Bowdoin College
NEW YORK STATE LEAVE POLICY
Effective January 1, 2026
All Bowdoin College employees who perform services in New York State are subject to New York state leave laws that provide benefits, job protection, and other rights. This policy sets forth the rules that apply to all College employees who work in New York State, including New York Paid Family Leave (“NY PFL”) and New York Disability Benefits Law (“DBL”).
This policy should be read in conjunction with the federal Family and Medical Leave Act (FMLA) policy and any other applicable College paid and unpaid leave policies. Employees should also refer to The Standard’s New York State Policy, which provides additional details on the terms and administration of NY PFL and DBL coverage under the private plan.  Where leave qualifies under more than one law or policy, all applicable leave entitlements run concurrently unless otherwise specified. Any questions about this policy should be directed to Human Resources.
Applicable Federal Leave Law
In addition to the state leave laws described in this policy, eligible employees may be entitled to leave under the federal Family and Medical Leave Act (FMLA). Employees should refer to the College’s FMLA policy, which should be read in conjunction with this policy. Where leave qualifies under both FMLA and applicable state law, the leave entitlements run concurrently. 
New York State Leaves
New York Paid Family Leave (NY PFL)
New York Paid Family Leave provides partial wage replacement to eligible employees who need time away from work to bond with a new child, care for a family member with a serious health condition, or address a qualifying military exigency. 
New York Disability Benefits Law (DBL)
New York’s Disability Benefits Law requires covered employers to provide short-term wage replacement benefits to eligible employees who are unable to work due to the employee’s own illness, injury, or disability, including pregnancy and childbirth. 
Detailed information for NY PFL and NY DBL including eligibility requirements, benefit amounts, claim procedures, and other provisions are described in the applicable sections of this policy.
A. Administration
Both NY PFL and DBL are administered through a private plan with The Standard, effective January 1, 2026. Bowdoin College pays 100% of the cost of NY PFL and DBL coverage, and employees are not required to contribute toward the cost of either program.	Comment by Mary Cote: Bowdoin pays 100% of the cost.  NY employees do not contribute.	Comment by Mia Woodward: Revised language to reflect that Bowdoin will pay 100%
Employees who need to file a claim under either program should contact The Standard directly. Human Resources will provide contact information and filing instructions at the time of leave.
B. Eligibility
NY PFL eligibility: Employees who regularly work 20 or more hours per week are eligible for NY PFL after 26 consecutive weeks of employment with the College. Employees who regularly work fewer than 20 hours per week are eligible after 175 days of employment, which do not need to be consecutive. 
DBL eligibility: An employee is eligible for DBL benefits after four consecutive weeks of employment with the College. 
C. Reasons for Leave
NY PFL qualifying reasons:
Family Leave (Bonding): Leave to bond with a child during the first 12 months following birth, adoption, or foster care placement.
Family Leave (Care for a Family Member): Leave to care for a family member with a serious health condition.
Military Exigency Leave: Leave for qualifying obligations arising because the employee’s spouse, domestic partner, child, or parent is on active duty or has been notified of an impending call to active duty in the U.S. Armed Forces.
DBL qualifying reason:
DBL is available when the employee is unable to work due to the employee’s own non-work-related illness, injury, or disability, including pregnancy and childbirth. 
Definitions:
For purposes of NY PFL, “family member” includes a child, parent, grandparent, grandchild, sibling, spouse, or domestic partner. These relationships include biological, foster, adoptive, step, and legal guardian relationships, as defined under New York law.
A “serious health condition” is an illness, injury, impairment, or physical or mental condition that involves inpatient care in a hospital, hospice, or residential health care facility, or continuing treatment or continuing supervision by a health care provider.
“Child" covers biological, adopted, foster, step, legal ward, domestic partner's child, and in loco parentis. 
"Parent" covers biological, foster, adoptive, parent-in-law, stepparent, legal guardian, and in loco parentis.
D. Leave Entitlement
NY PFL entitlement: Eligible employees may take up to 12 weeks of NY PFL in any 52-consecutive-week period. NY PFL may be taken continuously, intermittently, or as a reduced schedule. The 12-week limit applies regardless of the number of qualifying reasons taken in that period. Where two College employees both request NY PFL to care for the same family member at the same time, the College may require the leaves to be taken consecutively rather than concurrently. This limitation does not apply to bonding leave.
DBL entitlement: Eligible employees may receive DBL benefits for up to 26 weeks of disability in any 52-consecutive-calendar-week period. DBL is a continuous benefit and is not available on an intermittent basis.
Both programs run concurrently with federal FMLA where all three laws apply to the same qualifying reason. The combined total of DBL and NY PFL in any 52-consecutive-calendar-week period may not exceed 26 weeks.
E. Intermittent and Reduced Schedule Leave
NY PFL may be taken continuously, intermittently, or on a reduced schedule. DBL is a continuous benefit only and is not available on an intermittent or reduced-schedule basis.
The College administers intermittent NY PFL on a 15 minute minimum increment basis. Employees approved for intermittent NY PFL must report each occurrence to The Standard within the timeframe required by The Standard’s claim procedures and must also notify their department head and Human Resources in accordance with the College’s standard leave-reporting process and payroll processing dates.  Failure to timely report intermittent absences may affect benefit eligibility and payment.
For unforeseeable intermittent NY PFL, the College may require employees to provide notice as soon as practicable before each day of leave.
F. Benefit Amount
NY PFL benefit: The program replaces 67% of the employee’s average weekly wage (AWW). The maximum benefit is capped at 67% of the New York State Average Weekly Wage (NYSAWW). For 2026, the NYSAWW is $1,833.63 and the maximum weekly benefit is $1,228.53. Benefit amounts and caps are updated annually. 
DBL benefit: The program replaces 50% of the employee’s AWW, subject to a maximum weekly benefit of $170, for up to 26 weeks in a 52-consecutive-calendar-week period. DBL is not available for work-related injuries or illnesses covered by workers’ compensation.
NY PFL and DBL benefits are not payable at the same time. Consecutive use of DBL followed by NY PFL is permitted, such as when a disability period is followed by bonding leave. The combined total may not exceed 26 weeks in any 52-consecutive-calendar-week period.
G. Employee Notice Requirements
NY PFL notice: When NY PFL leave is foreseeable, employees must provide at least 30 days’ written notice to the College before the leave begins. Foreseeable leave includes leave due to an expected birth, adoption or placement of a child, or planned medical treatment for a family member. When NY PFL leave is not foreseeable, employees must give notice as soon as practicable.
DBL notice: Employees who are unable to work due to a non-work-related illness, injury, or disability must notify their department head and Human Resources as soon as practicable after the onset of disability.
For both programs, notice must be directed to the employee’s department head and to Human Resources. 
H. Claim Filing Instructions
After providing leave notice to Human Resources, the employee must file the applicable NY PFL or DBL claim with The Standard by calling (888) 895-0670. NY PFL or DBL benefits will be paid from the private plan. The Standard will determine whether the employee is eligible for the program and must pay or deny the claim within 18 calendar days of receiving the completed application.

Employees are not expected to perform any work duties during an approved leave period. The College will not request, assign, or direct any work activity to an employee while on protected leave.
I. Paid Time Off Supplementation
Employees have the option, but are not required, to use accrued sick or vacation time during approved NY PFL or DBL leave. Employees who elect to supplement must do so in an amount that brings their total compensation to 100% of regular base pay. The College does not permit partial supplementation. Employees who do not elect to supplement will receive only the applicable program benefit for the period of leave.
Requests to use accrued paid time to supplement benefits must be submitted to Human Resources.
J. Health Insurance Continuation
During any period of approved NY PFL or DBL leave, the College will maintain the employee's existing health insurance coverage under the same terms and conditions as if the employee had continued working. The employee remains responsible for any employee-share of health insurance premiums during leave.
Employee contributions will continue through payroll deduction while the employee receives compensation paid directly by the College. If the employee is not receiving compensation from the College, the employee must make premium payment arrangements through Human Resources.
K. Job Protection
NY PFL job protection: NY PFL job protection applies only to employees who have met the minimum eligibility threshold: 26 consecutive weeks of employment for employees who regularly work 20 or more hours per week, or 175 days of employment for employees who regularly work fewer than 20 hours per week. Eligible employees are entitled to be restored to the same position held when leave began, or to a comparable position with comparable employment benefits, pay, and other terms and conditions of employment.
DBL job protection: Whether an employee on DBL leave has job protection depends on whether the leave also qualifies under federal FMLA. DBL and FMLA can run concurrently when the reason for the DBL leave meets the FMLA definition of a serious health condition and the employee meets the FMLA eligibility requirements of 12 months of employment and 1,250 hours worked in the prior 12 months. When both conditions are met, the College will designate the leave as FMLA concurrent with DBL, and the employee has full FMLA job protection for the duration of the concurrent leave. When the DBL leave does not qualify for FMLA designation, no statutory job protection applies to that leave. Employees should contact Human Resources at the start of any DBL leave so the College can assess whether FMLA designation applies.

L. Return to Work
NY PFL does not require a fitness-for-duty certification before an employee returns to work from NY PFL leave.
For DBL leave, the College will require a fitness-for-duty certification from a health care provider before the employee returns to work. Employees who are cleared to return must notify Human Resources and their department head as soon as practicable before the anticipated return date.
Employees returning from either NY PFL or DBL leave who need a workplace accommodation due to a continuing health condition should contact Human Resources.
M. General Anti-Retaliation
The College will not discharge, threaten, penalize, or otherwise discriminate against any employee for requesting or taking NY PFL or DBL benefits, filing a claim, or exercising any right under any federal, state, or local leave law covered by this policy. This prohibition applies to all forms of adverse action, including the assessment of attendance points, deductions from a leave bank that could lead to discipline, failure to promote, or reduction in pay.
Employees who believe their rights have been violated should contact Human Resources. 
N. Paid Prenatal Personal Leave
Effective January 1, 2025, all New York-based employees are entitled to a standalone bank of 20 hours of paid prenatal personal leave in any 52-week period. This leave is separate from and in addition to the sick and safe leave entitlement available to employees. It is available from the first time it is needed and does not accrue. Paid prenatal personal leave covers physical examinations, medical procedures, monitoring, testing, fertility treatments, and discussions with a health care provider related to the pregnancy. It does not cover postnatal or postpartum appointments.
Contact Information and Resources
The College Human Resources: Mary Cote | (207) 725-3033 | mcote@bowdoin.edu
NY PFL and DBL Administrator (Private Plan): The Standard | (888) 895-0670 
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