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Introduction
[bookmark: _GoBack]The issue of paid family medical leave is a complicated one in many organizations due to the fact that it is bound to the legal frameworks that guide organizations in their relationship with employees. According to Riano et al. (2018), many employees wish that they had access to a paid family medical leave whenever they experience one of their family members having a health problem or they themselves having a health problem that requires them to be out of their jobs for a substantially extended time but still gets paid for their work. A paid family medical leave is basically the money or compensation that an employee gets from the government, his employer, or an insurance company to cater for their medical needs when they experience sickness or to help them take care of one of the family members who are seriously ill (Appelbaum & Milkman, 2014). The complication with this kind of competition comes in where the employee needs to be paid in and even though they are away from work. Many organizations find this difficult to implement because employees away from work are a burden to the organization because the organization is not using their productivity and therefore paying such employees is not economically viable for the organization. Nevertheless, many employees have always wanted to have a paid family medical leave to help them take care of their seriously ill family members back at home or to take care of themselves when they are ill until they recover. In many cases, taking care of a critically ill person or family member requires the employee to be away from work (Appelbaum & Milkman, 2014). This means that the employee does not perform any duties or tasks pertaining to his job. This is what makes it very difficult for many organizations to get into paying such employees at such times because their productivity is actually not being used by the organization. This paper, therefore, explores the cons and pros of a Paid family medical leave within the total reward or compensation framework of an organization and the implications of having it to the HR management department and systems within an organization. The paper will also look at the strategies that real organizations are using and what they are doing in relation to the issue of paid family medical leave.
The Impact to a Hypothetical Organization Strategic Direction and Why Organizations Might Object or Accept
One of the major impacts on the organization if the organization implements have paid Family medical leave for its employees is a strain on the available resources. A paid family medical leave means that the employee has to be paid while he's away from work taking care of his sick family member or taking care of his own health. This means that as the employee is away, the organization is not using his efforts in its operations and therefore the money that is paid to the employee while he or she is away, creates a strain on the financial resources of the organization because the organization pays for efforts that have not been used (Das & Polachek, 2015). This, therefore, creates a problem for the organization because it has to pay for a force that have not been channeled r towards the operations of the organization.
The most serious impact on an organization after implementing paid family medical leave is the possible halt or grounding of the strategic goals of the organization (Das & Polachek, 2015). In a situation where a very significant employee in a department where a new project is about to be undertaken falls sick,  the organization finds it difficult to employ another person to fit into the position of the sick employee because financial resources are still being used to pay the sick employee through the implementation of the paid family medical leave. It becomes more painful and difficult for organizations if the employee himself in his in good health but is out of work because he or she is taking care of a seriously ill family member at home and is he still being paid by the organization. In this case, the employee cannot be replaced because first, he or she is still in good health and has job experience in the organization and also has full knowledge of the project that is about to be undertaken by the organization and therefore is the best fit for the job ahead. Second, replacing him with another employee might result to the employee suing the organization leading to a legal battle in court that can cost the organization a lot of money (Cascio, 2015) because fully paid family medical leave falls under the legal compliances of an organization in within the HR conceptual model. What this means, therefore, is that the goals of an organization are bound to being brought to a halt until the employee comes back to work. This is a major problem for many organizations and can create a change in the strategic objectives and strategic goals of an organization due to the absence of critical employees who are still on payroll while at home taking care of their critically ill family members (Milkman & Appelbaum, 2013).
The possible absence of a critical or important employee in an organization for an extended period of time while still on payroll might affect an organizational strategic plan negatively in the sense that the organization might have to change the objectives channeled towards achieving organizational strategic goals because of the missing employee in a vital position in the organization. As mentioned above, it becomes difficult for an organization to employ another employee while paying another one who is just on a medical leave that is paid. Therefore, the organization might be forced to change its strategic objectives just to accommodate the absence of the valued employee who must be present in an organization for it to continue with its strategic plans. This is mainly a big setback for many organizations whenever paid family medical leave comes to implementation.
For the reasons that have been mentioned above, many organizations might find it difficult and may not want to implement a paid family medical leave because such leave might make and organization to lose a lot of money. It becomes costly to an organization if the employees have chronically ill family members at home which means that most of the time these employees will be required to take the paid family medical leave to take care of the seriously ill family members and still get paid even though they will be away from work. Even though this is the case, some organizations might want to implement a paid family medical leave in order to increase job satisfaction among its employees and also ensure the retention of its valued employees. Research indicates that many employees leave their employers or organizations they work for because of unfavorable work terms which do not cater for their needs outside their jobs. Therefore, organizations fumble with keeping employees who are valued to them and in an effort to try and keep them to their jobs and keep them in those organizations, they might try to implement total reward systems which might include paid family medical leave that can attract more skilled employees and also help in retaining the valued and experienced employees and save more resources that might be used in frequent recruitment of new staff to replace employees that are leaving an organization.
How it Might Impact Employees
Just like any other reward system or compensation, paid family medical leave is likely to increase the productivity of employees in an organization. Research has shown that employees work better and happier when they know that they are well covered inside their jobs and also outside their jobs (Bamberger, Biron & Meshoulam, 2014). This is exactly what a paid family medical leave does to the employee and therefore when it is implemented in an organization, employees get peace of mind and they do their work in a relaxed manner and the result is that their productivity increases.
Offering a paid family medical leave to employees in an organization helps to retain employees in that particular organization (Milkman & Appelbaum, 2013). This is because the workers find no reason to leave the organization because they know that even if they feel sick or one of their family members becomes seriously sick, they can get time to attend to them without worrying of not getting paid. Therefore, a paid medical leave actually stimulates and encourages the workers of an organization to put in more effort in their work because they have peace of mind and therefore, they can work better and also stay within the organization without necessarily looking for other employment opportunities
However, this is not the case for all employees since some of them might not want to have a paid family medical leave. The reason is organizations are likely to implement deductions in the employee salaries to cater for the possible payment to the employee while he or she is away on a paid family medical leave. As mentioned in the paragraphs above, it actually makes no sense to an organization to pay an employee who is out of work taking care of a seriously ill person at home without necessarily requiring that particular employee to contribute towards that payment. This explains why some states in the United States of America such as California, New York, District of Colombia and Massachusetts have enacted laws and regulations that touch on the issue of paid family medical leave for employees (Bartel et al., 2014). However, the regulations have only been implemented by larger employers that can be able to manage the challenges of paying employees while those employees are not working for organization over an extended period of time taking care of a seriously ill family member.
Impact on Other HR Systems and Functions
There is no doubt that the proposed idea will impact human resource management systems and functions. One of the impacts will be that the HR systems would have to change to include medical assessment of employees’ family members before they hire a person if the paid family medical leave is to be implemented in an organization with support and pressure from the legal compliance. The fact is that no organization would want to employ a person who has chronically ill family members at home and where the applicant is the sole carer of the seriously ill person because if that happen, then the organization runs into problem of paying the employee through the paid family medical leave while they are away taking care of their seriously ill family members. Therefore, many HR management departments will have to extend their assessment to other family members before they employ any person just to make sure that there are no extreme cases of chronically ill persons within the family of the applicants which may consequently mean that the employee might be out of work most of the time and still be paid by the organization.
It also goes without saying that HR departments will have to include legal personnel that can help the organization to deal with any legal issues that may arise from employees not being granted or being granted a paid family medical leave. In addition, human resource departments will have to extend their assessment during recruitment to family members of the potential employees or the applicants who want to get employed by the organization in question. This therefore, means that organizations will have to set up their human resource departments in a manner that caters for both the assessment of the applicant and also the assessment of the family members to ascertain that their health conditions can necessitate paid family medical leave for already working employees of the organization (Kossek, Baltes & Matthews, 2011).
Another change that will be inevitable to implement in many organizations if the paid family medical leave is implemented is change in the job description of HR officers. In most cases, organizations stipulate job descriptions for various positions in the organization depending on the tasks and duties that the prospective employee in that particular position will be handling or performing. Therefore, since the human resource management functions will change to include issues such as assessment of the health conditions of the applicant as well as the health conditions of their family members, the human resource officers will also have to have the knowledge and skills to be able to conduct such assessments. This will, therefore, mean that when human resource positions are advertised by organizations, the job descriptions will have to change in order to accommodate the new changes brought about by the implementation of the new paid family medical leave for the employees of the organization (Bamberger, Biron & Meshoulam, 2014).
In extreme conditions, organizations will also be forced to lay off some of the employees who might not meet the assessment or the quality standards required to ensure that the organizations do not make a loss by paying employees who will at most times be off work taking care of their seriously ill family members or also taking care of their serious ill-health. This is likely to result in too many legal battles between the organization and the laid-off employees which might cost the organization a lot of resources in terms of finances to hire lawyers to do the cases in courts.
Measuring Success of The Proposed Idea
To assess whether the proposed idea is successful or not, there will be need for time-to-time surveys and critical analysis of the productivity of employees after a period of one year. This will involve critically analyzing the success of business operations after the implementation of the paid family medical leave to the employees in an organization to determine whether there is a positive or a negative change. These can be made possible by administering surveys to employees to seek their opinion and also seek to find out the level of their happiness and job satisfaction in an organization.  it can also be done by conducting thorough observation of how the employees perform their job tasks and duties to determine whether they are comfortable with paid family medical leave or not and whether it is actually creating positive change in the organization or bringing a negative impact on the operations of the organization and the pursuit of the strategic goals of the organization.
To conduct a successful assessment, there will be a need to tie the assessment to the initial reason for implementing the paid family medical leave. If an organization implemented it to ensure that there is high job satisfaction and retention of high-value employees, then the assessment should be geared towards finding out whether employees have been retained in the organization since the implementation of the paid family medical leave or not. If there has been an increased number of applicants into the organization and also reduced desire to leave the organization among the employees, then the proposed idea can be seen to have succeeded in that particular organization.
What Real Organizations are Doing
In an effort to try and implement paid family medical leave, many organizations are implementing deductions on employees’ salaries to cater for the funds that are used to pay employees whenever they are off work taking care of seriously ill persons in their families. Some organizations have partnered with insurance companies to implement compulsory insurance programs for all employees which actually offer packages that pay employees while they are on a paid family medical leave. A good example is Apple Inc. whose employees r subjected 2 Insurance contributions which are actually used to pay or facilitate paid family medical leave whenever an employee falls sick and is therefore required to be out of work for an extended period of time. working with insurance companies has seemed to provide her breakthrough for organizations to provide a way of implementing paid family medical leave without straining their financial own resources but only depending on the contribution of the employees and also the passive contributions of the organization to the insurance companies to cater for the same.
Conclusion
In a nutshell, Implementation of a mandatory Paid family medical leave will have far-reaching effects, especially on organizations and their HR management departments. Changes might have to be implemented to accommodate the assessment of applicants and family members of both applicants and already working employees in an organization. However, to the employees, this could be a major boost to their productivity because the leave brings peace of mind and happiness to the employee. Therefore, the best way of successfully implementing a paid family medical leave would be to make medical insurance mandatory for all employees which will help to enable contributions through deductions on the salary by the employers.
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