Making CACI International, Inc. an Adoption-Friendly Workplace

Proposal to add adoption benefits to CACI’s work/life benefits package


Overview of Proposal

In this document I propose that CACI International, Inc. provide to its employees an adoption benefit package to assist with expenses associated with the adoption of a child into the employee’s family.  CACI at present provides significant benefits to families for the birth of a child, including full coverage of medical expenses associated with the birth.  If a child enters the family by adoption, however, the very substantial expenses involved (typically $10,000 to $30,000), including medical costs associated with the birth of a child domestically adopted, are not covered by medical or other insurance, and must be paid directly by the employee.  Federal law currently allows CACI to provide, as an employee benefit, up to $10,160 in tax free expense reimbursement to assist with the material costs of building a family by adoption (Appendices I and II). 

Recognizing the needs of adoptive parents, many employers provide specific benefits that include financial reimbursement to help defray the costs of an adoption, time off (both paid and unpaid), and resource and referral services to help employees balance the work/life issues associated with adoption.  Family Medical Leave Act (FMLA) benefits up to 12 weeks are federally mandated for corporations with over 50 employees, and thus are the norm among CACI’s peers in our industry.

There are several compelling reasons for employers to consider offering adoption benefits. Adoption benefits enhance a company’s work/life benefits package by:

· Providing equality for all employees creating families, whether through birth or adoption.

· Serving as an extremely cost-effective, tax-exempt method of providing support to employees at a time of substantial  need.

· Encouraging employees to consider this alternative method of building a family that is much less costly to CACI than long-term utilization of specialized fertility treatments and their associated risks of premature and multiple births.

· Making a highly visible, family-friendly statement to employees of the company’s policy, despite the fact that the benefits are actually rarely utilized and would not have large financial consequences for CACI.

· Building employee loyalty and good will.

· Allowing employers and employees alike to help an orphaned or waiting child find a forever family.

This document consists of: 

1) Overview of Proposal 

2) Detailed Description of Proposal

3) Justification for Proposal

4) Summary of Proposed CACI Adoption Benefits Program

5) Potential Frequently Asked Questions Regarding CACI’s Adoption Benefits

6) References and Internet Links to Further Information

7) Appendix I: IRS Tax Code 26.A.1.B.III.137: Adoption Assistance Programs (effective 7 Jan 2003)

8) Appendix II: IRS Publication 968: Tax Benefits for Adoption (updated for 2003)

9) Appendix III: Partial List of Employers Offering Adoption Benefits, Dave Thomas Foundation

10) Appendix IV: Partial List of Employers Offering Adoption Benefits, National Adoption Center, National Adoption Information Clearinghouse

11) Appendix V: McDermott, Will & Emery: Adoption Assistance Plans

12) Appendix VI: McDermott, Will & Emery: Adoption Assistance Model Documents

13) Appendix VII: Working Mothers Magazine, 100 Best Companies to Work For, 2003 and 2002

Thank you for your consideration. I look forward to further discussions regarding this matter.

Sincerely,

Sheri S. Moreau

Detailed Description of Proposed CACI Adoption Benefits Plan

I am requesting that CACI International, Inc. add adoption benefits to its Employee Benefits plan.  I ask that CACI review the outline below, which includes typical corporate adoption benefits for our industry, and consider the following:

Financial Reimbursement for Adoptive Parents

Eligible adoption-related expenses will be reimbursed to a maximum of $3,000 per child (the industry range is $2,000–$5,000).  Most expenses directly related to the adoption should fall into the reimbursable category, including but not limited to:

· Agency and placement fees

· Legal fees and court costs

· Medical expenses of the birthmother

· Medical expenses of the child, not covered by insurance

· Temporary foster care costs

· Immigration, immunization and translation fees

· Transportation and lodging

Adoption Paid and Unpaid Leave of Absence

· Paid and unpaid leave for primary caregivers
An employee, who is the primary caregiver, would be eligible for up to 2 weeks (industry range is 2 to 5 weeks) of paid leave. This time may be utilized both pre- or post-adoption, and will be applied to leave allowed under the Family Medical Leave Act.  During Family Medical Leave, employees will continue to receive regular benefits which are related to date of hire.  Paid leave must be used during the CACI fiscal year in which the child is adopted.

· Additionally, an employee who is the primary caregiver, would be eligible for up to 10 additional weeks of unpaid leave, for a combined total of 12 weeks as allowed under the Family Medical Leave Act. During this time, employees will continue to receive regular benefits, which are related to date of hire.

· Paid leave for secondary caregivers
An employee, who is the secondary caregiver, would be eligible for up to 1 week (industry range is 1 to 3 weeks) of paid leave.  This time may be utilized both pre- or post-adoption and will be applied to leave allowed under the Family Medical Leave Act.  Paid leave must be used during the CACI fiscal year in which the child is adopted.

Adoption Resource and Referral Services

All employees are eligible to use the CACI-contracted work/life vendor and/or local resource and referral services for adoption information.  Consultants with adoption expertise will be available to provide specific adoption information and materials, community resources and referrals to adoption agencies. 

Justification for Proposed CACI Adoption Benefits Plan

There are a growing number of employers in the United States that offer some form of adoption benefits to their employees (see Appendices III and IV for partial lists).  In 2000, a study of 1020 major US employers by the benefits consulting firm Hewitt Associates found that nearly one-third (32 percent) of employers surveyed offer benefits to adoptive parents. Reimbursement levels varied from $1,000 to $10,000 per adoption.  The average maximum reimbursement was $3,209.  These totals are up from 23 percent in 1995 and 12 percent in 1990.  (Ref. 1)

Adoption may be more than twice as expensive as childbirth, with costs for a typical adoption presently ranging from $10,000 to $30,000. In some cases, benefits may consist of a financial reimbursement to cover a portion of adoption costs.  A corporation may also have a policy that allows for adoption leav e (similar to maternity or paternity leave) so that the child and parents can have time to adjust to each other. It is important for parents and their adopted children to work together to form the special attachment or bond that parents of biological children are able to form. 

As adoption has gained in acceptance as a way to begin or expand a family, employees and employers have become more interested in adoption benefits.  Many prospective parents find it very difficult to adopt without the support of their employers.  While maternity benefits are standard in most health care programs, adoption benefits have a long way to go, yet they are just as greatly needed. In addition to needing financial help, adoptive parents need to know that their employer is committed to family life for all families, and is willing to allow the time necessary for a child and parents to establish and build a healthy, loving relationship.  There is growing recognition that our work places should give family concerns a higher priority in order to keep valuable staff happy and productive, and allow them to achieve balance in their lives.  Many employers view employees with families as stable, reliable, hardworking assets.  Unfortunately, however, biological families and adoptive families are sometimes treated quite differently where benefits are concerned.

Adoption Benefits Plans

An adoption benefits plan is an employer-sponsored program that financially assists or reimburses employees for expenses related to the adoption of a child and/or provides for paid or unpaid leave for the employee.  Financial assistance may be reimbursement for specific costs or a set amount of money, regardless of actual expenses.  Adoption leave may be paid or unpaid, and provides time following an adoption for parents to bond with their adopted child and help the child feel comfortable in his or her new environment.  Increasingly, employers with adoption benefits offer a combination of financial help and leave time.  Some employers offer adoption-related benefits, but they are not part of a separate adoption benefits plan.  They may be offered under general employment leave or maternity/paternity benefits.  Appendices V and VI offer guidance and model Adoption Benefits Plan documents for corporations. 

Why Should CACI International Offer an Adoption Benefit?

Equity:  Two of the most compelling reasons for a company to offer benefits are equity and fairness.  Employees who choose parenthood through adoption should receive benefits comparable to those who have children biologically. 

Low Cost:  Since relatively few employees actually utilize adoption benefits, the cost to the company is low, assuring that cost containment need not be a concern.  About 50,000 families in the United States adopt each year.  Nationally, less than one-half of 1 percent of all employees whose employers offer adoption assistance actually use it.  Michael McDermott, Senior Director of Human Resources, G. D. Searle & Co. in Skokie, Illinois states, "We have found this benefit to be very well received by our employees, and very cost-effective. We currently experience from two to six adoptions per year.  I would endorse the adoption allowance to any employer contemplating it." (Ref. 2)

Moreover, adoption benefits such as I am proposing, offer CACI an "insurance policy" against high birth costs. They are, in fact, the lowest cost option of providing benefits for adding a family member to an employee’s family.  Many couples contemplating adoption do so because of problems conceiving a child.  Some couples choose adoption over sophisticated, expensive fertility treatments even though a fertility specialist may encourage them to continue treatment, and tell them they have a good chance of achieving a pregnancy.  Some couples make the choice of adoption because the infertility treatment would result in long term risk of ovarian cancer from fertility drugs, and of high risk pregnancy due to the higher chances of miscarriage and the significantly higher odds of premature and multiple births.  The emotional difficulties of undergoing infertility treatment, or of suffering repeated pregnancy losses, are other common reasons couples turn to adoption.

One need only consider the typical costs for premature births and multiple births to see what a "bargain" adoption benefits really are.  However, employees who make the adoption choice are faced with a lack of benefits while employees who choose to take the risks inherent in fertility treatments are provided excellent benefit coverage even if complications and high medical costs occur as a result of their decision.  Because CACI’s medical insurance covers almost all fertility expenses (in New Jersey, up to and including egg donation), but none of the costs of alternatives such as adoption, there is a strong financial incentive to continue treatments beyond what one might otherwise choose.

Good Will:  Good will and institutional loyalty of employees are very important for CACI if we are to realize our goals as an institution of excellence.  Employees, especially younger staff, are quite sensitive about employee benefit issues in general, and "family-friendly" policies in particular.  Due to the ever-lengthening graduate school and post-doctoral study required for excellence in most specialties, the present generation of young professionals are especially vulnerable to fertility problems, and likely to be especially appreciative of support for alternative methods of building a family. A generous adoption benefit would be notably "family-friendly" and would have a positive effect on both recruitment of new staff and retention of existing staff.

Social Benefit:  Children and families would be the primary beneficiaries of CACI’s support of adoption, just as biological children and families have benefited from support throughout CACI's history.  The benefits may make the difference in a decision to adopt, which may be particularly meaningful for the growing number of available children in foster care and orphanages in the United States and in foreign countries.  Many American personnel now serving in Afghanistan and Iraq have expressed interest to the US Department of State in adopting war orphans.  In January 2004, my own adoption agency, Seedlings Inc. of Whippany, NJ, facilitated one of the first-ever adoptions of a child from Afghanistan: they are expecting a significant number of applicants to this program now that the immigration authorities of both countries have made adoption possible (despite religious barriers).  In sum: everyone benefits from an adoption benefits plan: the community, the corporation, the employees and their adopted children. 

Acceptance by Employers:  More and more employers and educational institutions are offering adoption benefits packages and many want to keep pace with their competitors and colleagues. In addition, legal actions have consistently supported the equity consideration. In fact, several employers have raised the value of their adoption benefits since their first offering.  An executive from Xerox's Human Resource Department who adopted says, "As a personnel manager I was well aware of the benefit program and I knew that Xerox was extremely sensitive to adoption as a family option. The fact that they just increased their reimbursement proves that. They also gave me a leave of absence.  I can't speak highly enough of management's commitment. It's there whether you adopt or have a baby biologically. The company doesn't just send you a reimbursement check, but a very nice personalized letter. It's an excellent benefit." (Ref. 2)

Acceptance by other CACI Employees:  I have spoken to many CACI employees who were genuinely surprised at the high fixed costs associated with adoption, and that adoptive parents at CACI do not currently enjoy the same level of support as biological parents.  There is a strong feeling that people who support family policies support them for all families, all parents, all employees.

What Expenses Should be Covered? 

For domestic adoptions expenses might include all or a portion of doctor and hospital bills associated with the birth, public and private agency fees, court costs and legal fees, counseling fees associated with the placement, and initial adjustment associated with the adoption.  Foreign adoption fees may include agency and home study fees, orphanage fees, medical expenses, foster care expenses, translation, travel, immunization and/or US immigration fees. The Federal government publishes specific guidelines for eligible adoption expenses (Appendices I, II).

When are Benefits Paid? 

In most cases benefits are paid after the adoption is finalized. Some employers, recognizing the accumulating expenses and the need for a child to live in the home prior to finalization, are providing reimbursement earlier—either when the child is placed in the home, or as expenses are incurred.

Are All Types of Adoption Covered? 

Some employers do not cover adoptions by step-parents, but among plans implemented more recently, the trend is toward including all adoptions. Also, some employers have an age limit on the adopted child that determines whether benefits will be paid. Most plans with age limits specify the child must be under 16 or 18 years of age.

How Do Adoption Benefits and Maternity Benefits Compare? 

While most employers recognize the need for fairness to all employees, adoption benefits have not even begun to keep pace with maternity benefits. Since regulations require that pregnancy be treated as a disability, reimbursements through medical plans have risen dramatically. This has not been the case for adoptions, since an adoptive parent is not "disabled" by pregnancy and its immediate aftermath. Yet, there are employers that try to parallel maternity benefits by steadily increasing the adoption reimbursement. At least one company, Time, Inc., bases its maximum adoption benefit on the latest average of pregnancy costs in the area.

According to Susan Eisenman, formerly a Columbus, Ohio adoption specialist, and now the Utah assistant attorney general, average hospital fees for a normal birth in 2000 ranged from $5,000 to $9,000, while physician fees ranged from $2,500 to $3,200. Thus the total average cost for a normal birth three-plus years ago ranged from $7,500 to $11,200. (Ref. 2)

Average delivery figures for multiple births are not available, but because multiples are often born prematurely and require longer hospital care after they are born, costs for twins, triplets or quadruplets would undoubtedly be many times higher.  CACI employees with PPO coverage pay only a $200 deductible, and then only 10% of their costs for having a child, with an annual out-of-pocket limit of $1600. All expenses over $1,600 are paid by CIGNA/CACI with effectively no limit.

Thus the employee family benefit for the uncomplicated addition of a newborn child might easily range from $5700 to $9400 (total average costs minus deductible and maximum annual out-of-pocket).  Some of this expense is covered by employee contributions to health insurance, but as CACI contributes a substantial portion of the health insurance pool, the majority of this benefit is coming from the corporation.

Are Adoption Benefits Taxable?

A Federal law passed in August of 1996 and revised in 2003 makes employer contributions of adoption expenses up to $10,160 non-taxable provided the adopting couples' adjusted gross income is $152,390 or less.  (Appendix II) This demonstrates the federal government's commitment to encouraging adoption and the provision of adoption benefits by employers. It also means that an employer provided adoption benefit is very cost-effective and provides a high level of "bang for the buck" compared to other financial options (such as loans or outside jobs) that the employee might be forced to consider.

A sampling of corporate adoption benefits

The following is a short list of companies in our industry plus a sampling of local (New Jersey) industries that offer adoption benefits.  More complete lists are provided at Appendices III and IV.

	Company
	Financial Reimbursement
	Paid Leave
	Unpaid Leave
	Resource & Referral

	CACI International
	No
	No
	FMLA
	No

	Aventis Pharmaceuticals, Bridgewater, NJ
	$5000
	No
	FMLA
	Yes

	Boeing
	
	
	FMLA
	Yes

	Booz Allen Hamilton **
	No
	10 days
	FMLA
	Yes

	DoD – USN, USMC, US Army
	$2000
	10 days
	No
	Yes

	DoD – USAF
	$2000
	0  days; Congressional Inquiry underway
	No
	Yes

	DoD – Federal Civilian
	
	
	
	

	MITRE
	Yes
	
	FMLA
	Yes

	IBM
	80% of eligible expenses related to adoption, up to $2,500 per family for each adoption (no limit on # of adoptions)
	
	FMLA
	Yes

	Lockheed Martin
	$2000
	
	FMLA
	

	Mattel
	- $5000 per adoption 
- $7500 for concurrent multiple adoptions (siblings)
- $15,000 lifetime maximum
	5 days
	FMLA
	Yes

	Northrop Grumman
	
	
	FMLA
	

	Novartis, East Hanover, NJ
	$3000
	3 days
	FMLA
	

	Rockwell Collins
	
	
	FMLA
	

	Wachovia 
	$3000
	20 days
	FMLA
	Yes


** Five consecutive years recognized as one of the 100 Best Companies to Work For, Working Mother Magazine, including two consecutive years as *Top Ten, and also in 2003: *Best in Class.   (Appendix VII)
Summary

Adoption has become an accepted method of building a family.  Employers sensitive to family issues recognize the importance of adoption benefits and the need for equitable employee treatment.  Many employers find that offering monetary assistance and/or leave benefits creates good will and a sense of employee equity within the company, incurs minimal costs in the scheme of employee benefits, and creates a positive and family-friendly" image.  It is my sincere hope that after reviewing the information in this proposal, CACI will seriously consider an adoption benefits plan including an adoption expense reimbursement of $3,000 and paid leave for employees who adopt.

Proposed

Adoption Assistance Program

for CACI International, Inc.
(modeled on programs offered by Booz Allen Hamilton, Lockheed Martin, Boeing, Rockwell Collins, and the Department of Defense, and on Internal Revenue Service Title 26, Subtitle A, Chapter 1, Subchapter B, Part III, Section 137: Adoption Assistance Programs, and on Internal Revenue Service Publication 968: Tax Benefits for Adoption)

The Adoption Assistance Program, effective _________, pays, upon placement in the home, up to $5,000 per adopted child to eligible staff for adoption-related expenses.  It further allows up to 10 working days paid leave for the child’s primary caretaker, and an additional 5 working days paid leave for the child’s secondary caretaker, if this individual is also a CACI International employee.

Eligibility - Any full time staff member is eligible for the Adoption Assistance benefit.  If both you and your spouse are CACI employees, the reimbursement maximum may not exceed $5,000 per child, nor can paid time off exceed 15 days.  Adopted children must be under age 18.  They may be biologically related to either parent.  Adoptions made through public, private, domestic, international, and independent means are eligible.

Reimbursement - Upon placement in the home, eligible adoption-related expenses will be reimbursed to a maximum of $5,000 per child (up to a maximum of $15,000 per family).  Reasonable and necessary expenses directly related to the adoption are reimbursable, including:

* Agency and placement fees

* Attorney fees, other legal fees and court costs

* Medical expenses related to the child's birth

* Medical maternity expenses for the child's biological mother not covered by insurance

* Required medical expenses for child prior to adoption

* Temporary foster care expenses incurred prior to placement

* Immigration fees

* Immunization costs

* Translation services

* Transportation and lodging expenses related to the adoption

Not all expenses are eligible; examples include:

* Medical exams for the adopting parents

* Costs of personal items, i.e.: clothing, food

* Expenses incurred while not an employee

Procedure for Reimbursement - Upon placement of the child in the employee’s home, itemized receipts for eligible incurred expenses should be presented to the Human Resources office.
Potential Frequently Asked Questions Regarding 
CACI’s Adoption Benefits Plan

Overview:  The following are questions employees may ask about CACI’s adoption benefits policy. Most are company specific; the responses have been taken from a variety of employers’ policies, with recommended answers that can be modified to meet CACI’s needs. The questions can be used as a method of developing policy and as a communications tool in newsletters or benefits handbooks.

Who is eligible for adoption benefits?

Many employers maintain the same eligibility requirements for adoption benefits as they do for maternity or other company benefits. Most often, both full and part-time employees are eligible and the effective date ranges from immediately upon hire to one year of service.

What types of adoptions are covered?

Most adoptions are covered, with the possible exception of step-parent adoptions.  Kinship/relative adoptions are becoming more widely recognized by employers. 

What expenses are covered?

Most employers reimburse for the following, up to a maximum amount:

· Adoption agency fees

· Legal fees and court costs

· Medical expenses for a child not covered by insurance

· Medical expenses of the birthmother

· Temporary foster care expenses

· Travel and lodging expenses

· Immigration and naturalization fees

· Immunization and translation fees

What is the level of reimbursement?

This varies among employers; the range is from $5,000 to $20,000 per adoption. Some employers have a slightly higher reimbursement for employees who adopt children with special needs. 

When may I request reimbursement?

You may apply for up to $3,000 reimbursement in adoption expenses once the child is placed in your home.  It often takes at least six months from the time of placement for an adoption to be finalized, and most expenses are incurred prior to finalization.

I just adopted last year, or I am in the process of adoption right now. Can I take advantage of this new program retroactively?

This is a decision each employer will have to make individually. We recommend allowing those in the process of adoption to participate fully, and those who completed an adoption in the past 12 months apply for some type of limited reimbursement.

What procedure should I follow to obtain reimbursement?

You will need to complete your employer’s adoption reimbursement form that may be available from Human Resources. Documentation of expenses related to placement will be required.

Is adoption reimbursement taxable income?

Adoption reimbursements, in many cases, are not subject to federal income tax. Further information and forms are available from the IRS at 1-800-TAX-FORM.

Will adoptions of step-children be reimbursed?

This decision will need to be made by the individual employer. Some will differentiate between adoption of relatives or adoption when one parent is a biological parent. Many will allow reimbursement for all adoptions.

How much leave time can I take for adoption?

Many employers evaluate this according to an established maternity leave policy. Some examples of the alternatives chosen are: 

· Paid and unpaid leave for primary caregivers
An employee, who is the primary caregiver, is eligible for up to 2 weeks of paid leave. This time may be utilized both pre or post adoption, and will be applied to leave allowed under the Family Medical Leave Act (FMLA). During Family Medical Leave, employees will continue to receive regular benefits which are related to date of hire.

Sometimes employees allow additional unpaid time off in addition to the 12 week FMLA requirement. During this time, employees will continue to receive regular benefits, which are related to date of hire.

· Paid leave for secondary caregivers
An employee, who is the secondary caregiver, is eligible for up to1 week of paid leave. This time may be utilized both pre or post adoption and will be applied to leave allowed under the Family Medical Leave Act.

· Procedures for leave of absence 
Employees are requested to provide their manager with as much preliminary information on need for time off as early as possible. This will prevent unplanned interruptions in departmental workflow while allowing employees to take necessary leave time.

What happens to my benefits while on leave?

According to the FMLA, benefits will be maintained for the 12-week leave period. If you are out longer, you will need to make arrangements with Human Resources for continuation of your benefits.

How long a leave can I take and still retain my current job?

Your job will be retained for a minimum of 12 weeks according to the FMLA. Further questions about leave time should be discussed with your manager or with your Human Resources department.

Are there any alternatives to returning immediately to my job full-time?

The amount of flexibility depends on your employer and/or your individual department. Some employers allow employees the ability to return on a part-time basis.

How do I coordinate my adoption with health insurance, dependent care accounts and other benefits?

At the time of placement, you may add your child to your medical, group life insurance and dependent care reimbursement accounts. Any additions in your benefits plan must occur within 30 days of placement. You will need to complete medical policy change forms and have a copy of the placement agreement in order to enroll your child.

References

1. Hewitt Associates LLC: Work and Family Benefits Provided by Major U.S. Employers.  © 2001, Hewitt Associates

http://was4.hewitt.com/hewitt/resource/newsroom/pressrel/2001/04-23-01.htm
2. Holt International Children’s Services:  Adoption Benefits

http://www.holtintl.org/benefits.shtml

3. Dave Thomas Foundation for Adoption and National Adoption Center’s Adoption Friendly Workplace Program

http://www.adoptionfriendlyworkplace.org.

4. National Adoption Information Clearinghouse: Adoption Benefits: Employers as Partners in Family Building

http://naic.acf.hhs.gov/pubs/f_benefi.cfm

5. Working Mother Magazine, The 100 Best Companies for Working Mothers List 2002  © 2004, Working Mother Media. 

http://www.workingwoman.com/list.shtml

Lists of Employers Offering Adoption Benefits Plans

http://www.adoptionfriendlyworkplace.org./employers.asp

http://www.holtintl.org/benefits.shtml

http://benefits.adoption.com/







CACI Proposed Adoption Benefits Plan
Page 11 of 11
Sheri S. Moreau, 16 February 2004


