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PURPOSE/OBJECTIVE
Company strives to support our pregnant employees during the time following the birth of a child.  Company recognizes that unique physical, emotional, and financial hardships arise relative to the carrying and delivery of a child, and we seek to ease these burdens on our child-bearing employees.  

The purpose of paid medical pregnancy and child-birth leave (hereinafter paid leave) is to enable the employee to recover from childbirth and care for and bond with a newborn child. This policy will run concurrently with Family and Medical Leave Act (FMLA) leave, as applicable. 

In order to relieve some of the stressors due to childbirth, Company will provide all full-time pregnant employees, upon meeting certain conditions set forth in this policy, six (6) weeks of paid leave following the birth of their child.  If additional time off is needed, before or after the birth, that time will be handled in accordance with the dictates of the Family and Medical Leave Act (FMLA). 

This policy in no way implies that adoption or fostering children is not important and impactful on the employee’s family, or that fathers or non-childbearing parents aren’t key in the birth or adoption or fostering of children.  However, this policy’s sole purpose is to support the employee who gives birth and to alleviate some of the impact of that occurrence. 


ELIGIBILITY
Eligible employees must meet the following criteria:
· Have been employed with the Company for at least 12 consecutive months at the time of the leave.
· Have worked at least 1,250 hours during the 12 consecutive months immediately preceding the date the leave would begin.
· Be a full-time, regular employee (temporary employees and interns are not eligible for this benefit).
· Sign an agreement to work for Company for one (1) year following the leave time.
· Have given birth to a child.

ADDITIONAL PROVISIONS
· Each week of paid leave is compensated at 100 percent of the employee’s regular, straight-time weekly pay. Paid leave will be paid on a biweekly basis on regularly scheduled pay dates. The paid leave will have all relevant taxes and benefit contributions deducted.
· Employees must take paid leave in one continuous period of leave.  Any unused paid leave will be forfeited. 
· Upon termination of the individual’s employment at the Company, the employee will not be paid for any unused paid leave for which employee was eligible while employed.
· No employee is required to accept this benefit, and it is solely discretionary.  As consideration for payment of this benefit, employees who are paid under this policy will be required to sign an agreement with the Company to return to work following their leave for a period of one year. The employee must return to work at the Company at the expiration of leave, which may include FMLA leave if applicable, and work one year in a full-time capacity.  If the employee returns to work and works at Company for one year as a full-time employee, their leave payments are forgiven.  If the employee ceases to be employed full-time by the Company before the expiration of one year, a pro rata share of the leave payments made on their behalf must be repaid. 

COORDINATION WITH OTHER POLICIES
· Paid leave taken under this policy will run concurrently with leave under the FMLA; thus, any leave taken under this policy that falls under the definition of circumstances qualifying for leave due to the birth of a child, the leave will be counted toward the 12 weeks of available FMLA leave per a 12-month period. All other requirements and provisions under the FMLA will apply. In no case will the total amount of leave—whether paid or unpaid—granted to the employee under the FMLA exceed 12 weeks during the 12-month FMLA period. Please refer to the Family and Medical Leave Policy for further guidance on the FMLA.
· After the paid maternity leave is exhausted, the balance of FMLA leave (if applicable) will be compensated through employees’ prior allocated PTO balance. Upon exhaustion of PTO, any remaining leave will be unpaid leave, unless the person has short-term disability. Please refer to the Family and Medical Leave Policy for further guidance on the FMLA.  The short-term disability benefit begins only after any Company paid leave is exhausted.
· The Company will maintain all benefits for employees during the paid leave period just as if they were taking any other Company paid leave.
· If a Company holiday occurs while the employee is on paid leave, such day will be charged to holiday pay; however, such holiday pay will not extend the total paid leave entitlement.
· An employee who takes paid leave that does not qualify for FMLA leave will be afforded the same level of job protection for the period of time that the employee is on paid leave as if the employee was on FMLA-qualifying leave.
· This leave time is in addition to the time allocated as Annual Maximum Hours in the PTO policy.

REQUESTS FOR PAID PREGNANCY AND CHILD-BIRTH LEAVE
· The employee will provide their supervisor and the human resource department with notice of the request for leave at least 30 days prior to the proposed date of the leave. The employee must complete the necessary HR forms and provide all documentation as required by the HR department to substantiate the request.
· As is the case with all Company policies, the organization has the exclusive right to alter, change and/or interpret this policy.

[bookmark: _Toc153803856][bookmark: _Toc227233399]Welcome Child Paid Leave Policy

PURPOSE/OBJECTIVE
Company strives to support our employees by providing time off following the birth or the adoption of a child.  Company recognizes that unique physical, emotional, and financial hardships arise relative to the arrival of a child, and we seek to ease these burdens on our employees.  The leave time is provided with the intent that the employee will spend that time with the parent who gave birth and/or the child in furtherance of care, support, and bonding.

The Welcome Child Paid Leave Policy (hereinafter paid leave) applies to the following full-time employees:
1. The employee is the biological parent to a newborn child, but did not give birth to the child; 
2. The employee lives with and is the spouse of the parent who gave birth to a newborn child; or
3. The employee is a parent to a newly adopted child. 

This policy will run concurrently with Family and Medical Leave Act (FMLA) leave, as applicable.  If two parents are both employed by Company, this policy can run concurrently or consecutively with the Paid Medical Pregnancy and Child-Birth Leave Policy.

In furtherance of the purpose of this policy, Company will provide all full-time employees, upon meeting certain conditions set forth in this policy, forty (40) hours of paid leave following the date of the birth of a child or the adoption of a child.  These hours must be taken consecutively so that the employee’s department can plan for the employee’s absence.  

For non-adopted children, the time for taking this leave must be within the first six (6) weeks of the birthdate of the child. 

For adopted children, the date to begin the paid leave for a parent can begin at any time during the adoption process and may be selected by the parent but cannot begin later than six (6) weeks from the day the child is brought into the home.  The selected date must be communicated to HR as stated below under the Requests for Paid Leave section of this policy.

If additional time off is needed, before or after the birth or adoption date, that time will be handled in accordance with the dictates of the Family and Medical Leave Act (FMLA). 

This policy in no way implies that fostering children is not important and impactful on the employee’s family, However, this policy’s purpose is to support the employee who is a biological parent to a child, or whose spouse has given birth, or who is a parent to a child being adopted. 
 
ELIGIBILITY
Eligible employees must meet the following criteria:
· Have been employed with the Company for at least 12 consecutive months at the time of the leave;
· Have worked at least 1,250 hours during the 12 consecutive months immediately preceding the date the leave would begin;
· Be a full-time, regular employee (temporary employees and interns are not eligible for this benefit);
· Sign an Agreement to work for Company for 6 months following the leave time;
· Be the biological parent to a newborn child, but did not give birth to the child; or
· Lives with and is the spouse of the parent who gave birth to a newborn child; or
· A parent to a newly adopted child. 

ADDITIONAL PROVISIONS
· Each week of paid leave is compensated at 100 percent of the employee’s regular, straight-time weekly pay. Paid leave will be paid on a biweekly basis on regularly scheduled pay dates. The paid leave will have all relevant taxes and benefit contributions deducted.
· Employees must take paid leave in one continuous period of leave.  Any unused paid leave will be forfeited. 
· Upon termination of the individual’s employment at the Company, the employee will not be paid for any unused paid leave for which employee was eligible while employed.
· No employee is required to accept this benefit, and it is solely discretionary.  As consideration for payment of this benefit, employees who are paid under this policy will sign an agreement with the Company to return to work following their leave for a period of six (6) months. The employee must return to work at the Company at the expiration of leave, which may include FMLA leave if applicable, and work six (6) months in a full-time capacity.  If the employee returns to work and works at Company as a full-time employee for six (6) months, their leave payment is forgiven.  If the employee ceases to be employed full-time by the Company before the expiration of (6) six months, a pro rata share of the leave payments made on their behalf must be repaid. 
· Documentation proving eligibility, such as, but not limited to, birth certificate or marriage certificate, and adoption papers are required to be presented to HR. 
· This policy may only be utilized one time during any twelve-month period. 
· If employee in any way abuses this policy by not utilizing the paid time for the care and bonding purposes for which it is intended and stated above, the employee will be subject to immediate termination and be required to repay the paid leave amount. 


COORDINATION WITH OTHER POLICIES
· Paid leave under this policy will be utilized before PTO time is deducted from the employee. 
· If the paid leave taken under this policy qualifies for FMLA Leave, it will run concurrently with leave under the FMLA; thus, any leave taken under this policy that falls under the definition of circumstances qualifying for leave due to the birth of a child, the leave will be counted toward the 12 weeks of available FMLA leave per a 12-month period. All other requirements and provisions under the FMLA will apply. In no case will the total amount of leave—whether paid or unpaid—granted to the employee under the FMLA exceed 12 weeks during the 12-month FMLA period. Please refer to the Family and Medical Leave Policy for further guidance on the FMLA.
· After the paid leave is exhausted, the balance of FMLA leave (if applicable) will be compensated through employees’ prior allocated PTO balance. Upon exhaustion of PTO, any remaining leave will be unpaid leave. Please refer to the Family and Medical Leave Policy for further guidance on the FMLA.  
· The Company will maintain all benefits for employees during the paid leave period just as if they were taking any other Company paid leave.
· If a Company holiday occurs while the employee is on paid leave, such day will be charged to holiday pay.  The holiday will extend the total paid leave entitlement by one day.
· This leave time is in addition to the time allocated as Annual Maximum Hours in the PTO policy.

REQUESTS FOR PAID LEAVE UNDER THIS POLICY
· The employee will provide their supervisor and the human resource department with notice of the request for leave at least 30 days prior to the proposed date of the leave. The employee must complete the necessary HR forms and provide all documentation as required by the HR department to substantiate the request.
· As is the case with all Company policies, the organization has the exclusive right to alter, change and/or interpret this policy.


