorated benefit.61 Leave taken under the 
family leave insurance program will run concurrently with any leave taken under the federal FMLA or the 
state family and medical leave act. Employers with more than 25 workers will be required to provide job 
protection to any worker who takes leave under the paid parental leave program if the worker has been 
with the employer for one year and has worked at least 1,250 hours during the previous year.62

 

Job-Protected Family Leave

Washington’s family leave law defines family more broadly than the federal FMLA to permit workers to 
take leave to care for a registered domestic partner or the child of a domestic partner.63 Like the federal 
FMLA, workers who meet FMLA eligibility requirements are entitled to up to 12 weeks of leave to care for 
a new child or a seriously ill spouse or partner.

Flexible Use of Sick Leave

Private sector workers who earn paid time off are entitled to use it for the care of an ill child, spouse, 
parent, parent-in-law or grandparent. Unlike similar laws in some other states, the law does not require 
that paid time off be available to care for a healthy newborn or newly adopted child.64

WISCONSIN

Job-Protected Family Leave 

Private sector workers have greater access to family leave under state law than under the federal FMLA. 
The Wisconsin law applies to workers who have worked at least 1,000 hours over the preceding year65 and 
defines family more broadly than the federal FMLA to include domestic partners.66 However, state law 
provides less generous amounts of time off than the federal FMLA. Workers are entitled to a maximum 
of six weeks of leave to care for a new child and up to two weeks of leave to care for a spouse or domestic 
partner with a serious health condition.67

 

Flexible Use of Sick Leave 

Under the state family and medical leave law, private sector workers at firms with 50 or more employees 
who earn paid leave are entitled to use it for the birth or adoption of a child or to care for an ill child, 
spouse, domestic partner or parent.68
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Beyond the Beginning: States That Help Moms 

and Dads Stay Involved

 Eight states and the District of Columbia encourage parents’ involvement in their child’s success by 
guaranteeing eligible workers job-protected unpaid leave to attend meetings and activities at their child’s 
school. These are:

California: Parents in businesses with 25 or more employees may take up to 40 hours away from work 
each year to participate in a child’s school activities.69

 

Colorado: Parents in businesses with 50 or more employees70 may take up to 18 hours away from 
work each year to attend an academic activity for or with a child.71

 

District of Columbia: Parents in businesses of any size72 may take up to 24 hours away from work 
each year to attend or participate in a child’s school-related events.73

 

Massachusetts: Workers in businesses with 50 or more employees may take up to 24 hours away from 
work each year to participate in a child’s school activities, or to accompany a child (or elderly relative) 
to medical or dental appointments.74

 

Minnesota: Parents in businesses of all sizes75 may take up to 16 hours away from work each year to 
attend a child’s school conferences or school-related activities.76

 

Nevada: Parents in businesses with 50 or more employees may take up to four hours away from work 
each year for each of their children to attend parent-teacher conferences, school-related activities or 
school-sponsored events, or to volunteer at a child’s school.77

 

North Carolina: Parents in businesses of all sizes may take up to 4 hours away from work each year to 
attend school activities or be involved in some other way in at their child’s school.78

 

Rhode Island: Parents in businesses with 50 or more employees79 may take up to 10 hours away from 
work each year to attend a child’s school conferences or other school-related activities.80

 

Vermont: Workers in businesses with 15 or more employees81 may take up to 24 hours away from 
work each year to participate in a child’s school activities, to accompany a family member to medical 
or dental appointments, or to respond to a family member’s medical emergency.82

 

Conclusion

 The United States cannot wait any longer for public policies that honor new parents and their children. 
Despite the imperative – for workers and families, for businesses and for communities – to adapt our 
nation’s policies to the realities of the 21st century workforce, progress is painfully slow. Some states 
have begun to adapt to working parents’ needs by providing more support to more workers through public 
policies than federal law requires.

 Looking ahead, we hope and expect better. If policymakers are responsive to the needs of working 
families, if they take note of the research that demonstrates the enormous benefits of family friendly 
policies to working families, businesses and communities, and if they understand the breadth and depth 
of public support for policies that support new parents and working families, they will respond with the 
policies that our nation needs. Chief among these policies are paid family leave insurance and guaranteed 
earned sick days, and greater access to job-protected leave for family care and children’s needs. America’s 
families can’t afford to wait. The time for action is now.
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Appendix: States' Expecting Better Grades

A- POINTS AWARDED

California ...................................................................... 125

Connecticut ................................................................ 120

B+
District of Columbia ...................................................95

New Jersey .....................................................................85

B
Hawaii ..............................................................................80

Washington ...................................................................75

Oregon ............................................................................70

B-
Maine ...............................................................................60

New York.........................................................................60

Illinois ...............................................................................55

C+
Rhode Island .................................................................50

Vermont ..........................................................................45
Wisconsin .......................................................................45
Massachusetts ..............................................................40

C
Minnesota ......................................................................35

C-
Louisiana .........................................................................30

Montana .........................................................................30

D+
Colorado .........................................................................25

Tennessee .......................................................................25

D
Alaska ...............................................................................20

Arizona ............................................................................20

Florida ..............................................................................20

Iowa...................................................................................20

Kentucky .........................................................................20

New Hampshire ...........................................................20

Ohio ..................................................................................20

Pennsylvania ..................................................................20

Virginia .............................................................................20

D-
Arkansas ..........................................................................15

Indiana .............................................................................15

Maryland ........................................................................15

New Mexico ..................................................................15

Arizona ............................................................................10

Texas .................................................................................10

F
Alabama ............................................................................ 0

Delaware ........................................................................... 0

Georgia .............................................................................. 0

Idaho .................................................................................. 0

Kansas ................................................................................ 0

Michigan ........................................................................... 0

Mississippi ........................................................................ 0

Missouri ............................................................................. 0

Nebraska ........................................................................... 0

Nevada .............................................................................. 0

North Carolina ............................................................... 0

North Dakota .................................................................. 0

Oklahoma ......................................................................... 0

South Carolina................................................................ 0

South Dakota .................................................................. 0

Utah .................................................................................... 0

West Virginia ................................................................... 0

Wyoming .......................................................................... 0

The following grades reflect the degree to which each state improves upon federal law for new and 
expecting parents in both the private and public sectors. 

For the full Expecting Better report published in 

May 2012, visit 

www.NationalPartnership.org/ExpectingBetter.
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