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The Center for Equity, Gender and Leadership at 
the Haas School of Business (University of California, 
Berkeley) is dedicated to educating equity fluent 
leaders to ignite and accelerate change. Equity 
fluent leaders understand the value of different lived 
experiences and courageously use their power to 
address barriers, increase access, and drive change 
for positive impact.

Equity Fluent Leadership (EFL) Playbooks are a tool 
for business leaders that include plays for specific 
DEI-related topics and situations. 

This Playbook was authored by Genevieve Smith & co-
authored by Ishita Rustagi. The Handbook benefited from 
the contributions of many individuals. Helpful edits were 
provided by Jennifer Wells, Francesca LeBaron, Laura 
Kray, Margaret Lee and Diana-Chavez-Varela from EGAL 
and UC Berkeley. We are also grateful for valuable reviews 
and feedback provided by Anika Briner, Jeni Chih, Maria 
Febre, Will Riffelmacher, Abby Davisson, Megan Dalessio 
and Melina Wyatt at Gap Inc.; Fidelma Butler, Analisa 
Schelle and Evangeline Mendiola at Zendesk; as well as 
Jessa Deutsch and Gabriela Teran at BCG.

For more information and questions, reach out to 
Genevieve Smith (genevieve.smith@haas.berkeley.edu). 
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There are two parts to this playbook: 

Part A provides important information on dual career 

couples, an overview of the plays and some guidance to 

prioritize plays before taking action (think of it like training). 

Part B includes each EFL Play. All seven EFL Plays 

have information on the play, business benefits to 
implementing it, indicators to track success and steps to 

put it into action (game time!). Plays should be selected 

and adjusted as needed for a customized approach that 

fits your organization’s unique challenges and goals. 

How to use this playbook?

Do you have issues retaining or hiring women in 

management and leadership positions in equal numbers 
as men? Have you noticed how Millennials and Generation 

X employees have values, work expectations and work-life 

balance goals that tend to differ from previous generations 

— and how these can be linked to a partner that might also 

have a career? Do you want to keep and attract the most 

talented staff no matter their gender or sexual orientation? 

If you answered yes to any of these questions, this 
playbook is for you.

Why use this playbook?

This playbook is for people working on gender equity as 
well as diversity, equity and inclusion more broadly at their 
organization. While plays will involve other players as well, 

think of yourself as the coach putting plays into action.

Who is this playbook for?

Supporting Dual Career Couples: An Equity Fluent 
Leadership (EFL) Playbook is meant to provide leaders with 

a snapshot of key information on dual career couples and 

seven evidence-based plays that can be implemented to 

support them with positive impacts for their organization.

What is this playbook?

EXECUTIVE SUMMARY
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“On my way in, yes, I’ll get to that right away.” Dawn holds her 1-year old baby, Jonathan, 

on her hip rocking him back and forth as she finishes the conference call and bends over to 
slip on her heels before finishing buttoning her top. Her nanny is sick, so she had to take her 
first meeting from home, but luckily her mom lives nearby and is coming over to take care of 
Jonathan. Her partner works in finance and left earlier that morning to make sure he arrived 
at work before the market opened. Dawn’s mom arrives in the next couple of minutes, and 
Dawn gushes her appreciation before grabbing her coat and rushing out the door, texting 

her colleague that she’ll be just a couple minutes late for their upcoming meeting. 

Dawn’s story is both far from unique and one illustration of dual career couples. Today, 
white-collar employees are more likely than ever to be part of a household where both part-

ners work full time. While partners are becoming more egalitarian, women in heterosexual 

dual career couples - with or without children - still do most of the household / care work and 

are more willing to prioritize their partners’ career over their own. On top of this, workplaces 
have been built on a breadwinner format that makes “having it all” a myth for the vast ma-

jority of women in particular. Furthermore, all individuals in dual career couples may experi-

ence stress, conflict and time constraints resulting from managing both work and life / family 
responsibilities, which can be exacerbated by jobs that require travel, temporary relocation 
and/or permanent relocation.

If business leaders are serious about solving this and creating inclusive workforces, an essen-

tial piece of the puzzle is understanding challenges employees in dual career couples face 

and what to do about it. Employees in dual career couples are not a homogenous group so it 

is key to understand challenges faced by employees in dual career couples of different iden-

tities - including gender, sexual orientation, disability status, race, ethnicity and socio-eco-

nomic status. By successfully supporting all employees in dual career couples, companies 

can benefit from reduced absenteeism and enhanced productivity by reducing employees 
work-life conflict. They are also likely to be more attractive to potential candidates, further 
enhancing their ability to recruit top talent. 

Currently most organizations don’t have the frameworks in place to successfully support dual 
career couples. Also, by adhering to longstanding ideas around successful career paths re-

quiring geographic mobility, these practices fall short of meeting the needs of the majority, 
who need to consider the impact of relocation on their partner’s career. Even when the right 
policies, benefits and frameworks exist, internal culture may stymy progress if managers fail 
to normalize their use. 

Much has been written about dual career couples with guidance for companies, but this 

doesn’t always incorporate the academic literature that has been conducted in the space and 
may perpetuate ineffective or band-aid “solutions”. We developed this Playbook to address 

the gap between knowledge and action. By implementing the seven evidence-based actions 

(or “plays”), business leaders can begin to move the needle to support dual career couples 

and attract, keep and grow talent.

INTRODUCTION
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SUPPORTING DUAL CAREER COUPLES 

PART A. PREPARATION
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What are dual career couples?
Dual career couples (DCCs) are couples – with or without children – where both partners pursue 
a professional career. They are a subset of dual-earner couples and tend to be well educated couples  
with commitment to their jobs and respect for and interest in their partner’s career.

WHAT YOU NEED TO KNOW

62%
of full-time employees 

in the U.S. have a 
partner working full-

time

Millennials (78%)
Gen X (73%)

Boomers (47%)

Figure 1. Percentage of US 

employees in DCCs, by generation

Why should employers care?
In the short term, juggling work, life and family can take a toll on employees’ engagement and 
productivity - particularly for women. By supporting DCCs, employers can:

• Reduce absenteeism as well as enhance productivity and retention  - with particular 
gains for firms employing larger percentages of women. 

• Enhance recruitment of top talent through being more attractive to potential candi-
dates. 

• Better capitalize on potential top talent. This is particularly the case if firms offer flex-
ible career development tracks as people may scale back ambitions if they don’t think a 
high-profile project or overseas assignment can fit with their home responsibilities. 

Why are DCCs a growing trend?
There are more women in the workplace and the traditional 
male breadwinner family model is changing. In the past 
40 years, there has been a steady increase of women’s 
participation in the paid workforce in industrialized nations. 
This is due to women having educational attainment equal 
to men’s, changing values related to women’s and men’s 
roles in family and society (moving towards more egalitarian 
partnerships), and more career options for women. 

Also, the number of couples marrying with similar levels of 
education and ambition has risen by almost 25% in the last 
30 years. Highly educated women in particular almost always 
live with partners who are as educated as they are and work 
full time. When both partners are highly educated, it makes 
economic sense to both be in full-time professional tracks.

A majority of full-time employees (62%) in the US have a spouse/ partner 
who works full-time. For millennials and Gen X, the likelihood they 
have a partner that also works full-time is much higher than boomers 
(see figure 1). While the percentage of people in DCCs varies across 
countries, DCCs have been a growing trend globally. 
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Why are organizations struggling to support DCCs?*

Workplaces are built for a traditional breadwinner couple format – in which one partner 
supports the family financially and another partner remains at home – and organizations 
are failing to keep up. Organizational policies and practices are still largely predicated on 
outmoded assumptions that employees are predominantly male from traditional families.

Mindsets & internal culture impede progress. In some organizations, C-suite leaders may 
not have any direct experience with this issue, as they have a stay at home spouse and rose 
through the ranks in a traditional culture in which they compartmentalized work from person-
al life. They therefore established cultures and human resources (HR) agendas, perhaps un-
intentionally, in which their path is the only possible path to the top. Even if companies have 
policies in place that support DCCs, that isn’t enough as managers often haven’t adapted 
and are effectively implementing the policies.
 
A 2014 study found that men who were married to women who stayed home had less pos-
itive attitudes towards women they worked with. Indeed, many employees still believe that 
taking time off for a family or personal need (including childbirth) would negatively affect 
their career prospects. 

Companies tend to have longstanding ideas around what ambition looks like – includ-
ing expectations for travel and career trajectories. While variance exists between indus-
tries, bosses often want talented staff to go through a series of jobs, usually involving stints 
abroad. Executives in midsize and large organizations are often expected to cycle through a 
variety of divisions and functions (a practice that originated in the 1980s before technology 
opened the door to virtual, productive work). Therefore, geographic mobility tends to be 
an important precondition for career development, especially for high potential employees. 

But today’s professional employees are committed to their partner’s career too and often less 
willing to make the tradeoff between their career and their partners. Some research shows 
women are less willing to accept job transfers than men, this may be due to men’s career 
often given priority and therefore women deciding not to relocate.

*Challenges are heavily influenced by laws and social norms which vary by culture and context. For example, European 
countries have generous parental leave and childcare policies as opposed to the US where Americans also have lower 
levels of healthcare coverage and work longer than citizens of most developed countries. Companies face different 
constraints and challenges to support DCCs based on the industry and nature of work.
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What are the challenges for partners in a DCC?

People in DCCs have demands and stressors from work and home as well as time con-
straints. People in DCCs are juggling spending time with their partner, family, friends, lei-
sure, etc. – and face particular time constraints if they are parents or caretakers for elderly 
parents. DCCs experience more stress, work family conflict, family conflict, role ambiguity, 
role conflict and overload than single career couples. But more than half of employees indi-
cate that the ability to balance work and life is very important.

Gender roles & familial culture results in more pressure placed on women. Partners are be-
coming more egalitarian – millennial men are more likely than men of previous generations to 
want to be at home and take on some domestic responsibilities so women can work. But women 
in heterosexual DCCs still do most of the family-related work and are more willing to prioritize 
their partners’ career over their own (stemming from traditional gender roles and stereotypes).  
Women are estimated to do 1.6 times the amount of housework as men, and for married mothers 
this is 1.9 times that of married fathers. Even women in senior leadership positions who have male 
partners are five times more likely than their partners to do all or most of the household work. 

Women experience higher levels of work family conflict than men and – linked to this – wom-
en are twice as likely as men to limit their work commitments. Individuals in partnerships with 
female breadwinners and/or men as primary caregivers can face additional challenges, which 
are largely a product of culture (national, industry and organizational).

Work-related travel and relocation can be hard for couples to navigate. “Trailing spous-
es” are people who relocate for a partner. Some couples may choose to set one career aside 
temporarily (often it being the woman’s which gets sacrificed as she focuses on settling the 
family). “Commuter marriages” are when partners live apart while one completes an assign-
ment away from home. 
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POLICIES/BENEFITS

£°��>L�i�yiÝ�L�i�Ü�À���«Ì���Ã  

WORKPLACE CULTURE, MINDSET & STRATEGY

Evidence-based plays to support dual career couples can be categorized into 
(A) policies/benefits, or (B) workplace culture, mindset & strategy. While plays are listed in a 
numerical order below, there is no “correct” order for implementation or priority.

PLAYS TO SUPPORT DUAL CAREER COUPLES

2. Offer & encourage paid parental leave & leave for caretaking

3. Support access to affordable, quality childcare & eldercare

4. Train managers on why & how to support dual career couples

5. Educate senior leaders about contemporary talent & how to attract / 
nurture it; Conduct reverse or reciprocal mentoring

È°��iÛi��«�>���«��Þii�,iÃ�ÕÀVi��À�Õ«�,�Ã®�E�«À�Û�`i�«�>Ìv�À�Ã�
for employees to discuss challenges, share tips and tools

Ç°�,iiÛ>�Õ>Ìi�Ü�>Ì�>�ÃÕVViÃÃvÕ�]�>�L�Ì��ÕÃ�V>ÀiiÀ�«>Ì������Ã����i�E�
`iÛi��«�}i�}À>«��V>��Þ�yiÝ�L�i��«Ì���Ã
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Understand challenges employees in DCCs face and what they appreciate. This 
information can be gathered through focus group discussions, surveys or interviews. If 
the organization already has an ERG for parents or DCCs, consider interviewing them or 
engaging their support as facilitators. Questions to explore may include:

• What challenges do employees in DCCs tend to face? How do these differ across 
levels? Across different identities (e.g., gender, sexual orientation, age, race, 
ethnicity)?

• What do employees in DCCs appreciate about how your organization currently 
supports them and their partner/family? How does this differ across levels and 
identities?

• Have employees expressed a desire or need for particular support? How does this 
differ across levels and identities.

#2
STEP

PUTTING THE PLAYS INTO ACTION

Assign ownership for who will manage this process / be accountable, identify what 
success looks like (what would the company like to achieve), and gain support internally. 

To gain support internally: 

• Estimate the proportion of the workforce in DCCs. This can be hard to quantify, 
so it may be useful to use the statistics provided in the introductory section of this 
Playbook. 

• Gather information to communicate why this is important at your particular 
organization. For example, look at exit interviews to understand how many people 
have highlighted work-life balance issues and stresses. This information could also 
be gleaned from engagement surveys or informally gathered from employees in 
ERGs. 

#1
STEP

These two pages outline the four steps to put in the preparation, identify the most relevant 
plays for your organization, and get ready to put them into action. 

#3
STEP

Understand the current state of your organization. 

Collect relevant information to do a diagnostic of your organization to highlight the 
most relevant plays. A basic diagnostic is on the next page and are meant to serve 
as a starting point. 
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• Does your organization have a policy 
around… 

 � Flexible work? Do both men and 
women use flexible work in relatively 
equal numbers? If no to either 
question...

 � Paid parental leave (including 
adoption)? Do men use paternity 
leave and use amounts they are 
eligible for? If no to either question...

 � Access to affordable quality child care 
and elder care? If no...

• Does your company have a training for 
managers on helping new parents return to 
work and supporting use of flexible work? 
Do employees in DCCs feel the company 
has a supportive culture for them? If no to 
either question...

• Is there buy-in from senior leaders 
and understanding that purposefully 
supporting DCCs is important? If no...

• Do employees express desire for additional 
opportunities to connect with colleagues 
around DCC-related topics? If yes...

• Does your organization often require or 
heavily encourage travel / relocation to 
advance in the company? If yes...

PLAY #1

PLAY #2

PLAY #3

PLAY #5

PLAY #7

PLAY #4

PLAY #6

Basic sample diagonistic to identify priority plays for your organization’s context

ASK... GO TO PLAY... PLAYERS INVOLVED...

Diversity, eqiuty 

and inclusion (DEI) 

leads / HR

DEI leads / HR

DEI leads / HR & 

managers

DEI leads / HR 

with junior & 

senior employees

DEI Leads / HR 

with employees & 

leadership

Leadership with 

DEI leads / HR

DEI leads / HR

Go to the relevant plays, recruit the players needed and put them into action. 

Remember, the approach and plays will look different across different countries and 
geographies given variances in cultural/social norms, as well as the organizational and 
broader legal environments. Prototype, customize and adapt the play as needed. #4

STEP
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SUPPORTING DUAL CAREER COUPLES 

PART B. THE PLAYS
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BUSINESS BENEFITS FROM IMPLEMENTING THIS PLAY*

• Increased job satisfaction & reduced stress6

• Enhanced recruitment & retention7 8 9 10, especially for parents11

• Enhanced employee motivation12

• Enhanced employee productivity & reduced absenteeism13 
• Positive effects on company culture14

Flexible work arrangements (FWAs)1�V>��V��i�����>�Þ�v�À�Ã°��Ì���V�Õ`iÃ�yiÝ�L���ÌÞ����ÌiÀ�Ã��v�>��Õ�Ì�
�v� Ì��i�Ü�À���}� i°}°]�«>ÀÌ�Ì��i®]�Ü�i��Ü�À���}� V>���VVÕÀ� i°}°]� yiÝÜ�À�®]� >�`�Ü�iÀi�Ü�À���}� V>��
occur (e.g., telecommuting). 

Ƃ� Ã�}��wV>�Ì� �Õ�LiÀ� �v� i�«��ÞiÀÃ� ÕÌ���âi� �7ƂÃ� >�`� Ì��Ã� �Ã� ��VÀi>Ã��}°� ��� >� Óä£�� ÃÕÀÛiÞ� �v� £x]äää�
ÀiÃ«��`i�ÌÃ�>VÀ�ÃÃ�nä�V�Õ�ÌÀ�iÃ]�Ì�i��7��v�Õ�`�Ì�>Ì�ÈÓ¯��v�LÕÃ��iÃÃiÃ�VÕÀÀi�Ì�Þ��>Ûi�>�yiÝ�L�i�Ü�À���}�
«���VÞ]�>�`�Çx¯��v�ÀiÃ«��`i�ÌÃ�Li��iÛi�yiÝ�L�i�Ü�À���>Ã�ºLiV��i�Ì�i��iÜ���À�>�°»�Ûi��ÃiVÌ�ÀÃ�Ì�>Ì�
historically tend to be more location-delimited such as manufacturing (70%) with industrial plants and 
factories, or retailers (67%), with stores and warehouses, are seeing more than half of businesses using 
Ã��i�̀ i}Àii��v�yiÝ�L�i�Ü�À���}�Ì��ÀiÌ>���>�`�>ÌÌÀ>VÌ�ÃÌ>vv°2  The number of U.S. workers who telecommute 
À�Ãi�££x¯�LiÌÜii��Óääx�>�`�Óä£Ç�vÀ���£°n���������Ì��Î°����������Ü�À�iÀÃ°3 

Flexible work arrangement options can include: 

• �i�}À>«��V�yiÝ�L���ÌÞ
 � /i�iV���ÕÌ��}� �À� yiÝ«�>Vi®\ work performed remotely only part of the time. Workers can 

spend all or part of a day, a week or month working at home or at an alternate work location.

 � Remote working:�Ü�À��i�Ì�Ài�Þ�«iÀv�À�i`�>Ü>Þ�vÀ���Ì�i��vwVi�«iÀ�>�i�Ì��À�Ìi�«�À>ÀÞ�«�Ã�Ì���®°�
�«��ÞiiÃ�`��½Ì��>Ûi�Ì��V��i���Ì��Ì�i��vwVi�>�`�V>����Ûi�>�`�Ü�À��>�ÞÜ�iÀi°

• 7�À���}�Ì��i�yiÝ�L���ÌÞ�
 � Condensed workweeks:�>�ÌÀ>`�Ì���>��Îx��Ì��{ä���ÕÀ�Ü�À��Üii���Ã�V��`i�Ãi`���Ì��viÜiÀ�Ì�>��wÛi�

days of work. 

 � 
ÕÃÌ���âi`� Ü�À���}� ��ÕÀÃ� yiÝÌ��i®\� yiÝ�L���ÌÞ� ��� >ÀÀ�Û>�� >�`� `i«>ÀÌÕÀi� Ì��iÃ°� /Þ«�V>��Þ�
includes a designated core-time mid-day during which all staff are present.

• č��Õ�Ì��v�Ì��i�yiÝ�L���ÌÞ
 � Part-time positions:�«�Ã�Ì���Ã��iÃÃ�Ì�>��ºvÕ���Ì��i»�ÕÃÕ>��Þ�`iw�i`�>Ã��Îä���ÕÀÃ�«iÀ�Üii�®°�
 � Job sharing: a form of regular part-time work in which two people share the responsibilities of one 
Ài}Õ�>À]�vÕ���Ì��i�«�Ã�Ì����i>V��«�Ã�Ì����>Ì�>��>««À�Ý��>Ìi�xä¯�V����Ì�i�Ì°®

• �i>Ûi�yiÝ�L���ÌÞ��À�yiÝ�i>Ûi®\�Opportunity to take time off for parts of the year.

Common challenge and solutions
Normalizing the use of FWAs: �v�ºv>ViÌ��i»��Ã�ÕÃi`�>Ã�>�«À�ÝÞ�v�À��À}>��â>Ì���>��V����Ì�i�Ì����i�«��Þii�
iÛ>�Õ>Ì���Ã]� Ì>���}� >`Û>�Ì>}i� �v� ViÀÌ>��� �«Ì���Ã� i°}°]� }i�}À>«��V� yiÝ�L���ÌÞ®� V>�� ÀiÃÕ�Ì� ��� Õ���Ìi�`i`�
consequences4  and has been associated with wage penalties for women who tend to disproportionately 
take advantage of such options.x To tackle this it is important for senior leaders/managers to take advantage 
of these policies themselves, and build a culture that prioritizes performance and results over facetime.

ENABLE FLEXIBLE WORK OPTIONS 

EFL PLAY #1
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EXAMPLE
	�ÃÌ���
��ÃÕ�Ì��}��À�Õ«�	
�®��>Õ�V�i`�>�«À�}À>�����Ì�>��Þ�«���Ìi`����Óää{�
V>��i`� */"� «Ài`�VÌ>L���ÌÞ]� Ìi>���}� >�`� �«i�� V���Õ��V>Ì���®� Ü��V�� �>Ã�
since spanned to be a global initiative across nine hundred BCG teams in 
Ì��ÀÌÞ�V�Õ�ÌÀ�iÃ°�1�`iÀ�*/"]�V��ÃÕ�Ì��}�Ìi>�Ã�ÃiÌ�ÌiÀ�Ã�v�À�Ü�À���}�ÃÕV��>Ã�
Ü�À���}�Ài��Ìi]��iiÌ��}�iÌ�µÕiÌÌi�i°}°]�����iiÌ��}Ã�Liv�Ài�n�>�®]�iÝ«iVÌ>Ì���Ã�v�À�Li��}�>VViÃÃ�L�i�
�����i]�Ì��i��vv�>�`�«iÀÃ��>��}�>�Ã°�	
���>Ã�Ãii����«À�Ûi�i�ÌÃ����«iÀÃ��>��Ã>Ì�Ãv>VÌ����>�`�«À��iVÌ�
«iÀv�À�>�Vi°�/i>�Ã�Ì�>Ì�i�LÀ>Vi`�*/"�ÜiÀi���Ài����i�Þ�Ì��Li�ivwV�i�Ì�Ì�>��Ì��Ãi�Ì�>Ì�̀ �`���Ì�Çx¯�
ÛÃ°�{Ó¯®�>�`���`�Û�`Õ>�Ã����Ì��Ãi�Ìi>�Ã�ÜiÀi���Ài�Ã>Ì�Ãwi`�Ü�Ì��Ì�i�À�Ü�À����vi�L>�>�Vi�ÈÓ¯�ÛÃ°�
În¯®�>�`���Ài����i�Þ�Ì����>}��i�Ì�i�Ãi�ÛiÃ�>Ì�	
��v�À�Ì�i����}�ÌiÀ��È�¯�ÛÃ°�{ä¯®°Óä

FURTHER READING
• SHRM ÀiÃi>ÀV�\�yiÝ�L�i�Ü�À��>ÀÀ>�}i�i�ÌÃ -�V�iÌÞ�v�À��Õ�>��,iÃ�ÕÀVi��>�>}i�i�Ì�-�,�®®
• �>�>}iÀ�}Õ�`i���iÃ�v�À���«�i�i�Ì��}�yiÝ�L�i�Ü�À��>ÀÀ>�}i�i�ÌÃ 1*i����Õ�>��,iÃ�ÕÀViÃ®
• Flexible schedules 1°-°��i«>ÀÌ�i�Ì��v��>L�À®
• It takes two: How to turn job-sharing into a a promotion.... and another�7>���-ÌÀiiÌ���ÕÀ�>�®

STEPS

INDICATORS TO MEASURE SUCCESS (Disaggregated by gender) 

• 1Ãi��v�yiÝ�L�i�Ü�À���«Ì���Ã®�¯��v�i�«��ÞiiÃ�Ì>���}�>`Û>�Ì>}i��v��7ƂÃ®

• Morale & job satisfaction (e.g., ask employees if FWAs enhance sense of work-life balance)

• Retention rates

• Absenteeism rates
• Reasons for new employees being attracted to company

• 
�ÃÌ�Li�iwÌ�iÛ>�ÕÌ����iÛ>�Õ>Ì�����v�w�>�V�>��V�ÃÌÃ�E�>}}Ài}>Ìi`�Li�iwÌÃ�Ì��V��«>�Þ®

I�/�iÀi�Ài�>��Ã���V��Ã�ÃÌi�VÞ�>���}�ÀiÃi>ÀV�����Ì�i�LÕÃ��iÃÃ�Li�iwÌÃ]�>�`��Ì½Ã���«�ÀÌ>�Ì�Ì��Õ�`iÀÃÌ>�`�
and acknowledge that different research studies examine different types of FWAs – and indeed business 
Li�iwÌÃ�Ü����Û>ÀÞ����`�vviÀi�Ì�V��ÌiÝÌÃ°15 Further, several factors contribute to the success of FWA options 
���ÀiÃi>ÀV��Ì�>Ì��>Ã�Ã��Üi`�«�Ã�Ì�Ûi�LÕÃ��iÃÃ�Li�iwÌÃ���V�Õ`��}�ÃÕ««�ÀÌÉLÕÞ����vÀ���Ì�«��>�>}i�i�Ì]�
ÃÕ«iÀÛ�Ã�À�ÃÕ««�ÀÌ�>�`�>�ÃÕ««�ÀÌ�Ûi��À}>��â>Ì���>��VÕ�ÌÕÀi]�>���}��Ì�iÀÃ°���À�yiÝ�L�i�Ü�À���}�«���V�iÃ�Ì��
Li�ivviVÌ�Ûi����Ài`ÕV��}�Ü�À��v>���Þ�V��y�VÌ�>�`�ÀiÃÕ�Ì������«À�Ûi`�LÕÃ��iÃÃ���`�V>Ì�ÀÃ]�Ì�i�i�Û�À���i�Ì�
and culture of the workplace must uphold and foster these policies.

-��i���`�Û�`Õ>�Ã��>Þ�Li���Ài����i�Þ�Ì��Li�iwÌ�vÀ����7Ƃ�Ì�>���Ì�iÀÃ16, particularly those with greater 
work and/or family demands. FWA may be a greater resource for women than for men because women 
generally bear greater responsibility for domestic tasks than do men.17 Similarly, individuals with greater 
v>���Þ�ÀiÃ«��Ã�L���ÌÞ]�ÃÕV��>Ã�Ì��Ãi�Ü���>Ài��>ÀÀ�i`�>�`É�À�Ü���>Ài�«>Ài�ÌÃ]�>�Ã��ÃÌ>�`�Ì��Li�iwÌ���Ài�
from FWA than those with less family responsibility.18���`�Û�`Õ>�Ã�Ü���Ü�À�����}iÀ�Ü�À����ÕÀÃ��>Þ�Li�iwÌ�
��Ài�vÀ���yiÝ�L���ÌÞ�Ì�>��Ì��Ãi�Ü���Ü�À��Ã��ÀÌiÀ���ÕÀÃ� ���Ì�>Ì�yiÝ�L���ÌÞ�«À�Û�`iÃ�}Ài>ÌiÀ�vÀii`���Ì��
ÃµÕiiâi���Ài��Ü�À����ÕÀÃ����>Ì�Ì�i���`�Û�`Õ>�½Ã�`�ÃVÀiÌ�������ÌiÀ�Ã��v�Ì��i�>�`É�À�«�>Vi°19

https://www.shrm.org/hr-today/trends-and-forecasting/special-reports-and-expert-views/Documents/Flexible%20Work%20Arrangements.pdf
https://www.hr.upenn.edu/PennHR/wellness-worklife/flexible-work-options/manager-guidelines-for-implementing-flexible-work-arrangements
https://www.dol.gov/general/topic/workhours/flexibleschedules
https://www.wsj.com/articles/it-takes-two-how-to-turn-job-sharing-into-a-promotionand-another-11573641002
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STEPS
Players involved: DEI leads & HR

1. Identify which formal flexible work options make sense for your organization and employees. 
Considerations for employees in DCCs:

 � Being able to work from home at certain times and have time flexibility can enable 
individuals to better meet household and care responsibilities. Some employees may also 
be interested in temporary part-time or job sharing options. 

 � Remote working can be explored if an employee is moving with their partner to a new 
location for his/her partner’s job (and the employees’ job allows it).  

2. Look at local / national laws, understand liability issues and consult your attorney (e.g., 
ensure compliance with the Fair Labor Standards Act in the USA).

3. Ensure flexwork and telecommuting employees have all equipment needed for the job. 
Facilitate remote communication tools and resources (e.g., virtual conferencing).

4. Ensure the FWA option(s) is accessible to employees of all genders (not just women) and 
conduct a pilot with the identified FWA option(s).

5. Get employee and manager feedback, to then revise as necessary. Ensure manager buy-in.

6. Finalize a policy detailing how managers can implement it and how employees can use it. 
 

Include: 

 � Eligibility guidelines: who is eligible and under what circumstances (type of role, attendance 
record, tenure with the organization and job performance are all factors that might impact 
individual eligibility).

 � Expectations: expectations for how work will get done outside the office, incorporating 
work hours, communications and home-office needs. It should also spell out use of 
company devices and networks to ensure protection of the organization’s proprietary data 
and intellectual property.21 

 � Example policy template (SHRM); example policy (Harvard)

7. Both supervisors and employees should monitor success continuously. As problems develop, 
adjust as necessary.22

8. Ensure employees are properly educated on the policy and use of the policy. 

9. Train managers on (a) the policy, (b) potential business benefits and value for their team, and 
(c) how to support all employees (not just women) in using the policy. Importantly, ensure 
managers and supervisors evaluate performance in employee evaluations as opposed to 
“facetime”. Heavily encourage managers to take advantage of the FWA option(s) and model 
it themselves. 

10. Embed a culture of flexibility. 

 � Encourage managers to allow informal flexibility (e.g., leaving early for a child’s soccer game).

 � Have leaders establish working norms. 

11. Measure success (see target and indicators) and review the arrangement annually. Business 
impacts vary based on the context so it’s important to track these for your organization and 
adapt the FWAs as needed for employees and the organization. 
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https://www.dol.gov/whd/flsa/
https://www.shrm.org/resourcesandtools/tools-and-samples/policies/pages/cms_000593.aspx
https://www.seas.harvard.edu/sites/default/files/files/Human%20Resources/Flexible%20Work%20Arrangements%20Policy%209.21.17.pdf
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Allowing leave for care is important for caregivers. Leave for care can particularly impact women 
who tend to be the primary caretakers. If and when men are able to take leave to assist in care, care 
burdens for women can be reduced. Furthermore, men taking leave to assist care can change norms 
around gendered expectations for care. Policies that fall under leave for care include: parental leave 
(maternity / paternity leave), as well as other paid and emergency leave to care for family or dependents.  

Paid maternity leave is a statutory entitlement for employed women in almost all countries with the 
exception of the United States, Suriname and Papua New Guinea.1  Almost all members of the European 
Union provide at least 14 weeks of paid maternity leave. New fathers are given leave in 92 countries, and 
in half of these, it’s less than three weeks.2 The United States is one of only two member countries in the 
Organization for Economic Co-operation and Development (OECD) that does not guarantee paid parental 
leave to fathers.3 Job protection to support parental leave is fundamental for the use of parental leave. 

Parental leave in the US
In the US, new parents (of any gender) rely on federal law – the Family and Medical Leave 
Act (FMLA) to protect their job for up to 12 weeks after a birth or adoption. It also can 
be used to care for an immediate family member with a serious health condition. FMLA 
does not guarantee any pay during this 12-week period. Further, FMLA does not apply to 
everyone.4��/Üi�ÌÞ�wÛi�ÃÌ>ÌiÃ��>Ûi��i>Ûi�ÃÕ««�i�i�Ì��}����Ƃ�«À�ÌiVÌ���Ã�>�`�>Ã��v�Óä£�]�
states that mandate paid family leave are California, New Jersey, Rhode Island, New York 
state and Washington.5 Median maternity leave taken in the US is 11 weeks versus paternity 
leave of 2 weeks (including paid and unpaid).

According to the Bureau of Labor Statistics, National Compensation Survey in 2016, only 
13% of workers in the US (2016) have access to paid family leave (for 87% it is unpaid), see 
w}ÕÀi�£q�Ü�Ì��Û>À�>�Vi�LÞ�Ã�âi��v�V��«>�Þ6 and industry.7 Of part-time workers, only 5% 
have access. Overall, the lower the wage, the less likely one is to have paid family leave (4% 
for the lowest 10% of wage earners, 
and 24% for the highest 10% of 
wage earners).8 Many employees 
may receive some pay during leave, 
but without paid family leave this 
is largely from vacation days, sick 
leave or paid time off (PTO). Nearly 
half of low-income workers who take 
unpaid or partially paid leave turn to 
}�ÛiÀ��i�Ì�Li�iwÌÃ�Ì��}iÌ�LÞ]�Ü���i�
a larger percentage take on debt.9 
Indeed, women who took time off 
in the US after giving birth are more 
likely to be married, white, better 
i`ÕV>Ìi`�>�`���Ài�w�>�V�>��Þ�Üi���
off than the typical mother.10

Figure 1. Full-time workers in the US that take 
paid vs. unpaid family leave

13%

87%

Workers with access to paid 
family leave

� Workers with access to only 
unpaid family leave

�

EFL PLAY #2

OFFER & ENCOURAGE PAID PARENTAL 
LEAVE & LEAVE FOR CARETAKING

https://www.dol.gov/whd/fmla/
https://www.dol.gov/whd/fmla/


02

Important considerations for a parental leave policy: ideal time & non-transferable leave 

While there is no clear amount of “ideal time” for maternity leave in the literature (from an overall 
health, welfare, economic and business perspective), there is some evidence regarding length of 
maternity leave and impacts on child development11, individual well-being12, future employability, 
wages and gender roles.13 An analysis of existing literature (refer to endnote 14 for the body of 
evidence) suggests that six months of maternity leave strikes the right balance in terms of mothers’ 
participation in the labor market, with longer leave resulting in decreased wages and occupational 
segregation after return.14 The ILO’s Maternity Protection Convention, 2000 (No. 183) is the most up-
to-date international labor standard on maternity protection and provides for 14 weeks of maternity 
Li�iwÌ°�/�i�V��Ûi�Ì����ÃÌ�«Õ�>ÌiÃ�Ì�>Ì�Ü��i������>ÌiÀ��ÌÞ��i>Ûi�Ã��Õ�`�Li�i�Ì�Ì�i`�Ì��>�V>Ã��Li�iwÌ�
no less than two thirds of her previous earnings or a comparable amount. 

There is a lack of research on “ideal time” for paternity leave. Additional research is needed on this, in 
addition to transitions back into the workplace that support care responsibilities. 

Regardless of leave time, it’s important that leave for fathers is ‘non-transferable’. Non-transferable 
leave means that if the father does not take advantage of the paternity leave (or of his portion of the 
parental leave), the total leave period is shortened and the family thus loses out (“use it or lose it”). This 
is important to potentially reduce stigmas around leave-taking15, ensure that fathers are encouraged to 
take leave16]�>�`�«À���Ìi�>�À>�}i��v�Li�iwÌÃ�v�À�V���`Ài��>�`�}i�`iÀ�iµÕ�ÌÞ����V>ÀiÌ>���}°17 18

Common challenges and solutions

If parental leave is not paid or if there is hostility when individuals use parental leave – particularly 
paternity leave – employees may not use leave or use all of the leave they are entitled.19 The return to 
Ü�À��«iÀ��`��Ã�>�Ã��ÛiÀÞ���«�ÀÌ>�Ì�Ì��i�ÃÕÀi��Ì�`�iÃ�½Ì��ÕÀÌ���`�Û�`Õ>�Ã½�V>ÀiiÀÃ�q�>�`��>�Þ�wÀ�Ã�>Ài�
failing to support talent, particularly women, whose careers can be particularly derailed after returning 
vÀ����i>Ûi°�����>�Þ�wÀ�Ã]�«>Ài�Ì>���i>Ûi��Ã�Û�iÜi`�>Ã�>��>��À�`�ÃÀÕ«Ì����>�`�Õ«���ÀiÌÕÀ���}�Ì��Ü�À�]�
colleagues – including managers – may harbor unconscious biases and professional relationships can 
deteriorate.20 Indeed, a study of a paid family leave program in California found that women who took 
advantage of the program (launched in 2004) ended up working and earning less (averaging $24,000 
in cumulative wages lost) a decade later.21 This illustrates that offering paid leave is not enough in and 
�v��ÌÃi�v°�Ƃ``ÀiÃÃ��}�V�>��i�}iÃ�ÀiµÕ�ÀiÃ�iÝ«��V�Ì�ÃÌÀ>Ìi}�iÃ���V�Õ`��}��>���}��iÜ�«>Ài�ÌÃ½�ÌÀ>�Ã�Ì���Ã�
back into the workforce smoother. 

µÕ�ÌÞ���Õi�Ì��i>`iÀÃ��«�*�>Þ��Ó

Return to work strategies
,iÌÕÀ��Ì��Ü�À���Ã�>�VÀ�Ì�V>��Ì��i�v�À��iÜ�«>Ài�ÌÃ�>�`���i����Ü��V��wÀ�Ã�>Ài�>Ì�À�Ã���v���Ã��}�
out on key talent if a proper support system is not in place.22 Priority areas to focus on:
• Lactation rooms & adequate breaks for new mothers: For mothers, the provision of 

lactation rooms is critical, and there is often legal guidance for employers.23 According 
Ì��Ì�i�Óä£��-�,��	i�iwÌÃ�Ài«�ÀÌ]�Ì�iÀi��>Ã�Lii��>�È¯���VÀi>Ãi��ÛiÀ�Ì�i��>ÃÌ�wÛi�Þi>ÀÃ�
in onsite mother’s rooms and lactation support services offered, with 51% of companies 
currently offering them.24 However, it’s important to ensure not just that lactation rooms 
>Ài�>Û>��>L�i]�LÕÌ�Ì�iÀi� �Ã�>`iµÕ>Ìi�Ì��i�v�À�LÀi>�Ã�v�À�Ü��i��Ì��ÕÃi�Ì�i��>�`�Ì�>Ì�
there is enough space for the demand. Furthermore, given that many working mothers 
ÌÀ>Ûi�� v�À�Ü�À�]� wÀ�Ã� Ã��Õ�`� V��Ã�`iÀ�«>Þ��}� v�À� >�`��i�«��}� Ã��«�LÀi>ÃÌ������ ���i�
while on business travel.25 Firms are also innovating with mobile nursing pods.26

https://www.ilo.org/dyn/normlex/en/f?p=NORMLEXPUB:12100:0::NO::P12100_ILO_CODE:C183
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• On-ramping programs for new parents: To help new parents return to work, employers 
can explore phased returns. This can include, for example, “check in days” during 
leave and a gradual part-time return that ramps up to full-time over time. In addition, 
employers can consider providing coaching or mentoring to new parents during the 
transition period. Mentors could include high performers who are more experienced 
caregivers. Alternatively, consider group coaching or informal buddy systems.27 

Return to work policies / programs can be stymied if managers do not know about or 
understand the policies / programs and their own biases can come into play with negative 
repercussions for individual employees and the organization. It is therefore important for 
�>�>}iÀÃ�Ì��Li�ÌÀ>��i`����ÃÕ««�ÀÌ��}�«>Ài�ÌÃ����ÀiÌÕÀ���}�Ì��Ü�À��Ãii����*�>Þ��{®°�

Note: In addition to supporting new parents who return to work after leave, employers can 
explore paid “returnship” programs which can enable employers to tap into new talent that has 
taken longer periods of absence from the labor force (typically several years). These typically last 
for a period of eight weeks to six months, and offer returnees additional training and mentorship 
as they refresh their skills and can be evaluated as potential full-time employees.

Hours taken off work for caretaking
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Hours taken off work for caretaking
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People with disabilities People without 
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��}ÕÀi�Ó°��>Ì>�Ã��ÜÃ�Ì�>Ì���	/+����`�Û�`Õ>�Ã�>�`�«i�«�i�Ü�Ì��`�Ã>L���Ì�iÃ�>Ài�Ã�}��wV>�Ì�Þ�
more likely to report taking time off to care for a friend or chosen family member

Considerations for LGBTQIA+ & people with disabilities
"vÌi�Ì��iÃ]�«>Ài�Ì>���i>Ûi�«���V�iÃ�>�`�ÀiÃi>ÀV��>À�Õ�`�Ì�iÃi�Li�iwÌÃ®�«À��>À��Þ�>``ÀiÃÃ��iÌiÀ�ÃiÝÕ>��
couples28 with limited leave policies disproportionately impacting gay dads and adoptive parents. 
Importantly, there is variability in the extent to which paid parental leave provisions cover same-sex 
couples – some countries are proactive in ensuring legislative language is inclusive of different family 
types, while others use gendered language (possibly in attempting to ensure that mothers have 
i��Õ}�� �i>Ûi� v�À� ÀiV�ÛiÀÞ��À�«À���Ìi� v>Ì�iÀÃ½���Ài�iµÕ>�� ��Û��Ûi�i�Ì� ���V>Ài}�Û��}®°�Ûi�� �v�Üi���
intentioned, this language can disadvantage same-sex parents when explicit provisions for same-sex 
parents aren’t made.29 Seven in 10 LGBTQ Americans live in states that lack a family leave law or have 
a law that only allows leave for workers who have a biological or legal relationship with the child.30

Furthermore, 32% of people in the US report having taken time off work to care for a friend or chosen 
family member with a health-related need. Data shows LGBTQ individuals and people with disabilities 
>Ài�Ã�}��wV>�Ì�Þ���Ài� ���i�Þ� Ì�� Ài«�ÀÌ� Ì>���}� Ì��Ã� Ì��i� Ì�>���Ì�iÀÃ� {Ó¯��v���	/+�ÛÃ°�Î£¯��v�����
LGBTQ individuals; and 42% of people with disabilities vs. 30% of people without disabilities) - see 
w}ÕÀi�Ó°31 This highlights the need for policies that recognize caregiving for chosen family. 
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Leave for elder care
Outside of parental leave, it’s also important to consider growing elderly populations. The number 
of people involved in informal caregiving of older adults is expected to rise. In the US, 15% of the 
«�«Õ�>Ì����Ü>Ã�>}iÃ�Èx��À���`iÀ����Óä£x]�>�`�«À��iVÌ���Ã�ÃÕ}}iÃÌ�Ì�>Ì�LÞ�Óäxä�>L�ÕÌ���i����wÛi�ÓÓ¯®�
Americans will fall into this category.32 Having emergency leave, paid family leave and paid leave to 
care for sick family members and/or using one’s own sick time to care for sick family members is key. 

BUSINESS BENEFITS FROM IMPLEMENTING THIS PLAY 
6>À��ÕÃ�ÀiÃi>ÀV���>Ã�Lii��V��`ÕVÌi`����LÕÃ��iÃÃ�Li�iwÌÃ]�«>ÀÌ�VÕ�>À�Þ�Ài�>Ìi`�Ì���>ÌiÀ��ÌÞ�
leave. Parental leave has been shown to result in: 

• Enhanced retention33 34 35 36 

• Enhanced recruitment
• Enhanced employee morale

Paid leave in particular also been shown to result in positive effects or no effect on productivity, 
RTQƂVCDKNKV[� CPF�OQTCNG.* The California Paid Family Leave Program (launched in 2004) is 
structured as an insurance scheme funded by employee contributions with no direct costs to 
i�«��ÞiÀÃ°��À���>�À>�`���Ã>�«�i��v�ÓxÎ�wÀ�Ã]�ÃÌÀ>Ì�wi`�LÞ�Ã�âi]�i�«��ÞiÀÃ�Ài«�ÀÌi`�Ì�>Ì�
paid family leave had a positive effect on or no noticeable effect on productivity (89%), on 
«À�wÌ>L���ÌÞ��£¯®]����ÌÕÀ��ÛiÀ��Î¯®]�>�`���À>�i���¯®°���ÃÌ�i�«��ÞiÀÃ�nÇ¯®�Ài«�ÀÌi`����
cost increases associated with the program, and 9% reported cost savings via reduced turnover 
�À�Ài`ÕVi`�Li�iwÌ�V�ÃÌÃ°�

�� $WUKPGUU� DGPGƂVU� ECP� XCT[� DCUGF� QP� VJG� V[RG� QH� NGCXG� KP� CFFKVKQP� VQ� VJG� KPFWUVT[�� UK\G� QH� VJG�
EQORCP[��FGOQITCRJKEU�QH�GORNQ[GGU��JQY�VJG�NGCXG�KU�UVTWEVWTGF���RCKF�HQT��GVE���%QUVU�CUUQEKCVGF�
YKVJ�RCKF�HCOKN[�NGCXG�ECP�KPENWFG�JKTKPI�C�VGOR�VQ�EQXGT�VJG�RGTUQP�YJQ�KU�QWV��RQVGPVKCN�FGETGCUG�KP�
RTQFWEVKXKV[�CPF�EQXGTKPI�HWNN�DGPGƂVU�YJKNG�VJG�GORNQ[GG�KU�QWV�QT�YQTMKPI�RCTV�VKOG��.QUKPI�VCNGPV��
JQYGXGT��KU�CNUQ�GZRGPUKXG�37 

INDICATORS TO MEASURE SUCCESS (Disaggregated by gender) 

• Use of leave option(s) (% of employees taking advantage of leave for caretaking

• Retention rates

• Reasons for new employees being attracted to company

• 
�ÃÌ�Li�iwÌ�iÛ>�ÕÌ����iÛ>�Õ>Ì�����v�w�>�V�>��V�ÃÌÃ�E�>}}Ài}>Ìi`�Li�iwÌÃ�Ì��V��«>�Þ®
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EXAMPLE
In IKEA’s home country of Sweden, new parents are entitled to 480 days of leave 
per child that parents can share, with 390 of those days being paid at 80% of 
salary by the government. However, given that not all the countries it operates in 
have the same legal / social frameworks, IKEA tailors its parental leave and leave 
v�À�V>ÀiÌ>���}�«���V�iÃ�Ì��>``ÀiÃÃ��ii`Ã�Ã«iV�wV�Ì��i>V��V�Õ�ÌÀÞ°�/�i�v����Ü��}�
examples demonstrate some of the practices IKEA has adopted across the globe. 

In the US, despite the lack of national government subsidies / laws requiring companies to provide 
paid parental leave, IKEA offers up to 16 weeks of paid parental leave (includes mothers and fathers 
who are birth, adoptive or foster parents) for full-time employees, and up to 12 weeks for part-
timers. The percent of salary paid varies during leave and depends on tenure at IKEA. While the 
length and pay amounts are not particularly unique among large corporations – what is particularly 
unique is that all workers are now eligible – not just top tier, salaried, and/or full-time workers.38 In 
the US without national governmental subsidies for workers’ pay in parental leave, IKEA executives 
see the “multimillion-dollar” cost of the program as an investment in a more productive and longer-
tenured workforce. Lars Petersson, head of IKEA’s US operations said, “We’re convinced there will 
be a big payback” from the program over time.39 

In Russia, IKEA protects female employees on maternity leave (up to 140 days by law) by granting 
an additional monthly pay to the allowance that they receive from the State in order to guarantee 
their average normal salary. IKEA Russia also offers additional paid days off for fathers within the 1st 
month following the child’s birth.40

FURTHER READING
• Family and Medical Leave Act (U.S. Department of Labor) 

• Paternity leave 101: Laws, rights, and other basic things you should know (Fairygodboss

• States impose paid family leave as congress weighs national policy (SHRM) – overview of state 
and federal current and potentially upcoming legislation on family leave

• How companies can ensure maternity leave doesn’t hurt women’s careers (Collings et al (2018), 
HBR) – outlines recommendations for HR leaders and line managers

• Enforcement guidance: Pregnancy discrimination and related issues (US Equal Employment 
Opportunity Commission (EEOC)) – legal guidance from the US EEOC

• US – Family leave laws (Movement Advancement Project) – Map that outlines family leave laws 
including for same-sex couples. 

• Paid family leave pays off in California (Harvard Business Review)

https://www.dol.gov/whd/fmla/
https://fairygodboss.com/career-topics/paternity-leave-101-laws-rights-and-other-basic-things-you-should-know
https://www.shrm.org/resourcesandtools/hr-topics/benefits/pages/states-impose-paid-family-leave-as-congress-weighs-national-policy.aspx
https://hbr.org/2018/09/how-companies-can-ensure-maternity-leave-doesnt-hurt-womens-careers
https://www.eeoc.gov/laws/guidance/pregnancy_guidance.cfm
http://www.lgbtmap.org/equality-maps/fmla_laws
https://hbr.org/2011/01/paid-family-leave-pays-off-in
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STEPS
Players involved: DEI leads & HR

1. Look at local / national laws to understand what is required legally. Review existing leave 
policies for alignment with statutory mandates. Understand what the leave policies might 
>vviVÌ�>�`�Ì�i�w�>�V�>��ÀiµÕ�Ài�i�ÌÃ°��

2. Implement a gender-neutral parental leave policy for biological, adopted and surrogate 
children and ensure inclusive of different family types / identities. Build in the following:

 � Ensure leave is non-transferable between parents (individual entitlements for each parent 
offered as “use it or lose it” to encourage both men’s and women’s caregiving and supports 
a diversity of family structures). 

 � Ensure leave is paid according to each parent’s salary. Adequate pay increases men’s 
uptake of leave. Also, without pay many individuals cannot afford to take it. 

 � Build in adequate length (see previous section on parental leave length considerations). 

 � Include job protection.

 � Avoid different leave for “primary caregiver” and “non-primary or secondary caregiver” to 
ensure not perpetuating gender stereotypes and avoid litigation risks (potential violation 
of Title VII in the US).41 Any additional leave, explicitly for mothers in the US, should be tied 
to a “medical disability related to pregnancy, childbirth or related conditions” to ensure 
not violating Title VII. 

 � Consider how to adapt the policy to be inclusive for workers of all kinds – including workers 
that are part time, seasonal, short-term or under contracts. 

 � Parental leave policy example template

3. Provide return to work support and ensure supportive company culture so that people that 
take leave are not punished or careers not negatively impacted by taking leave (see box on 
return to leave strategies).

4. Implement other leave policies to care for family and dependents (e.g., emergency leave, 
sick leave for caring for family / dependents / chosen family). Ensure support of diverse 
caregivers and caregiving (e.g., same-sex, opposite-sex, adoptive and single parents, parents 
of children with disabilities)

5. Ensure employees are properly educated on the policies and use of the policies. Encourage 
and incentivize employees to use the policy. Even if a policy exists, if employers, managers 
and peers discourage its use, men (and many women) will not take it. 

6. Train managers on the policies, why they are in place, the value for their team, and how to 
support employees in using the policies (including modeling it themselves) – particularly 
related to parental leave and parents returning to work. 

7. Measure success (see target and indicators), get employee / manager feedback and review 
annually. Business impacts vary based on the context so it’s important to track these for your 
organization. Adapt policies as needed. 

8. For US companies: Companies can advocate for paid parental leave legislation at the state 
and national level. There is various potential legislation in the pipeline. 

https://womenemployed.org/wp-content/uploads/2019/05/ParentalLeaveModelPolicy.pdf
https://time.com/5562960/paid-family-leave-congress/
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Providing support for childcare and eldercare can reduce care burdens and time constraints for 
employees (particularly women) with positive repercussions for organizations they work for. 

Globally, women conduct 3x as much unpaid care as men – which includes everyday household chores 
and tasks of looking after children, attending to the elderly, cooking, cleaning and more. This equates 
to an estimated 7 years more than men over a lifetime.1 In developed countries, married women with 
V���`Ài��Ã«i�`�Ó°ÎÝ���Ài�Ì��i����Õ�«>�`�V>Ài�Ü�À��Ì�>���>ÀÀ�i`��i��Ü�Ì��V���`Ài����Ãii�w}ÕÀi�£°2 
-«iV�wV�Ì��V>À��}�v�À�>}��}�Ài�>Ì�ÛiÃ\����Ì�i�1-]���Ài�Ì�>����i����Ã�Ý�Ƃ�iÀ�V>�Ã�Ü���Ü�À��>�vÕ�����À�«>ÀÌ�
time job help care for an elderly or disabled family member, relative or friend (with women, low-income 
>�`��iÃÃ�i`ÕV>Ìi`�Ƃ�iÀ�V>�Ã�Li��}���Ài����i�Þ�Ì��Li�V>Ài}�ÛiÀÃ®°3 This burden of care is only getting 
�i>Û�iÀ�>Ã�Ƃ�iÀ�V>�Ã���Ûi����}iÀ�>�`�Ü�À���}�>}i�>`Õ�ÌÃ��>�i�Õ«�Ã�>��iÀ�Ã�>Ài��v�Ì�i�«�«Õ�>Ì���°4

1�«>�`�V>Ài�ÀiÃ«��Ã�L���Ì�iÃ�>vviVÌ�µÕ>��ÌÞ��v�«>ÀÌ�V�«>Ì���]�«>Þ�>�`�«À�}ÀiÃÃ�������Ì�i�Ü�À�v�ÀVi�v�À�
i�«��ÞiiÃ°���`ii`]�V>Ài}�ÛiÀÃ����Ì�i�1-�Ü�À���}�>Ì��i>ÃÌ�£x���ÕÀÃ�«iÀ�Üii����`�V>Ìi�Ì�>Ì�Ì��Ã�>ÃÃ�ÃÌ>�Vi�
Ã�}��wV>�Ì�Þ� >vviVÌÃ� Ì�i�À�Ü�À�� ��vi°x Compared to other demographic groups, low-income workers, 
minorities, and women are more likely to reduce their work hours or leave the workforce because of 
their caregiving role.6 Further, women with higher housework responsibilities are more likely to enter 
yiÝ�L�i]�«>ÀÌ�Ì��i��À���v�À�>����LÃ°�7��i��>Ài�>�Ã��£ä�Óä¯���Ài����i�Þ�Ì��`À�«��ÕÌ��v�Ì�i�Ü�À�v�ÀVi�
after having a child, often citing the lack of quality affordable childcare as a reason.7 Globally, mothers 
i>À��Óä�{ä¯��iÃÃ����>ÛiÀ>}i�Ì�>��������Ì�iÀÃ]�>�«�i���i�����vÌi��ÀiviÀÀi`�Ì��>Ã�Ì�i�º��Ì�iÀ���`�
penalty”.8�Ƃ�iÀ�V>��v>����iÃ�v�À}��>Ì��i>ÃÌ�fÓn°��L�������«iÀ�Þi>À����Ü>}iÃ�Ü�i��Ì�iÞ�Ì>�i�Ì��i��vv�Ì��
take care of their children or sick relatives.�

�Ì½Ã� ��Ì� �ÕÃÌ� ��`�Û�`Õ>�Ã� Ì�>Ì� >Ài�>vviVÌi`\�1-�LÕÃ��iÃÃiÃ� ��Ãi�HfÓxL��>��Õ>��Þ�`Õi� Ì��>LÃi�Ìii�Ã��
among full-time working caregivers.10

To reduce these burdens, it is important to have accessible, affordable, quality care support. There are 
ÃiÛiÀ>���«Ì���Ã�Ì�>Ì�V��«>��iÃ�V>��V���Ãi�vÀ������ÃÕ««�ÀÌ��}�V���`V>Ài�>�`�i�`iÀV>Ài°�/�iÃi���V�Õ`i\11 

• Providing subsidies for childcare and eldercare12��À��Ì�iÀ�w�>�V�>��ÃÕ««�ÀÌ13

• -iVÕÀ��}�ÀiÃiÀÛi`�Ã«>ViÃ����«À�Û>Ìi�V���`V>Ài�Vi�ÌiÀÃ14

• *À�Û�`��}�ÀiviÀÀ>�Ã�v�À�V���`V>Ài�>�`�i�`iÀV>Ài�«À�Û�Ã���15

• �>Û��}�>�����Ã�Ìi��À��i>À�Ã�Ìi�V��«>�Þ�V���`V>Ài�Vi�ÌiÀÃ®16

• *>ÀÌ�iÀ��}�Ü�Ì���Ì�iÀ�V��«>��iÃ�Ì��«À�Û�`i�>�V���`V>Ài�v>V���ÌÞ����>���Ài�V�ÃÌ�ivviVÌ�Ûi��>��iÀ�
or fund an existing center17

SUPPORT ACCESS TO AFFORDABLE, 
QUALITY CHILDCARE & ELDERCARE

Married men with 
V���`Ài��Ã«i�`�>��

estimated 2.5 hours a 
`>Þ����Õ�«>�`�V>Ài�Ü�À�

Married women with 
V���`Ài��Ã«i�`�>��

estimated 5.8 hours a 
`>Þ����Õ�«>�`�V>Ài�Ü�À�

��}ÕÀi�£°����`iÛi��«i`�V�Õ�ÌÀ�iÃ]��>ÀÀ�i`�Ü��i��Ü�Ì��V���`Ài��Ã«i�`�Ó°ÎÝ�
��Ài�Ì��i����Õ�«>�`�V>Ài�Ü�À��Ì�>���>ÀÀ�i`��i��Ü�Ì��V���`Ài��`�°

EFL PLAY #3
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• ������}� >� «ÕL��V�«À�Û>Ìi� «>ÀÌ�iÀÃ��«� ***®� Ü�iÀiLÞ� V��«>��iÃ� «>ÀÌ�iÀ� Ü�Ì�� }�ÛiÀ��i�Ì>��
�À}>��â>Ì���Ã�Ì��iÝ«>�`�Ì�i�ÃÕ««�Þ��v�V���`V>Ài�>�`É�À�i�`iÀV>Ài

/�iÀi��Ã������i�Ã�âi�wÌÃ�>���Ã��ÕÌ���]�>�`�Ãi�iVÌ�����v�Ü��V���«Ì����Ì��«ÕÀÃÕi�`i«i�`Ã����>��Õ�LiÀ�
of factors – both internal to the company (e.g., size of company, employee demographics and needs, 
desires of the company as well as investment available) and external (e.g., local conditions such as 
availability of accessible, affordable quality care services). If there are affordable, accessible, quality 
care services for employees then providing subsidies, securing reserved spaces and/or providing 
referrals may be appropriate. If there are not, then exploring a childcare center, partnership with other 
companies to provide childcare and/or eldercare or a PPP may make the most sense.

Resources required vary among the different options – very low for referrals versus high to provide on-
Ã�Ìi�V���`V>Ài°�7���i�«À�Û�`��}�>�V���`V>Ài�v>V���ÌÞ�v�À�i�«��ÞiiÃ��Ã���Ài�ÀiÃ�ÕÀVi�>�`�V�ÃÌ���Ìi�Ã�Ûi]�
�Ì�V>��>�Ã��«À�`ÕVi�LÕÃ��iÃÃ�Li�iwÌÃ°���ÜiÛiÀ�Ì��Ã���Ài�ÀiÃ�ÕÀVi���Ìi�Ã�Ûi��«Ì�����Ã�½Ì��iViÃÃ>ÀÞ�Ì��
achieve desired business results. If there are affordable, accessible quality care options for employees 
then referrals or other aforementioned options can still be effective for employees and businesses. 

Outside of formal care provision, companies should consider supporting intermittent care needs that can 
decrease absenteeism and positively impact work-life balance and satisfaction. Care needs continue as 
children get older and enter school -- even as they transition to middle and high school.18 Intermittent 
care need support can include school vacation care£�, i�iÀ}i�VÞ� >�`�L>V��Õ«� V>Ài� ÃiÀÛ�ViÃ (more 
information in the EFL Parental Leave Play)20, and/or >���Ü��}� i�«��ÞiiÃ� Ì�� LÀ��}� Ì�i�À� V���`Ài�� Ì��
Ü�À�.21 Companies can also offer employees access to >`Û�ÃiÀÃ�>À�Õ�`�V>Ài}�ÛiÀ��ii`Ã�>�`�«�>�Ã. 

7���i�Ü��i��`��Ì>�i����>���}�iÀ�«À�«�ÀÌ�����v�Õ�«>�`�V>Ài�LÕÀ`i�Ã]��Ì��Ã���«�ÀÌ>�Ì���Ài}>À`�iÃÃ��v�
Ü��V��Li�iwÌ��«Ì���Ã�Ì�i�V��«>�Þ��vviÀÃ���Ì��i�ÃÕÀi�Ì�>Ì�Li�iwÌÃ�>Ài�}i�`iÀ��iÕÌÀ>��>�`�>VViÃÃ�L�i�
to all employees in order to avoid reinforcing stereotypes around women’s roles as primary caretakers.

-Õ««�ÀÌ��}��Õ>��
>ÀiiÀ�
�Õ«�iÃ | Equity Fluent Leadership Play #3

Concierge services as an optional add-on to support unpaid care responsibilities 
Some companies are adding concierge services to help employees with their unpaid care 
ÀiÃ«��Ã�L���Ì�iÃ� �°i°� ��ÕÃi���`� V��ÀiÃ� >�`� Ì>Ã�Ã®� ��� ��«iÃ� Ì�� Ài`ÕVi�Ü�À��v>���Þ� V��y�VÌ� >�`�
enhance work-life balance. Concierge services can include dry cleaning, meal catering, home 
V>Ài�>ÀÀ>�}i�i�ÌÃ�v�À�`i«i�`i�ÌÃ]�>ÕÌ���L��i�ÃiÀÛ�ViÃ]�iÌV°pÌ�i�iÝ>VÌ�«�ÀÌv�����`�vviÀÃ�LÞ�wÀ�°�
�«��ÞiiÃ�«>Þ�v�À�Ì�i�>VÌÕ>��i�`�ÃiÀÛ�Vi�i°}°]�`ÀÞ�V�i>���}®]�Ü���i�wÀ�Ã�V>��V�ÛiÀ�Ì�i�V��V�iÀ}i�
Li�iwÌÃ�i�Ì�iÀ�LÞ���À��}�Ì�i�À��Ü��V��«>�Þ�V��V�iÀ}i�Ì��V��À`��>Ìi�Ì�i�ÃiÀÛ�ViÃ��À�V��ÌÀ>VÌ��}�
with a vendor who specializes in these services.22 

/�iÀi��Ã�����Ìi`�>V>`i��V�ÀiÃi>ÀV�����LÕÃ��iÃÃ�Li�iwÌÃ��v�Ì�iÃi�ÃiÀÛ�ViÃ]�LÕÌ�>�ÃÌÕ`Þ��v�V��V�iÀ}i�
ÃiÀÛ�ViÃ��vviÀi`�>Ì�	À��Ã����iÌ��`�ÃÌ���Ã«�Ì>��Ã>Ü�>�Ài`ÕVÌ�������ÌÕÀ��ÛiÀ�À>ÌiÃ�>�`�>����VÀi>Ãi�
���i�«��Þii�Ã>Ì�Ãv>VÌ����Ì�>Ì��VVÕÀÀi`�>���}Ã�`i�>�În£¯���VÀi>Ãi����ÕÌ���â>Ì�����v�Ì�i�ÃiÀÛ�ViÃ�
over four years.23�ƂVV�À`��}�Ì��Ì�i�Óä£n�-�,��	i�iwÌÃ�-ÌÕ`Þ]�Î¯��v�i�«��ÞiÀÃ��vviÀi`�V��V�iÀ}i�
services and in 2016,24 almost one-third of ��ÀÌÕ�i½Ã�£ää�	iÃÌ�
��«>��iÃ�Ì��7�À����À offered 
Ì�i�°�7���i�Ì�iÃi�V>���Ì�ÃÌ>�`�>���i�>Ã�>�ÌiÀ�>Ì�ÛiÃ�Ì��V���`�>�`�i�`iÀV>Ài�ÃÕ««�ÀÌ�«���V�iÃ]�Ì�iÞ�
are quickly emerging as viable enhancements for companies that have the resources.

Considerations for LGBTQI+ & people with disabilities
"vÌi�Ì��iÃ]�v>���Þ�V>ÀiÌ>���}�«���V�iÃ�>�`�ÀiÃi>ÀV��>À�Õ�`�Ì�iÃi�Li�iwÌÃ®�«À��>À��Þ�>``ÀiÃÃ��iÌiÀ�ÃiÝÕ>��
couples.Óx It is important that all employees – regardless of gender and sexual orientation – can access 
Li�iwÌÃ�Ài�>Ìi`�Ì��V>Ài�Ì�>Ì��Ã�iµÕ>��>�`�vÀii��v�ÃÌ�}�>�>�`�`�ÃVÀ����>Ì���°���À�i�«��ÞiiÃ�Ü�Ì��V���`Ài��
Ü�Ì���i�Ì>��>�`É�À�«�ÞÃ�V>��`�Ã>L���Ì�iÃ]�V��Ã�`iÀ���Ü�Ì����Ìi}À>Ìi�Ì�i�À��ii`Ã���Ì��V���`V>Ài�Li�iwÌÃ°�
More discussion on people with different identities taking leave for care – and importance of inclusive 

https://fortune.com/2016/03/28/these-32-companies-have-concierge-services-for-employees/
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BUSINESS BENEFITS FROM IMPLEMENTING THIS PLAY:
*À�Û�Ã�����v�V���`V>Ài�>Ài�����i`�Ì��LÕÃ��iÃÃ���«>VÌÃI��v\�

• Enhanced productivity30

• Reduced absenteeism & enhanced retention31

• Enhanced organizational commitment32

• �i�}�Ìi�i`���L�Ã>Ì�Ãv>VÌ����

• ,i`ÕVi`���L�ÃÌÀiÃÃ� �Ìi\�«�Ã�Ì�Ûi�LÕÃ��iÃÃ�ÌÀi�`Ã�ÀiÃÕ�Ì����«>ÀÌ�LiV>ÕÃi�V���`V>Ài�>�`�
elder care provision are expected to reduce stressors related to balancing work and 
v>���Þ�`Õi�Ì��Ài`ÕVi`�Ü�À��v>���Þ�V��y�VÌ®

7���i� Ã«iV�wV� ÀiÃi>ÀV�� ��� i�`iÀV>Ài� �Ã� ��Ài� Ã«>ÀÃi]� «�Ã�Ì�Ûi� Li�iwÌÃ� >�Ã�� iÝ�ÃÌ� ��� Ì�i�
��ÌiÀ>ÌÕÀi°� "�i� ÃÕÀÛiÞ� �v� i�«��ÞiÀÃ� ��� Ì�i� 1-Ƃ]� v�Õ�`� Ì�>Ì� Ì�i� �>��À�ÌÞ� �v� i�«��ÞiÀÃ�
Ài«�ÀÌi`�Ì�>Ì�i�`iÀ�V>Ài�ÃiÀÛ�ViÃ\

• Decreased absenteeism, reduced job stress and boosted productivity.33

* Although the majority of research highlights positive business impacts, there are several studies with 
EQPƃKEVKPI�ƂPFKPIU��(QT�GZCORNG��-QUUGM�CPF�0KEJQN�
������CPF�6JQOCU�CPF�)CPUVGT�
������HQWPF�
PQ�UKIPKƂECPV�GHHGEV�QH�VJG�WUG�QH�EJKNFECTG�EGPVGTU�QP�CDUGPVGGKUO��)NCUU�CPF�4KNG[�
������HQWPF�PQ�
UKIPKƂECPV�KORCEV�QH�GORNQ[GT�EJKNFECTG�CUUKUVCPEG�QP�TGVGPVKQP�HQNNQYKPI�RTGIPCPE[��+PFGGF��TGUWNVU�
XCT[�CETQUU�QTICPK\CVKQPU�CPF� KPFWUVTKGU��6Q� TGCNK\G�DWUKPGUU�DGPGƂVU�� KVoU� KORQTVCPV� VJCV�EQORCP[�
EWNVWTG�DQVJ�CEEGRVU�CPF�UWRRQTVU�WUG�QH�DGPGƂVU�TGNCVGF�VQ�ECTG���

INDICATORS TO MEASURE SUCCESS (Disaggregated by gender)

• 1Ãi��v�V>ÀiÌ>���}��«Ì���Ã®�¯��v�i�«��ÞiiÃ�Ì>���}�>`Û>�Ì>}i��v�V>ÀiÌ>���}�ÃÕ««�ÀÌ®

• Retention rates

• ƂLÃi�Ìii�Ã��À>ÌiÃ

• Reasons for new employees being attracted to company

• 
�ÃÌ�Li�iwÌ�iÛ>�ÕÌ����iÛ>�Õ>Ì�����v�w�>�V�>��V�ÃÌÃ�E�>}}Ài}>Ìi`�Li�iwÌÃ�Ì��V��«>�Þ®

v>���Þ�`iw��Ì���Ã�q�V>��Li�v�Õ�`����Ì�i����*>Ài�Ì>���i>Ûi�*�>Þ°�

Low-income working families� �>Þ� Li� vÕÀÌ�iÀ� V��ÃÌÀ>��i`� LÞ� ����Ìi`� ÀiÃ�ÕÀViÃ]� yÕVÌÕ>Ì��}� Ü�À��
ÃV�i`Õ�iÃ]����ÌÀ>`�Ì���>����ÕÀÃ]��>V���v�>VViÃÃ�Ì��V���`V>Ài���v�À�>Ì����>�`���yiÝ�L�i�Ü�À��«���V�iÃ°26 
Finding good care can also be particularly challenging in some low-income communities due to 
limited supply of quality care.27 Immigrant families, particularly those from large Latino populations, 
�>Ûi�Lii��v�Õ�`�Ì��ÃÌÀÕ}}�i�Ì��w�`�V���`V>Ài�>�`��vÌi��Ì�iÃi�v>����iÃ�>Ài�Õ�>Ü>Ài��v�V���`V>Ài��«Ì���Ã�
in the community.28�"Ì�iÀ�ÃÌÕ`�iÃ��>Ûi�v�Õ�`�Ã����>À�`�vwVÕ�Ì�iÃ�v�À��Ì�iÀ�����}À>�Ì�v>����iÃ]���V�Õ`��}�
ƂvÀ�V>�� >�`� -�ÕÌ�� ƂÃ�>�� ����}À>�ÌÃ°Ó� It is important to therefore understand care challenges for 
different workers, and how those can be supported.  



Supporting Dual Career Couples | Equity Fluent Leadership Play #3

04

EXAMPLES
Patagonia provides employer sponsored onsite childcare at their headquarters 
��� 6i�ÌÕÀ>]� 
>��v�À��>� >�`� Ì�i�À� `�ÃÌÀ�LÕÌ���� Vi�ÌiÀ� ��� ,i��]� iÛ>`>°�7�Ì�� Ì�i�
V>«>V�ÌÞ�Ì��ÃiÀÛi��ÛiÀ�Óxä�V���`Ài��LiÌÜii��Ì�i�>}iÃ��v�Î����Ì�Ã�Ì�����`iÀ}>ÀÌi�]�
the program has had positive impacts for individual employees as well as the 
company more broadly. Employees who participate in onsite child care pay 
average market tuition rates with the company subsidizing quality programming 
���i���Ü�>`Õ�Ì\V���`�À>Ì��Ã�>�`�Ã�>���}À�Õ«�Ã�âiÃ°�/�i�V��«>�Þ��>Ã�v�Õ�`�Ì�>Ì��Ì�ÀiV�Õ«Ã�Ç£¯��v�Ì�i�À�
��ÛiÃÌ�i�ÌÃ������Ã�Ìi�V���`�V>Ài�Ü�Ì��Îä¯�ÀiV�Õ«i`�Ì�À�Õ}��Ì>Ý�Li�iwÌÃ]�Îä¯�ÀiV�Õ«i`�LiV>ÕÃi��v�
��Ü�ÌÕÀ��ÛiÀ�>�`�V�ÃÌ�Ã>Û��}Ã����ÀiVÀÕ�Ì�i�Ì]�ÌÀ>����}]�>�`�Ài��V>Ì����iÝ«i�ÃiÃ]�>�`�££¯�ÀiV�Õ«i`�
through increased employee engagement and job satisfaction. In addition to onsite child care in the 
1-]�*>Ì>}���>�«À�Û�`iÃ�V���`�V>Ài�ÃÌ�«i�`Ã�Ì���ÛiÀ�{ä�ÀiÌ>���i�«��ÞiiÃ�«iÀ�Þi>À�Ì���i�«��vvÃiÌ�Ì�i�V�ÃÌ�
�v�µÕ>��ÌÞ�V���`�V>Ài°�*>Ì>}���>�Vi�iLÀ>ÌiÃ�Ì�>Ì���¯��v�Ü�À���}���Ì�iÀÃ�ÀiÌÕÀ��Ì��Ü�À��>vÌiÀ��>ÌiÀ��ÌÞ�
�i>Ûi�>�`�Ì�>Ì�Ü��i��Ài«ÀiÃi�Ì�xä¯��v�Ì�i�Ü�À�v�ÀVi�>Ì�>����iÛi�Ã��v�Ì�i�V��«>�Þ�vÀ����>�>}iÀÃ�Ì��
the board room.34 

In October 2018 Starbucks�i��>�Vi`��ÌÃ�V>Ài�Li�iwÌ�«���VÞ����«>ÀÌ�iÀÃ��«�Ü�Ì��Care.
com Inc. and made it accessible to all 180,000 employees – regardless of how many 
��ÕÀÃ�Ì�iÞ�Ü�À�°�/�i�Li�iwÌ�>���ÜÃ�i�«��ÞiiÃ�Ì��ÀiVi�Ûi�£ä�ÃÕLÃ�`�âi`�L>V�Õ«�̀ >ÞÃ�
�v�V���`V>Ài�>�`�i�`iÀV>Ài°�7�Ì��Ì�i�ÃÕLÃ�`Þ]�Vi�ÌiÀ�L>Ãi`�L>V�Õ«�V���`�V>Ài�V�ÃÌÃ�fx�
«iÀ�`>Þ]�>�`�������i�L>V�Õ«�V���`��À�i�`iÀ�V>Ài�>Ì�f£�«iÀ���ÕÀ°�������i�V>Ài�V>��Li�
particularly helpful for parents/caregivers with lower earnings who may be working 
evenings, weekends or variable hours outside of center hours.Îx��/�i�Li�iwÌÃ�>�Ã��
include senior care planning, in which employees can connect with a senior care advisor for guidance 
>�`�«�>����}�ÃÕ««�ÀÌ�Ài�>Ìi`�Ì�����}�ÌiÀ��V>Ài}�ÛiÀ��«Ì���Ã]���ÕÃ��}�>�ÌiÀ�>Ì�ÛiÃ]�w�>�ViÃ�>�`��i}>��
concerns.36 Lastly, employees have premium membership to Care.com which is a on online marketplace 
Ì��w�`�>�`��>�>}i�v>���Þ�V>Ài�Ì�>Ì��>Ã��i>À�Þ�Îä����������i�LiÀÃ����Óä�V�Õ�ÌÀ�iÃ°37

The policy change has implications for reduced absenteeism and enhanced productivity by enabling 
i�«��ÞiiÃ�Ü�����}�Ì��Ì�iÀÜ�Ãi���ÃÃ�Ü�À���À��>Ûi�Ì��w�`�>�ÌiÀ�>Ì�Ûi�V>Ài�Ü�i��Ài}Õ�>À�V>Ài�>ÀÀ>�}i�i�ÌÃ�
>Ài�½Ì�>Û>��>L�i°�ƂÃ�,���
À>Üv�À`]�6�Vi�*ÀiÃ�`i�Ì��v�Li�iwÌÃ�>Ì�-Ì>ÀLÕV�Ã�«ÕÌÃ� �Ì\�ºWe felt like it was 
important to make this accessible… We wanted to have as low a possible cost [for employees].”38 This 
change comes after Starbucks updated its parental leave policy in 2018, which included expanding paid 
parental leave to all employees (although not all employees have equal leave amounts).

FURTHER READING
• Tackling Childcare (International Finance Corporation) 

• ���L>�� LiÃÌ� «À>VÌ�ViÃ\� 
>Ài� «À�Û�Ã���� ��� Ì�i� «À�Û>Ìi� ÃiVÌ�À (International Center for 
,iÃi>ÀV�����7��i�®

• 7�Þ�>Ài�½Ì���Ài�Ü��i��Ü�À���}¶�/�iÞ½Ài�V>À��}�v�À�«>Ài�ÌÃ (New York Times)

• 1�«>�`�i�`iÀV>Ài����Ì�i�1��Ìi`�-Ì>ÌiÃ (Bureau of Labor Statistics)

• /�i�Ì�Àii�v>ViÃ��v�Ü�À��v>���Þ�V��y�VÌ�-��>��7�À��>�`��>���Þ�,iÃi>ÀV�� iÌÜ�À�®

https://www.care.com/
https://www.care.com/
https://www.washingtonpost.com/news/on-leadership/wp/2018/01/24/what-starbucks-is-giving-workers-after-the-tax-cuts-raises-stock-grants-expanded-sick-and-parental-leave/
https://www.ifc.org/wps/wcm/connect/topics_ext_content/ifc_external_corporate_site/gender+at+ifc/priorities/employment/tackling_childcare_the_business_case_for_employer_supported_childcare
https://www.ebrd.com/documents/gender/global-best-practices-care-provision-in-the-private-sector.pdf?blobnocache=true
https://www.nytimes.com/2019/08/29/business/economy/labor-family-care.html
https://www.bls.gov/news.release/pdf/elcare.pdf
https://wfrn.org/wp-content/uploads/2018/09/The-Three-Faces-of-Work-Family-Conflict-An-Interview-with-Heather-Boushey-by-Judi-Casey-intl-corner.pdf
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STEPS
Players involved: DEI leads & HR

1. ���Þ�ÕÀ�L>V�}À�Õ�`�ÀiÃi>ÀV�\
 � Understand the community, regulatory and legislative context (e.g., government mandates, 

government programs, community partners, local childcare market, taxes and subsidies). 

 � Talk with employees or conduct surveys and/or interviews to fully understand care needs 
and availability / accessibility of quality childcare and eldercare options for employees – 
and how those needs differ among different employees. 

 � Review business goals and resources available to identify which care provision may be best 
KP�VJG�RCTVKEWNCT�EQPVGZV��6JG�DWUKPGUU�ECUG�CUUQEKCVGF�YKVJ�GCEJ�DGPGƂV�QRVKQP�XCTKGU�D[�
geography and effectiveness of implementation. 

 � Note: This data may need to be disaggregated by both sex and region (for companies with 
OWNVKRNG�QHƂEGU�

2. 	>Ãi`����Ì�i�iÝÌiÀ�>��i�Û�À���i�Ì]�i�«��Þii��ii`Ã]�LÕÃ��iÃÃ�}�>�Ã�>�`�ÀiÃ�ÕÀViÃ�>Û>��>L�i�
�`i�Ì�vÞ�Ü��V���«Ì���Ã®�Ì��«ÕÀÃÕi��ÕÌ���i`����Ì�i�>L�Ûi���ÃÌ®�q���V�À«�À>Ì��}�>���«Ì����v�À�
L�Ì��V���`V>Ài�>�`�i�`iÀV>Ài�iÛi���v�Ì�i�V>Ài�ÃÕ««�ÀÌ�����Ã�`�vviÀi�Ì°��ÃÕÀi�V>Ài�Li�iwÌÃ�
>Ài� }i�`iÀ� �iÕÌÀ>�� >�`� >VViÃÃ�L�i� Ì�� i�«��ÞiiÃ� Ài}>À`�iÃÃ� �v� Ì�i�À� }i�`iÀ� >�`� ÃiÝÕ>��
�À�i�Ì>Ì���°�č�Ì��Õ}��Ì��Ã�«�>ÞL�����Ã�v�VÕÃi`����`Õ>��V>ÀiiÀ�V�Õ«�iÃ��°i°�Ü��Ìi�V���>À®]� �Ì�
�Ã�ÀiV���i�`i`�Ì��iÝ«��Ài���Ü�V>Ài�ÃÕ««�ÀÌ�V>��Li�«À�Û�`i`��À�iÝÌi�`i`�Ì��>���Ü�À�iÀÃ�
i°}°]�Ã��vÌ�Ü�À�iÀÃ]�V�iÀ�Ã]�iÌV°®�q�ÀiV�}��â��}�Ì�>Ì�v�À�`�vviÀi�Ì�Ãi}�i�ÌÃ��v�Ü�À�iÀÃ]�Ì��Ã�
�>Þ��i>��«À�Û�`��}�>�`�vviÀi�Ì�ÃÕ««�ÀÌ��«Ì����i°}°]�ÀiviÀÀ>�Ã]�ÃÕLÃ�`�iÃ®°���

3. ��Ìi}À>Ìi� ÃÕ««�ÀÌ� v�À� ��ÌiÀ��ÌÌi�Ì� V>Ài��ii`Ã�q� ÃÕV��>Ã� ÃV����� Û>V>Ì���� V>Ài]�i�iÀ}i�VÞ�
>�`�L>V��Õ«�V>Ài�ÃiÀÛ�ViÃ���Ài���v�À�>Ì�������Ì�i����*>Ài�Ì>���i>Ûi�*�>Þ®�>�`É�À�>���Ü��}�
i�«��ÞiiÃ�Ì��LÀ��}�V���`Ài��Ì��Ü�À�°�

4. 
��Ã�`iÀ� �vviÀ��}� V��V�iÀ}i� ÃiÀÛ�ViÃ� Ì�� ÃÕ««�ÀÌ� Õ�«>�`� V>Ài� ÀiÃ«��Ã�L���Ì�iÃ� i°}°]� `ÀÞ�
V�i>���}]��i>��V>ÌiÀ��}®�`i«i�`��}����i�«��Þii��ii`�>�`�ÀiÃ�ÕÀViÃ�>Û>��>L�i°

5. -���V�Ì�vii`L>V��vÀ���i�«��ÞiiÃ]�Ã�>Ài�}��`�«À>VÌ�ViÃ�Ü�Ì��«iiÀÃ�>�`�Ãii��}Õ�`>�Vi�vÀ���
iÝ«iÀÌÃ°�

6. *���Ì� Ì�i� «À�}À>�� >�`� ��Ìi}À>Ìi� Ì�i� ÃÌÀ>Ìi}Þ� ��Ì�� LÀ�>`iÀ� V�À«�À>Ìi� �L�iVÌ�ÛiÃ]� ÃÕV�� >Ã�
`�ÛiÀÃ�ÌÞ�>�`���V�ÕÃ����v�À�LÕÃ��iÃÃ�}À�ÜÌ�°�

7. /À>����>�>}iÀÃ�>�`�Ü�À�iÀÃ�q�ÃÕ«iÀÛ�Ã�À�ÃÕ««�ÀÌ��Ã�VÀ�Ì�V>��Ì��ivviVÌ�Ûi�Þ���«�i�i�Ì�«���V�iÃ�
Ài�>Ìi`�Ì��V>Ài�«À�Û�Ã���°�

8. -iÌ� L>Ãi���iÃ� >�`� iÃÌ>L��Ã�� �iÌÀ�VÃ� Ì�� >ÃÃiÃÃ� ��«>VÌ� v�À� ��`�Û�`Õ>�� i�«��ÞiiÃ� >�`� Ì�i�
LÕÃ��iÃÃ®��ÛiÀ�Ì��i°�

9. 
��Ã�`iÀ�������}�«ÕL��V�«À�Û>Ìi�«>ÀÌ�iÀÃ��«Ã�>�`���LLÞ��}�Ì�i�}�ÛiÀ��i�Ì�Ì��i��>�Vi�V>Ài�
ÃÕ««�ÀÌ°�/�i�}�ÛiÀ��i�Ì�V>��«ÕÌ����«�>Vi�«���VÞ�>�`�Ài}Õ�>Ì�ÀÞ�vÀ>�iÜ�À�Ã�Ì�>Ì�i�>L�i�Ì�i�
«À�Û>Ìi�ÃiVÌ�À�Ì��LiÌÌiÀ�>VV����`>Ìi�Ì�i�V>Ài��ii`Ã��v�Ü�À�iÀÃ°�/�i�}�ÛiÀ��i�Ì��>Ã�>�
�iÞ�À��i�Ì��«�>Þ�Ì��VÀi>Ìi���Vi�Ì�ÛiÃ�Ì�>Ì�v�ÃÌiÀ�i�«��ÞiÀ�ÃÕ««�ÀÌi`����Ì�>Ì�ÛiÃ�>�`�LÕ��`�Ì�i�
V>«>V�ÌÞ��v�µÕ>��ÌÞ�>�`�>vv�À`>L�i�V���`V>Ài�«À�Û�`iÀÃ°
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Policies designed to support dual career couples and promote diversity, equity and inclusion (e.g., 
yiÝ�L�i� Ü�À�� >ÀÀ>�}i�i�ÌÃ]� «>Ài�Ì>�� �i>Ûi®� V>�� }iÌ� L��V�i`� �À� ÃÌÞ��i`� >Ì� Ì�i� �>�>}iÀ�>�� �iÛi�°�
��`�Û�`Õ>�Ã��>Ûi�Õ�V��ÃV��ÕÃ�L�>ÃiÃ�>�`��>Þ�Li�Õ�>Ü>Ài��v���Ü�Ì�i�À�>VÌ���Ã�V>��Ài��v�ÀVi�}i�`iÀ�
��À�Ã�q�ÃÕV��>Ã�>��>�>}iÀ�Ü���`�iÃ���Ì�«À���Ìi�>��>��Ü����ÕÃÌ�Ì������Ã�vÕ���«>ÌiÀ��ÌÞ��i>Ûi�iÛi��
Ì��Õ}���i�Ü>Ã�`iÃiÀÛ��}��v�Ì�i�«À���Ì���°�

�>�>}iÀÃ���`��>�`�Ãi���À��iÛi�®��ÕÃÌ�Li�>Ü>Ài��v�Ì�i�À��Ü��L�>ÃiÃ�Ã��Ì�iÞ�V>��ÃÌ>ÀÌ�Ì��«À�>VÌ�Ûi�Þ�
>``ÀiÃÃ�Ì�i�°�"À}>��â>Ì���>���i>`iÀÃ�>Ài�«>ÀÌ�VÕ�>À�Þ�VÀ�Ì�V>�����ÃÕ««�ÀÌ��}�̀ �ÛiÀÃ�ÌÞ]�iµÕ�ÌÞ�>�`���V�ÕÃ����
���Ì�i�Ü�À�«�>Vi°�"À}>��â>Ì���>���i>`iÀÃ�i�V�ÕÀ>}i]��>��Ì>���>�`��i�«�i�v�ÀVi�v�À�>��Þ��À���v�À�>��Þ®�
«���V�iÃ� >�`�«À�Vi`ÕÀiÃ� Ì�>Ì� «À�Û�`i� ÃÕ««�ÀÌ� v�À� >��� ��`�Û�`Õ>�Ã� Ì�� ÃÕVVii`� ��� Ì�i�Ü�À�«�>Vi°� /��Ã�
�i>�Ã���Ì����Þ�i�ÃÕÀ��}�Ì�>Ì�«���V�iÃ�>�`�«À�Vi`ÕÀiÃ�Ì�>Ì�ÃÕ««�ÀÌ�iµÕ�ÌÞ�iÝ�ÃÌ]�LÕÌ�>�Ã��Ì�>Ì�«i�«�i�
vii�� V��v�ÀÌ>L�i� Ì>���}�>`Û>�Ì>}i��v� Ì�i��Ü�Ì��ÕÌ� vi>À��v� Ài«iÀVÕÃÃ���Ã� Ì�� Ì�i�À� V>ÀiiÀÃ°�7�À�iÀÃ�
�>Þ� vii����Ài� V��v�ÀÌ>L�i� >Ã���}� Ì�� Ì>�i� >`Û>�Ì>}i��v�«���V�iÃ� ÃÕV�� >Ã� yiÝ�L�i�Ü�À���À�«>Ài�Ì>��
�i>Ûi�Ü�i��Ì�iÞ�«iÀVi�Ûi�Ì�i�À��>�>}iÀÃ�>Ã�v>���Þ�ÃÕ««�ÀÌ�Ûi°����>�����ÃÕ««�ÀÌ�Ûi�Ü�À��i�Û�À���i�Ì]�
i�«��ÞiiÃ�Ü���>Ã��Ì��Ì>�i�>`Û>�Ì>}i��v�Ì�iÃi�«���V�iÃ��>Þ�iÝ«iÀ�i�Vi�L>V��>Ã��vÀ���Ì�i�À��>�>}iÀ�
�À��Ì�iÀ�i�«��ÞiiÃ°�,iÃi>ÀV���>Ã�v�Õ�`�Ì�>Ì�ÃÌÀiÃÃ�V>ÕÃi`�LÞ�Ì��Ã�>�`�LÞ�Ì�i�«iÀVi«Ì����Ì�iÀi��Ã����
yiÝ�L���ÌÞ�Ì��Ài>ÀÀ>�}i�ÃV�i`Õ�iÃ®��>Þ�Li�>�V��ÌÀ�LÕÌ��}�v>VÌ�À����Ü�À��v>���Þ�V��y�VÌ°1

Ƃ``�Ì���>��Þ]��À}>��â>Ì���>�� �i>`iÀÃ�`À�Ûi�Ì�i�À��À}>��â>Ì���½Ã�VÕ�ÌÕÀi°�/�À�Õ}��Ì�i�À��Ü��Li�>Û��ÀÃ�>�`�
>VÌ���Ã]�Ì�iÞ�V>��̀ i���ÃÌÀ>Ìi�Ì�>Ì�Ì�iÞ�Li��iÛi����}i�`iÀ�iµÕ�ÌÞ]�>�`�VÀi>Ìi�V��`�Ì���Ã�>�`�«À�ViÃÃiÃ�Ì�>Ì�
i�V�ÕÀ>}i���ÜiÀ��iÛi���>�>}iÀÃ�Ì��̀ ��Ì�i�Ã>�i°2�Ƃ�Ì��Õ}���À}>��â>Ì���>���i>`iÀÃ�V>���Ì�>�`�Ã��Õ�`���Ì�
Li��i�`�ÀiÃ«��Ã�L�i�v�À�>VÌÕ>��Þ�V�>�}��}�Ì�i�>ÌÌ�ÌÕ`iÃ��v�Ì�i�À���`�Û�`Õ>��i�«��ÞiiÃ]�Ì�iÞ�>Ài�ÀiÃ«��Ã�L�i�
v�À�VÀi>Ì��}�>�Ü�À�«�>Vi�i�Û�À���i�Ì�Ü�iÀi�i�«��ÞiiÃ�V>��Ì�À�Ûi�>�`�Ì�i�LÕÃ��iÃÃ�V>��ÃÕVVii`°�

Topics that should get covered in a training for dual career couples:
 9 7�>Ì� `Õ>�� V>ÀiiÀ� V�Õ«�iÃ� >Ài� >�`� Ì�i� «Ài`����>�Vi� �v� i�«��ÞiiÃ� iÃ«iV�>��Þ�
����i���>�Ã®����`Õ>��V>ÀiiÀ�V�Õ«�iÃ�Ì�`>Þ�

 9 *���V�iÃ� ��� «�>Vi� Ì�� ÃÕ««�ÀÌ� `Õ>�� V>ÀiiÀ� V�Õ«�iÃ� i°}°]� yiÝ�L�i� Ü�À�®�
>�`� Ü�Þ� Ì�iÞ� >Ài� ��«�ÀÌ>�ÌÆ� >�Ã�� ��Ü� Ì�� i�V�ÕÀ>}i� i�«��ÞiiÃ� Ì��
Ì>�i� >`Û>�Ì>}i� �v� Ì�i� «���V�iÃ� >�`� Ì�i� ��«�ÀÌ>�Vi� �v� ��`i���} 
Ì�i��É�ÕÌ���â��}�Ì�i�«���V�iÃ�«iÀÃ��>��Þ�

 9 ��Ü�Ì��ÃÕ««�ÀÌ�«>Ài�ÌÃ�Liv�Ài]�`ÕÀ��}�>�`�>vÌiÀ�ÀiÌÕÀ���}�vÀ����i>Ûi°�/��Ã���V�Õ`iÃ�
`iÛi��«��}�>���«i��`�>��}Õi�Ü�Ì��i�«��ÞiiÃ�Liv�Ài��i>Û��}�v�À�«>Ài�Ì>���i>Ûi�>�`�
V���Õ��V>Ì����«ÀiviÀi�ViÃ�Ü���i� ��� �i>Ûi� >�`� Ì�i� ÀiÌÕÀ�� «�>ÃiÆ� >�Ã���>���}� >�
«�>��v�À��>�`�ÛiÀÃ�>Ì�Ì�i�ÃÌ>ÀÌ�>�`�i�`��v��i>Ûi°3 It also includes encouraging all 
i�«��ÞiiÃ���«>ÀÌ�VÕ�>À�Þ��i����Ì��Ì>�i�«>Ài�Ì>���i>Ûi°

 9 ��Ü� Ì�� >`>«Ì� iÝ«iVÌ>Ì���Ã� Ì�>Ì� V>ÀiiÀ��À�i�Ìi`� i�«��ÞiiÃ� �ii`� Ì�� Ü�À�� ���}]�
��yiÝ�L�i����«iÀÃ�����ÕÀÃ4 5

 9 �i�`iÀ�ÃÌiÀi�ÌÞ«iÃ�>�`�Õ�V��ÃV��ÕÃ�L�>ÃiÃ�Ã«iV�wV� Ì���

Ã�>�`�«>Ài�ÌÃ� ��� Ì�i�
Ü�À�«�>Vi

 9  �Ì� «�>V��}� i�«�>Ã�Ã� ��� v>Vi� Ì��i� >Ã� >� «À�ÝÞ� v�À� >�L�Ì���� �À� �À}>��â>Ì���>��
V����Ì�i�Ì�E�«iÀv�À�>�Vi�ÀiÛ�iÜÃ

TRAIN MANAGERS ON WHY & HOW 
TO SUPPORT DUAL CAREER COUPLES

EFL PLAY #4
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Other key training topics for managers to promote diversity, equity and inclusion:
 9 /�i�LÕÃ��iÃÃ�V>Ãi�v�À�`�ÛiÀÃ�ÌÞ]�iµÕ�ÌÞ�>�`���V�ÕÃ����

 9 1�`iÀÃÌ>�`��}���Ü�ViÀÌ>����`i�Ì�Ì�iÃ��>Ûi���Ài�«À�Û��i}i�>�`�«�ÜiÀ�Ì�>���Ì�iÀÃ]�
>�`���Ü���iµÕ�Ì�iÃ�V>��Li�«iÀ«iÌÕ>Ìi`��vÌi�Ì��iÃ���>`ÛiÀÌi�Ì�Þ®����Ì�i�Ü�À�«�>Vi

 9 -ÌiÀi�ÌÞ«iÃ�>�`�`�ÃÀÕ«Ì��}�ÃÌiÀi�ÌÞ«iÃ����Ì�i�Ü�À�«�>Vi�Ì�À�Õ}��}À�ÜÌ�����`ÃiÌÃI�
��V�Õ`��}� Ài�>Ìi`� Ì�� }i�`iÀ]� À>Vi� É� iÌ���V�ÌÞ]� ÃiÝÕ>�� �À�i�Ì>Ì���� >�`� �Ì�iÀ�
�>À}��>��âi`��`i�Ì�Ì�iÃ®

 9 1�V��ÃV��ÕÃ�L�>ÃiÃ���V�Õ`��}�Ü�>Ì�Ì�iÞ�>Ài]���Ü�Ì�iÞ��>��viÃÌ]���Ü�Ì��Ì>V��i�Ì�i�®

 9 Ƃ``ÀiÃÃ��}���VÀ��>}}ÀiÃÃ���Ã�>�`�«À>VÌ�V��}�>��ÞÃ��«

 9 Understanding �>�}Õ>}i��v�iµÕ�ÌÞ� yÕi�Ì� �i>`iÀÃ – including terms to avoid and 
«ÀiviÀÀi`�ÌiÀ�Ã�

 9 *���V�iÃ����«�>Vi�>Ì�Ì�i��À}>��â>Ì����Ì��«À���Ìi�}i�`iÀ�iµÕ�ÌÞ�q�>Ã�Üi���>Ã���Ü�Ì��
ÃÕ««�ÀÌ�i�«��ÞiiÃ����Ì>���}�>`Û>�Ì>}i��v�Ì�iÃi�«���V�iÃ�

Research highlight!
*i�«�i����`�Ãi�v�«iÀVi«Ì���Ã�>L�ÕÌ�Ì�i�Ãi�ÛiÃ]�V>��i`����`ÃiÌÃ]�Ài�>Ìi`�Ì��Ì�i�À�«iÀÃ��>��
>�`�«À�viÃÃ���>����ÛiÃ�q�V��ÃV��ÕÃ�Þ�>�`�ÃÕL�V��ÃV��ÕÃ�Þ°�"À}>��â>Ì���>���i>`iÀÃ½����`ÃiÌÃ�
>À�Õ�`�}i�`iÀ� ��«>VÌ� Ì�i�À�>L���ÌÞ� Ì�� �i>`�ivviVÌ�Ûi�Þ]�>�`�>�Ã��>vviVÌ� Ì�i�À��À}>��â>Ì���Ã�
��Ài�LÀ�>`�Þ°

,iÃi>ÀV���i`�LÞ��À°��>ÕÀ>��À>Þ�>Ì�1
�	iÀ�i�iÞ�w�`Ã�Ì�>Ì� �i>`iÀÃ�>�`�V��«>��iÃ�V>��Li�
��Ài� ivviVÌ�Ûi� �v� Ì�iÞ� i�LÀ>Vi� >� º}À�ÜÌ�����`ÃiÌ»� Ì�>Ì� iµÕ>��Þ� Û>�ÕiÃ� �>ÃVÕ���i� >�`�
vi�����i� v�À�Ã��v� ��yÕi�Vi� >�`�«�ÜiÀ� ÛÃ°� >� wÝi`����`ÃiÌ®°�Ƃ�}À�ÜÌ�����`ÃiÌ� >À�Õ�`�
}i�`iÀ�ÀiV�}��âiÃ�Ì�>Ì�}i�`iÀ�À��iÃ�>Ài��>��i>L�i�>�`�ÀiµÕ�ÀiÃ�LÕ��`��}�iµÕ>��>««ÀiV�>Ì����
�v�L�Ì���>ÃVÕ���i�>�`�vi�����i�v�À�Ã��v���yÕi�Vi°���À�iÝ>�«�i]�iµÕ>��Þ�>««ÀiV�>Ì��}�ÌÀ>�ÌÃ�
Ì�>Ì�`Õi�Ì��}i�`iÀ�ÃÌiÀi�ÌÞ«iÃ�>Ài�ÌÞ«�V>��Þ�>ÃÃ�V�>Ìi`�Ü�Ì��Ü��i��i°}°]�i�«>Ì�Þ]�ÌÀÕÃÌ�
LÕ��`��}®�>�`�Ì��Ãi�ÌÞ«�V>��Þ�>ÃÃ�V�>Ìi`�Ü�Ì���i��i°}°]��i>`iÀÃ��«®°�7�Ì��>�}À�ÜÌ�����`ÃiÌ�
>À�Õ�`� }i�`iÀ]� �i>`iÀÃ� V>�� ÀiV�}��âi� Ì�>Ì� �i�� >�`� Ü��i�� >Ài� iµÕ>��Þ� ÃÕ�Ìi`� v�À� >���
ÌÞ«iÃ��v�À��iÃ����Ã�V�iÌÞ�Ü�iÌ�iÀ��Ì�Li�>�LÀi>`Ü���iÀ]�V>ÀiÌ>�iÀ��À�Ã��iÌ���}����LiÌÜii�°6 
7���i��Ì½Ã���«�ÀÌ>�Ì�Ì�>Ì�Ì��Ã����`ÃiÌ�V��iÃ�vÀ���Ì�i�Ì�«]����`ÃiÌ�Ã��vÌÃ�>Ài���«�ÀÌ>�Ì�v�À�
�>�>}iÀÃ�>�`��i>`iÀÃ�>Ì�>����iÛi�Ã��v�>���À}>��â>Ì���°

1�Ì��>Ìi�Þ]�«�ÃÃiÃÃ��}�Ì��Ã�}À�ÜÌ�����`ÃiÌ�>À�Õ�`�}i�`iÀ�V>���>�i���`�Û�`Õ>�Ã�LiÌÌiÀ��i>`iÀÃ�
>�`�LiÌÌiÀ�>L�i�Ì��ÃÕ««�ÀÌ�Ì�i�À�i�«��ÞiiÃ°��ÕÀÌ�iÀ]�>``�Ì���>��ÀiÃi>ÀV��Ã��ÜÃ�Ì�>Ì��i>`iÀÃ�
����À}>��â>Ì���Ã�>Ài�«>ÀÌ�VÕ�>À�Þ���yÕi�Ì�>�����Ã�>«��}�>�`�Ài��v�ÀV��}�i�«��ÞiiÃ�Û�iÜÃ�>L�ÕÌ�
Ü�>Ì�Ì�i��À}>��â>Ì����Û>�ÕiÃ�>�`��ÌÃ�VÕ�ÌÕÀi°7

https://haas.berkeley.edu/equity/resources/efl-knowledge-bank/business-case-for-diversity/
https://haas.berkeley.edu/equity/resources/efl-knowledge-bank/glossary-of-key-terms/


Supporting Dual Career Couples | Equity Fluent Leadership Play #4

0303

INDICATORS TO MEASURE SUCCESS
(Disaggregated by gender, race/ethnicity if possible)

• 1Ãi��v�Ü�À����vi�«���VÞ��«Ì���Ã®�É�Li�iwÌÃ�¯��v�i�«��ÞiiÃ]�LÞ��>�>}iÀÃ]�Ì>���}�>`Û>�-
Ì>}i��v�`�vviÀi�Ì�«���V�iÃ�Ì��ÃÕ««�ÀÌ�Ü�À����vi�L>�>�Vi®

• ,iÌi�Ì����À>ÌiÃ��v�i�«��ÞiiÃ]�LÞ��>�>}iÀÃ

• ƂLÃi�Ìii�Ã��À>ÌiÃ��v�i�«��ÞiiÃ]�LÞ��>�>}iÀÃ

• 
�ÃÌ�Li�iwÌ�iÛ>�ÕÌ����iÛ>�Õ>Ì�����v�w�>�V�>��V�ÃÌÃ�E�>}}Ài}>Ìi`�Li�iwÌÃ�Ì��V��«>�Þ®

BUSINESS BENEFITS FROM IMPLEMENTING THIS PLAY
�>�>}iÀÃ�Ü�Ì����Ài�i}>��Ì>À�>��Û�iÜÃ�>L�ÕÌ�}i�`iÀ�iµÕ>��ÌÞ�>�`�yiÝ�L�i�Ü�À��>Ài�Ã��Ü��Ì�\�

• Recruit the most talented staff & retain talented staff8

• Better capitalize and support diverse talent*
I��i�� ��� ÌÀ>`�Ì���>�� Ài�>Ì���Ã��«Ã��>Þ��>Ûi����`ÃiÌÃ�>À�Õ�`�Ü��i�� ��� Ì�i�Ü�À�«�>Vi� Ì�>Ì�
��«i`i�}i�`iÀ����ivv�ÀÌÃ�q�ÀiÛi>���}�Ì�i���«�ÀÌ>�Vi��v�ÌÀ>����}�>�`��ÌÃ�LÕÃ��iÃÃ�Li�iwÌÃ°�
,iÃi>ÀV��ÀiÛi>�Ã�Ì�>Ì�i�«��Þi`��i�����ÌÀ>`�Ì���>���>ÀÀ�>}iÃ�Ìi�`�Ì��>®�Û�iÜ�Ì�i�«ÀiÃi�Vi��v�
Ü��i�����Ì�i�Ü�À�«�>Vi�Õ�v>Û�À>L�Þ]�L®�«iÀVi�Ûi�Ì�>Ì��À}>��â>Ì���Ã�Ü�Ì����}�iÀ��Õ�LiÀÃ��v�
vi�>�i�i�«��ÞiiÃ�>Ài��«iÀ>Ì��}��iÃÃ�Ã���Ì��Þ]�V®�«iÀVi�Ûi��À}>��â>Ì���Ã�Ü�Ì��vi�>�i��i>`iÀÃ�
>Ã�Ài�>Ì�Ûi�Þ�Õ�>ÌÌÀ>VÌ�Ûi]�>�`�`®�̀ i�Þ�µÕ>��wi`�vi�>�i�i�«��ÞiiÃ��««�ÀÌÕ��Ì�iÃ�v�À�«À���Ì���Ã�
��Ài�vÀiµÕi�Ì�Þ�Ì�>��`���Ì�iÀ��>ÀÀ�i`��>�i�i�«��ÞiiÃ°���Ài�ÛiÀ]�Ì�i�ÀiÃi>ÀV��ÃÕ}}iÃÌÃ�Ì�>Ì�
�i��Ü���>Ài�Ã��}�i�>�`�Ì�i���>ÀÀÞ�Ü��i��Ü���>Ài���Ì�i�«��Þi`��>Þ�V�>�}i�Ì�i�À�>ÌÌ�ÌÕ`iÃ�
Ì�Ü>À`�Ü��i�����Ì�i�Ü�À�«�>Vi]�LiV����}��iÃÃ�«�Ã�Ì�Ûi°9
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STEPS
Players involved: 

• Set up- DEI and/or HR team
• Training- trainers (external organization or appropriate internal staff) & managers

1. Get buy-in from leadership.

2. Identify training topics and material – see aforementioned training topics to incorporate 
(consider a road map of training to introduce training topics over time).

 � The Center for Equity, Gender and Leadership (EGAL) with the International Center 
for Research on Women developed a Gender Equity Leadership (GEL) Lab with the 
aforementioned core training concepts in a one-day training for managers and executives. 
For more information on the training, contact Genevieve Smith, EGAL Research Director 
(Genevieve.smith@haas.berkeley.edu). Executive education programs at UC Berkeley also 
offer trainings on topics of women in leadership. 

 � Tips for training: Make it clear to participants why the training is occurring – importance 
to the organization, to them as individuals and to their subordinates / teams; make it 
participatory; ensure emphasis on actionable strategies.

3. Secure experienced facilitators.

4. Identify when and where training(s) should occur. Consider incorporating into an existing 
training instead of introducing an entirely new, additional course, and be mindful of managers’ 
schedules.

5. Recruit managers and leaders to participate in the training, but make it optional (opt-in) with 
incentives and emphasizing the ‘why’ they should attend.

6. Implement the training / training road map.

7. Provide follow up support and regular reminders after each training session around key 
concepts; provide training builds as part of the training roadmap and adapt as needed. 
These can include:

 � Recurring communication campaigns on the themes covered in the training

 � Reminders of exsiting policies

 � Supplementary panels and other forms of education 

04
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Given that by 2025, more than 75% of the workforce will be comprised of millennials1, it is crucial for 
companies to bridge the social and cultural divide between them and senior leaders, to understand 
their priorities and motivations and keep them highly engaged within the corporate landscape. 
According to EY’s 2015 Global Generations study, 78% of millennials are part of dual career couples 
(DCCs), as compared to only 47% of baby boomers.2 It is especially important, therefore, for executive 
�i>`iÀÃ��«�Ì��V��«Ài�i�`�Ì�i�Ã��vÌ��}�«À��À�Ì�iÃ�>�`�V��ViÀ�Ã�Ã«iV�wV�Ì���

Ã�>�`�i�ÃÕÀi�Ì�>Ì�Ì�i�À�
interests are represented in company policies and practices.

This education can take various forms, such as: (1) including information about DCCs, their values, and 
the challenges they face in regular training materials for management or in a panel/seminar format, 
and/or (2) implementing a reverse mentoring program focused on younger employees sharing aspects 
of their identities with leaders who are part of older generations. The rest of this brief will focus on 
reverse mentoring, with details on what it entails and how to set up an effective program.

Reverse mentoring maintains the traditional pairings of junior employees with more experienced 
executives, but reverses the mentorship structure—the often younger employees take on the role of 
mentor.3 Although such mentoring was initially implemented in order to ‘import’ knowledge about 
technology and digital processes4 (social media, apps, etc.), companies are expanding this purpose to 
include the sharing of social and cultural trends, in effect bridging the gaps created by the “distinctive 
consciousness” that characterizes each generation.5 Reverse mentoring could occur as a stand-alone 
program or be integrated into existing mentorship relations – such that both individuals in a mentoring 
relationship are mentors and mentees at different points (also called ‘reciprocal mentoring’).

Whether or not they are themselves in a DCC, younger employees are likely to be cognizant of the 
changes in family choices and career advancement decisions that result from being in one. Within the 
scope of the mentoring relationship, they can educate senior leaders on these aspects, reducing the 
negative stereotypes potentially associated with them. 

Reverse mentoring impacts both individuals in the mentoring relationship, as well as the organization. 
Younger mentors are able to share pertinent information for business leaders and enhance their 
communication skills. Executives are able to appreciate the potential in junior employees’ individual 
work values while better understanding values, priorities, and challenges for younger generations 
in the workplace. In turn, executives can and should inform changes in organizational policies and 
practices, while modelling a more supportive culture for younger generations of employees in DCCs. 

It can also be helpful for junior level employees, particularly those in DCCs, to have mentors who are 
senior employees that are in DCCs themselves to share their own lessons and strategies. Therefore, 
in the case of the executive-level individuals being part of a DCC, a reciprocal mentoring relationship 
can be particularly valuable. 

Common challenges and solutions

Navigating perceived undermining of experience / authority: while the reverse mentoring model relies 
on highlighting and bridging the cross-generational / individual differences between mentees and 
mentors, potential discomfort stemming from the role reversal may lead to resentment. This, in turn, could 
exacerbate existing knowledge gaps. To avoid these pitfalls, carefully outlining respectful communication 

EDUCATE SENIOR LEADERS ABOUT CONTEMPORARY 
TALENT AND HOW TO ATTRACT / NURTURE IT; 
CONDUCT REVERSE OR RECIPROCAL MENTORING

EFL PLAY #5
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BUSINESS BENEFITS FROM IMPLEMENTING THIS PLAY
• Enhanced talent management6 
• Increased recruitment and retention7 8 of employees in DCCs9

• Enhanced access of young women, minorities, and in this case—people in DCCs, to 
powerful individuals.10 

• Enhanced innovation by bridging technological gaps and heightening understandings 
of customer trends11 

Note: Ideally information obtained in a reverse mentoring program informs organizational policies and 
practices so that the workplace becomes more supportive for DCCs – doing so can thus better impact 
aforementioned business outcomes. Further, high engagement on part of the decision-making mentees 
is necessary to serve as a “signal” of normalizing support for employees in DCCs at an institutional level.

guidelines and discussion criteria are some strategies to keep in mind. To support a culture shift that 
challenges traditional business hierarchies, it can also be helpful to share guidance on language for 
iµÕ�ÌÞ�yÕi�Ì��i>`iÀÃ]���V�Õ`��}�ÌiÀ�Ã�Ì��Li�>Ü>Ài��v�>�`�«�Ìi�Ì�>��ÌiÀ�Ã�Ì��>Û��`�Ãii�Ì�i�Equity Fluent 
Leadership Glossary of Key Terms). 

Avoiding low engagement from upper-level management: executives (mentees) in particular have a larger 
set of pre-existing responsibilities, and if they remain unconvinced about the value of these additional 
interactions, they are unlikely to prioritize these meetings. As a result, younger staff (mentors) may fail to 
see tangible attitude / policy changes, rendering the program ineffective. To tackle this, the value of the 
reverse mentoring program should be clearly communicated to participants through a strong business 
case and ongoing support.

INDICATORS TO MEASURE SUCCESS
(Disaggregated by gender, race/ethnicity if possible)

• Initial participation rates vs. program completion rates of junior-level mentors and ex-
ecutive-level mentees 

• Changes in executive-level mentees’ knowledge of younger generations / DCCs 
post-program 

• Job satisfaction of employees that participated in reverse mentoring vs. those who didn’t 

• ��«�i�i�Ì>Ì�����v��iÜ]���«À�Ûi`�«���V�iÃ�«iÀÌ>����}�Ì���

Ã�V���`V>Ài]�yiÝ�L�i�Ü�À�]�iÌV°®�

• Retention rates and absenteeism rates 

• Reasons for new employees being attracted to company

https://haas.berkeley.edu/equity/resources/efl-knowledge-bank/glossary-of-key-terms/
https://haas.berkeley.edu/equity/resources/efl-knowledge-bank/glossary-of-key-terms/
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FURTHER READING
• Reverse Mentoring: A Social Exchange Tool for Keeping the Boomers Engaged and Millennials 

Committed (Human Resource Development Review)

• Mentoring Millennials (Harvard Business Review)

EXAMPLE 
In 2013, BNY Mellon’s Pershing group launched its 

reverse mentoring program, CONNECT, in order to 

«À�Û�`i� Ì�i� wÀ��Ü�Ì�� º}i�iÀ>Ì���>�� «iÀÃ«iVÌ�ÛiÃ� Ì�>Ì� LÀ��}� >� L>�>�Vi`� Û�iÜ� �v� �`i>Ã]� V�>��i�}i�
strategic-tactical mindsets, promote forward progress and attract/retain top talent”12°����Ì�>Ìi`�LÞ�Ó�
millennial employees, the program now has around 150 total participants. It is a yearlong commitment 

Ì�>Ì���Û��ÛiÃ�Ài}Õ�>À�Þ�ÃV�i`Õ�i`��iiÌ��}Ã�LiÌÜii���i�Ì�ÀÃ�>�`��i�ÌiiÃ����Ì��Þ®�Ì�>Ì�v�ÃÌiÀ�>�
`�ÀiVÌ]�V��w`i�Ì�>��Ài«�ÀÌ��}�Ài�>Ì���Ã��«]�i�V�ÕÀ>}iÃ��«i��V���Õ��V>Ì����ÃÕV��Ì�>Ì���Ã�}�ÌÃ�>�`�
vii`L>V��V>��Li�Ã�>Ài`��>ÌÕÀ>��Þ]�>�`�i�����>ÌiÃ�>���>Ã«iVÌÃ��v���iÀ>ÀV��V>��Ì�Ì�iÃ�`ÕÀ��}��iiÌ��}Ã°�
Pairs engage as equals in a learning relationship. All millennial mentors also have a monthly meeting 

`ÕÀ��}� Ü��V�� Ì�iÞ� `�ÃVÕÃÃ� Û>À��ÕÃ� Ì�«�VÃ� Ì�� LÀ��}� L>V�� Ì�� Ì�i�À� �i�ÌiiÃ°� 
"  
/� «ÕL��Ã�iÃ�
quarterly newsletters, laying out topics of discussion, program successes, and upcoming events. 

č���}��ÌÃ�ÃÕVViÃÃiÃ��Ã�Ì�i�v�Õ�`��}��v�º/iV�����»]�>�}À�Õ«��v�����i���>�Ã�Ü�Ì��Ì�i�>ÕÌ��À�ÌÞ�Ì��Ü�À��
���Ãi�v�`�ÀiVÌi`����Ì�>Ì�ÛiÃ�v�VÕÃi`������«À�Û��}�Ì�i�Ü�À��i�Û�À���i�Ì�v�À�i�«��ÞiiÃ����Ì�i�ÌiV��
department.

https://journals.sagepub.com/doi/10.1177/1534484311417562
https://journals.sagepub.com/doi/10.1177/1534484311417562
https://hbr.org/2010/05/mentoring-millennials
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STEPS
Players involved: 

• Set up- DEI and/or HR team
• Mentors- junior employees
• Mentees- senior employees 

1. Û>�Õ>Ìi�Ü�iÌ�iÀ� >� ÀiÛiÀÃi��i�Ì�À��}� V��«��i�Ì� V>�� Li� ��V�À«�À>Ìi`� ��Ì�� >��existing 

ÌÀ>`�Ì���>��«À�}À>��Ì�ÕÃ�iÃÌ>L��Ã���}�>�ÀiV�«À�V>���i�Ì�ÀÃ��«�>««À�>V�®��À��v�>�new reverse 

�À�ÀiV�«À�V>���i�Ì�ÀÃ��«�«À�}À>��Ã��Õ�`�Li�`iÛi��«i`°�1Ãi�Ì�i�Li��Ü�Ì>L�i�Ì��Õ�`iÀÃÌ>�`�
the pros and cons. 

 �

 �

 �

 �

 �

 �

 �

 �

 �

 �

 �

 �

 �

 �

 �

 �

2. Secure support from upper-level management13, HR/DEI leads, including through articulating 

Ì�i�LÕÃ��iÃÃ�V>Ãi�v�À�ÀiÛiÀÃi��i�Ì�À��}�Ãii�LÕÃ��iÃÃ�Li�iwÌÃ�>L�Ûi®Æ�>�`�ÃÕÀÛiÞ��}�Ãi���À�
iÝiVÕÌ�ÛiÃ�Ì��}>Õ}i���ÌiÀiÃÌ�>�`�«�ÃÃ�L�i�Ì��i�V����Ì�i�ÌÃ�Ã��>Ã�Ì��`iÌiÀ���i�Ì�i�ÃV�«i�
of the mentorship program. 

3. 
��ÃÕ�Ì�iÝ�ÃÌ��}��i�Ì�ÀÃ��«�«À�}À>�Ã�>Ì�Ì�i��À}>��â>Ì����Ì��>ÃViÀÌ>���LiÃÌ�«À>VÌ�ViÃ]�>�`�
create plan of action with the following:

 � Goals and measurable targets 

 � Level of formalization and standardization

 � Will the program require adherence to a strict meeting schedule, or be open to 
KPHQTOCN�EQOOWPKECVKQP�QPEG�RQKPV�QH�EQPVCEV�JCU�DGGP�GUVCDNKUJGF!�9JKNG�C�ƂZGF�
UEJGFWNG�YKNN�GPUWTG�VJCV�DCUKE�RCTVKEKRCVKQP�NGXGNU�CTG�OGV��C�ƃGZKDNG�CTTCPIGOGPV�OC[�
be more organic, with participants being more engaged during meetings

 � *CXKPI�C�UVCPFCTF�NKUV�QH�RQVGPVKCN�VQRKEU�TGUQWTEG�CTGCU�VQ�DG�EQXGTGF�D[�GXGT[QPG�
CNNQYU�HQT�RTQFWEVKXG�OGGVKPIU�YJGTG�PGKVJGT�RCTV[�KU�DNKPFUKFGF��HQUVGTKPI�VTWUV�CPF�
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OPTION PROS CONS

Existing: 
Capitalizing 

���iÃÌ>L��Ã�i`�
individual 

relationships

(Follow steps 
3, 4, 6, 7)

• Both employees will have set 
time aside for this program 
and feel little to no addition-
al strain on their workload

• Participants may be comfort-
able flipping the script given 
the nature of their estab-
lished relationships 

• Participants may find it diffi-
cult to break out of tradition-
al mentor / mentee roles

• Senior employees may be 
unreceptive to being placed 
in a learning role

New: starting 

from scratch

(Follow steps 
2-7)

• Participants going into the 
program will be open to role 
reversals and receptive to 
new perspectives

• Significant investment of 
time and resources would be 
required to set up and get 
support from senior execu-
tives

• Participants may be unwilling 
or unable to allocate time 
for a new program into their 
schedules
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VTCPURCTGPE[��+P�CFFKVKQP��VJG�NGXGN�QH�HQTOCNK\CVKQP�ECP�DG�CFLWUVGF�D[�DWKNFKPI�QWV�C�
NKUV�QH�TGSWKTGF�VQRKEU�VJCV�TQVCVG�QT�VJCV�UKORN[�HWPEVKQP�CU�C�RQKPV�QH�TGHGTGPEG��

 � 4GCNKUVKE�GPICIGOGPV�QDLGEVKXGU��KPENWFKPI�

 � &WTCVKQP�QH�RTQITCO�
V[RKECNN[���OQPVJU�VQ���[GCT�

 � (TGSWGPE[� QH� QPG�QP�QPG� KPVGTCEVKQPU�� CEEQWPVKPI� HQT� DQVJ�OGPVQTUo� CPF�OGPVGGUo�
CXCKNCDKNKVKGU�

 � 2QVGPVKCN�CFFKVKQPCN�GXGPVU��UWEJ�CU�OQPVJN[�ƂTGUKFG�EJCVU�YKVJ�*4�&'+�TGRTGUGPVCVKXGU�
for all participants to voice new ideas or share new perspectives

4. ÃÌ>L��Ã��V�iV����� É� vii`L>V��Ì��i���iÃ\��>Û��}�>�ÃÞÃÌi��Ì�>Ì�>``ÀiÃÃiÃ����}���}�µÕiÀ�iÃ�
and offers periodic reviews is crucial for success. This includes monthly meetings for mentees 

Ì��`�ÃVÕÃÃ��ÛiÀ>ÀV���}��ÃÃÕiÃ�Ì�iÞ�Ü>�Ì�Ì��LÀ��}�Õ«�Ì��Ì�i�À��i�Ì�ÀÃ]�>�`�>``ÀiÃÃ�>Ài>Ã��v�
V��ViÀ�Æ�>�`�«iÀ��`�V�V�iV����Ã�LiÌÜii��«>ÀÌ�V�«>�ÌÃ�>�`����É��,�Ài«ÀiÃi�Ì>Ì�ÛiÃ�Ì��}>Õ}i�
Ü�iÌ�iÀ�V���Õ��V>Ì����LiÌÜii���i�Ì�ÀÃ�>�`��i�ÌiiÃ��ii`Ã�Ì��Li���«À�Ûi`��À���`�wi`°�

5. �>ÌV���i�Ì�ÀÃ�>�`��i�ÌiiÃ°��>�i�ÃÕÀi�Ì���>ÌV���i�Ì�ÀÃ�>�`��i�ÌiiÃ�Ì�>Ì�`����Ì��>Ûi�
>� `�ÀiVÌ� Ü�À���}� Ài�>Ì���Ã��«]� Ì�� «ÀiÛi�Ì� L�>Ã� >�`� VÀi>Ìi� >� V��v�ÀÌ>L�i� i�Û�À���i�Ì°� �v�
V�>��i�}iÃ��VVÕÀ�Ü�Ì����>��i�Ì�À��}�Ài�>Ì���Ã��«]�>ÃÃiÃÃ�Ü>ÞÃ�Ì��LÀ��iÀ�>�Ü>Þ�v�ÀÜ>À`�>�`��v�
��Ì]�v>V���Ì>Ìi�>�V�i>�]����L�>�i�V��V�ÕÃ����Ì��Ì�i�«>�À��}]�������}���Ì��«�Ìi�Ì�>��>�ÌiÀ�>Ì�Ûi�
matches. 

6. Organize an orientation event to introduce the program and expectations – including through 

`�ÃÌÀ�LÕÌ��}�V���Õ��V>Ì����}Õ�`i���iÃ]��ÕÌ�����}�ÀiÃ«��Ã�L���Ì�iÃ]�i�«�>Ã�â��}�V��w`i�Ì�>��ÌÞ]�
>�`�i�ÃÕÀ��}�Ì�>Ì��i�Ì�ÀÃ�>�`��i�ÌiiÃ�>Ài�V��v�ÀÌ>L�i����Ì�i�À�À��iÃ

7. ����Ì�À�«À�}ÀiÃÃ�>�`�V���iVÌ�vii`L>V�°

8. 
��«��i� �iÞ� �i>À���}Ã� vÀ��� Ì�i� «À�}À>�� >�`��i�ÌiiÃ� Ì�� �Õ�«ÃÌ>ÀÌ� ����Û>Ì���Ã� É� «���VÞ�
changes at midpoint and end of program duration. 
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It is important for employees in dual career couples (DCCs) to have opportunities to discuss their 
experiences and the challenges they face as well as share tips and tools. This can occur through 
established, regular in-person meetings (e.g., through Employee Resource Groups (ERGs)1) and/or 
through relatively informal or formal virtual communication channels (e.g., Slack, LinkedIn group). 

ERGs are formalized, employee-led communities for people of a certain identity – whether that identity 
is based on a demographic, life stage, or function2, and can be key contributors to business strategy 
and operations. These groups provide professional development, networking, and/or volunteer 
�««�ÀÌÕ��Ì�iÃ�Ì��Ì�i�À�«>ÀÌ�V�«>�ÌÃ�>�`��vÌi��Li�iwÌ�vÀ���Ì�i�i�}>}i�i�Ì��v�iÝiVÕÌ�Ûi��i>`iÀÃ°3

Support for ERGs has been increasing rapidly, recognized as a step in the right direction when it comes 
to advancing D&I and impacting culture: In 2013, 90% of Fortune 500 companies had ERGs.4 

While ERGs focused on demographic factors - particularly gender, race/ethnicity, and sexual orientation  
-- are the most common5]� ,�Ã� V>�� >�Ã�� Li� v�VÕÃi`� ��� «À�viÃÃ���>�� wi�`Ã� �À� Ã�V�>�� V>ÕÃiÃ]�Ü�Ì��
characteristics for each type outlined below:6 

DEVELOP AN  EMPLOYEE RESOURCE GROUP 
& PROVIDE PLATFORMS FOR EMPLOYEES TO 
DISCUSS CHALLENGES, SHARE TIPS & TOOLS

EFL PLAY #6

DEMOGRAPHIC / ATTRIBUTES PROFESSIONS SOCIAL CAUSES

• Based on demographic 
factors or other personal 
characteristics, these are 
the most common and 
traditional ERGs. ERGs for 
dual career couples (DCCs) 
fall in this category. 

• Members typically join 
in search of professional 
development and network-
ing opportunities that are 
cognizant of their team and 
organization identities.7

• Membership is likely to be 
non-exclusive, with space 
for allies of the target com-
munity to join and contrib-
ute to the conversations.

• ��VÕÃi`����Ã«iV�wV�«À�viÃ-
Ã���>��wi�`Ã�Ü�Ì����>�V��-
pany. E.g., ERGs for pro-
grammers or engineers at a 
����ÌiV��wÀ�°��i�LiÀÃ������
in a bid to eliminate hierar-
chy and bridge the power 
disparities between leaders 
and new employees within a 
functional silo. 

• Centred around employees 
at a certain level of seniority 
/ stage of career. E.g., ERGs 
for young professionals, a 
group that typically has high 
turnover rates, aimed at 
helping them acclimatize to 
company culture and gain a 
crucial sense of ‘belonging’. 

• �i�LiÀÃ��«��Ã����i�Þ�Ì��Li�
exclusive

• ERGs supporting a specif-
ic social issue (e.g., envi-
ronmental, literacy) create 
a network of employees 
for whom the cause at 
hand is as important as is 
connecting through their 
work environment and 
branching out of their 
professional silos.

• �i�LiÀÃ��«��Ã����i�Þ�Ì��
be non-exclusive, open to 
everyone advocating for 
the cause.

7 

Ƃ��,��v�À�i�«��ÞiiÃ�����

Ã�V>��ÃiÀÛi�>Ã�>�«�>Ìv�À��v�À�«>ÀÌ�V�«>�ÌÃ�Ì��`�ÃVÕÃÃ�V�>��i�}iÃ�Ã«iV�wV�
Ì��Li��}����>��

����Ì�i�Ü�À�«�>Vi��À�>Ì�Ì�i�Ã«iV�wV�V��«>�Þ]�>�`�i�>L�i�«>ÀÌ�V�«>�ÌÃ�Ì��Ã�>Ài�Ì�«Ã]�
strategies and tools. This could look like discussion forums to provide feedback about existing childcare 
�À�«>Ài�Ì>���i>Ûi�«���V�iÃ�>Ì�Ì�i�wÀ��>�`�LÀ>��ÃÌ�À��V�>�}iÃ�Ì�>Ì�Ü�Õ�`�Li�iwÌ�Ì�i�V���Õ��ÌÞ]�«>�i�Ã�
with managers in DCCs sharing advice and resources, and could be augmented by a virtual networking/
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chat component. Given that employees in DCCs are already handling multiple responsibilities, it’s key 
Ì��Li����`vÕ��Ì�>Ì�,��>VÌ�Û�Ì�iÃ�wÌ���Ì��Ì�i�À�ÃV�i`Õ�i�>�`�`����Ì�>``�Ì��Ì��i�LÕÀ`i�Ã°�

People in DCCs face different challenges and constraints at different career and life stages. The ERG 
could develop opportunities for participants in various stages to network, learn and connect with others. 
For example, the ERG could host a panel related to work-life balance with eldercare responsibilities, 
supporting teenage children and/or navigating the workplace as a new parent. The ERG could also 
discuss how parents can prepare for transitions as children (or other dependents) grow older.

Common challenges and solutions
čÛ��`��}�Ì�i�ºÃÕ«iÀwV�>��Ã>vi�Ã«>ViÃ»�ÌÀ>«\8�Ƃ��,��Ü�Ì��ÕÌ�>�V�i>À�Þ�`iw�i`���ÃÃ����Ì�>Ì�v>��Ã�Ì��}��
beyond food, fun, and festivities is likely to be perceived as ineffective and masking larger D&I issues. 
To tackle this, executive sponsorship needs to translate into adequate support and resources to boost 
employee engagement and create tangible impacts.

čvviVÌ��}��i>���}vÕ���À}>��â>Ì���>��«���V�iÃ�>�`�«À>VÌ�ViÃ\ ERGs may not have an impact on organi-
zational policies and practices that can help affect meaningful systems change for the particular iden-
Ì�ÌÞ�}À�Õ«°�-��i�wÀ�Ã�Ãii�º��V�ÕÃ����V�Õ�V��Ã»�v�À�>��âi`�}À�Õ«Ã�Ì�>Ì�Üi�V��i�>���i�«��ÞiiÃ�LÕÌ�
put senior leaders in charge of leading D&I change) as more effective alternatives to ERGs. Deloitte, 
for instance, chose to make this shift in an attempt to reframe diversity as the responsibility of the ‘in-
group’ and have decision makers involved.9 To tackle this, the value of ERGs as platforms for shared 
voices should be clearly outlined, decision makers should be accessible to their ERGs and voices of 
those in ERGs should be harnessed to support larger change. 

č``ÀiÃÃ��}�«�Ìi�Ì�>����ÃÕ�>À�ÌÞ\�iÝV�ÕÃ�Ûi�,�Ã�V>��>��i�>Ìi�}À�Õ«Ã��ÕÌÃ�`i�Ì�i�`iw�i`��i�LiÀÃ��«]�
and dissent on this front can reinforce the divisiveness of a company’s workforce. To tackle this, ERGs 
should encourage allies to attend – an ERG for DCCs should welcome employees regardless of wheth-
er or not they are in a DCC.

BUSINESS BENEFITS FROM IMPLEMENTING THIS PLAY 
With the above elements secured, an ERG can lead to the following results:* 

• Enhanced recruitment10 & retention of diverse talent,11 assuming the ERG represents 
a community that the target audience can relate to

• Heightened employee engagement12 for individuals participating in an ERG

• Enhanced professional & leadership development of talent
• Improved understanding of & appeal to a wider consumer base13 14 

• Brand enhancement (when / if ERGs are volunteering & conducting Corporate Social 
Responsibility initiatives)15

*Limited academic research is available on ERGs and their business contributions—other information 
JCU� DGGP� ICVJGTGF� VJTQWIJ� PQP�CECFGOKE� TGRQTVU� QT� URGEKƂE�� UQOGVKOGU� UGNH�TGRQTVGF� UWEEGUU�
UVQTKGU��0QPGVJGNGUU��CNN� UQWTEGU�RQKPV� VQ�C�ECXGCV� VQ� VJGUG�DWUKPGUU�DGPGƂVUtPQV�QPN[�CTG�'4)U�
QPN[�QPG�UVGR�KP�C�JQNKUVKE�RNCP�VQ�DWKNF�CP�KPENWUKXG�YQTMHQTEG��DWV�VJGKT�UWEEGUU�KU�CNUQ�EQPVKPIGPV�QP�
DGKPI�GHHGEVKXGN[�UGV�WR��EQPUKFGTKPI�VJG�EJCNNGPIGU�CPF�IQQF�RTCEVKEGU�FGƂPGF�CDQXG�

https://hbr.org/2019/09/how-being-a-working-parent-changes-as-children-grow-up


Supporting Dual Career Couples | Equity Fluent Leadership Play #6

0303

EXAMPLES
Gap Inc. has several employee-led Equality and Belonging Network Groups (their 
iteration of ERGs). In April 2019, Gap Inc. launched Gap Parents, a network group 
that strives to ‘help working parents thrive’, bolstering the progress the company has 
made with expanding paid parental bonding leave16 to support working families in 
2018. The group facilitates ‘Parent Circles’, building a parent community through discussion forums on 
the many transitions of parenthood. The group also recently hosted a panel discussion for employees 
with leaders in the company who discussed challenges and shared tips about being working parents 
– often in dual career couples.17 

Zendesk has 6 ERGs]���i��v�Ü��V�� º/�i�6���>}i»®�>��Ã�Ì��V���iVÌ�>�`�ÃÕ««�ÀÌ�
working parents and caregivers at the company. This ERG has 325+ members 
`�ÃÌÀ�LÕÌi`� >���}ÃÌ� v�ÕÀ� V�>«ÌiÀÃ� q� ��� �ÕL���]� �>`�Ã��]� ->�� �À>�V�ÃV�]� >�`�
�i�L�ÕÀ�i� q� >�`� �Ã� iÝ«��À��}� >� Ài��Ìi� LÀ>�V�� Ì�� ÃÕ««�ÀÌ� <i�`iÃ�½Ã� Ài��Ìi�
working parents and caregivers.

The ERG hosts in-person events, facilitates community volunteering, supports ongoing online 
V���Õ��V>Ì���� >�`� V���iVÌÃ� �i�LiÀÃ� Ì�� Ì�i� Li�iwÌÃ� Ìi>�� Ì�� ��v�À�� «���V�iÃ� >�`� «À>VÌ�ViÃ� >Ì�
the company. In-person events create opportunities for employees to discuss challenges and share 
ÀiÃ�ÕÀViÃ°� °}°]� ºÃ«ii`�`>Ì��}»� ÃÌÞ�i��iiÌ��}Ã� Ì�� Ã�>Ài� v>Û�À�Ìi� «>Ài�Ì��}� É� V>Ài}�Û��}� ÀiÃ�ÕÀViÃ]�
panels wherein executive sponsors share advice about achieving work-life balance, and weekend trips 
to the local zoo / children’s museum. Community volunteering opportunities span from participating 
in a back to school backpack drive for low-income communities to partnering with local organizations 
to support LGBTQIA+ caregivers. Each chapter has a Slack channel that allows members to connect 
virtually and facilitate ongoing communication, while also allowing for remote employees to participate. 
-�>V��V�>��i�Ã���V�Õ`i�Li�iwÌÃ�Ìi>���i�LiÀÃ�Ü���Ã�>Ài���v�À�>Ì����>L�ÕÌ�>Û>��>L�i�ÀiÃ�ÕÀViÃ�>�`�
collect feedback from ERG members. 

The ERG is working on a program to match employees who have taken leave with those about to go 
on leave, to encourage use and offer support with navigating leave policies.18  

03

-Õ««�ÀÌ��}��Õ>��
>ÀiiÀ�
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INDICATORS TO MEASURE SUCCESS (Disaggregated by gender)
• Number of new members per year in the DCC ERG 

• Number of community events conducted / hosted by the DCC ERG and number of 
participants 

• Whether a top executive(s) is sponsoring the DCC ERG

• Retention and promotion rates of employees in DCCs who are ERG members com-
pared to non-members

• Job satisfaction and sense of work-life balance of those employees in DCCs who are 
members of the ERG and those who aren’t

• 
�ÃÌ�Li�iwÌ�iÛ>�ÕÌ����iÛ>�Õ>Ì�����v�w�>�V�>��V�ÃÌÃ�E�>}}Ài}>Ìi`�Li�iwÌÃ�Ì��V��«>�Þ®

https://corporate.gapinc.com/en-us/about/diversity-inclusion/brg
https://www.zendesk.com/diversity-inclusion/
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Exploring a different communication and support platform for employees in DCCs: 
Circle In� �Ã�>���À}>��â>Ì���� Ì�>Ì�Ãii�Ã� Ì��º«�Ã�Ì�Ûi�Þ� ��«>VÌ� vi�>�i�Ü�À�v�ÀVi�
participation, by addressing the well-being of working parents and building 
��V�ÕÃ�Ûi�Ü�À�«�>ViÃ»�Ü�Ì��ÌÜ��ÌÞ«iÃ��v�«�>Ìv�À�Ã�v�À�Ü�À���}�«>Ài�ÌÃ°�/�i�wÀÃÌ��Ã�>���«i�]�vÀii�«�>Ìv�À��
that compiles and provides information, articles, and stories for working parents. It currently has 
H£ää]äää�ÕÃiÀÃ°�/�i�ÃiV��`��Ã�>�V��Ãi`]�VÕÃÌ���âi`�«�>Ìv�À��v�À�i�«��ÞiÀÃ�º
�ÀV�i����v�À��«��ÞiÀÃ»®�
Ì�>Ì�LÀ��}Ã�Ì�}iÌ�iÀ���v�À�>Ì�������«���V�iÃ�>�`�Li�iwÌÃ]�>Ã�Üi���>Ã��Ì�iÀ�ÀiÃ�ÕÀViÃ�>�`�ÃÌ�À�iÃ�Ì�>Ì�
are disaggregated by different stages of parenthood. The platform includes resources for managers 
as well on how to best support employees and captures data for the company related to employee 
i�}>}i�i�Ì]�V��w`i�Vi]�>�`�>`Û�V>VÞ��iÛi�Ã°�
�ÀV�i�����>Ã�v�Õ�`�Ì�>Ì�nÓ¯��v�ÕÃiÀÃ�vii����Ài�«�Ã�Ì�Ûi�
towards their organization as a result of their company platform. To date, Circle In has partnered with 
14+  brands, including L’Oréal, Coca-Cola Amatil, and Estée Lauder.19 

FURTHER READING 
• -�,��ÀiÃi>ÀV�\�1Ãi�,�Ã�Ì��vviVÌ�
�>�}i]�-«>À������Û>Ì��� ((Society for Human Resource 

�>�>}i�i�Ì�-�,�®®

• The case for employee resource groups: A review and social identity theory-based research 
agenda�
i�ÌiÀ�v�À�vviVÌ�Ûi�"À}>��â>Ì���Ã�>Ì�1-
½Ã��>ÀÃ�>���-V������v�	ÕÃ��iÃÃ®

https://circlein.com/
https://www.shrm.org/resourcesandtools/hr-topics/behavioral-competencies/global-and-cultural-effectiveness/pages/use-ergs-to-affect-change-spark-innovation.aspx
https://doi.org/10.1108/PR-01-2016-0004
https://doi.org/10.1108/PR-01-2016-0004
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STEPS
Players involved: 

• Set up- DEI and/or HR team
• Implementation- Employees, with supervision and support of senior leader(s)

1. 
��`ÕVÌ�Ã��i�ÀiÃi>ÀV��Ì��Õ�`iÀÃÌ>�`�Ì�i�v����Ü��}\�
 � What challenges do employees in DCCs tend to face? How do those challenges vary 

among employees of different levels and different gender / sexual identities?

 � How can an ERG help employees in DCCs tackle or overcome these challenges, and what 
should the ERG do? 

 � Is there interest from employees for a DCC ERG?

 � Who needs to be involved for the ERG to be successful?

 � Is there other virtual support that could be helpful? (e.g., creating a LinkedIn group, Slack 
channel)

2. čÀÌ�VÕ�>Ìi�>�LÕÃ��iÃÃ�V>Ãi�v�À�Ì�i�,��Ãii�>L�Ûi�LÕÃ��iÃÃ�V>Ãi���v�À�>Ì���®°
3. �`i�Ì�vÞ�>VÌ�Û�Ì�iÃ�v�À�Ì�i�,��Ì�>Ì�V>���i�«��

Ã�Ì>V��i��À��ÛiÀV��i�Ì�i�À�V�>��i�}iÃ°���À�

iÝ>�«�i\�v>V���Ì>Ì��}�`�ÃVÕÃÃ���Ã�Ü�Ì���i>`iÀÃ�����

Ã����V�>��i�}iÃ�>�`���Ü�Ì�iÞ��ÛiÀV>�i�
Ì�i�Æ� }iÌÌ��}� i�«��Þii� vii`L>V�� Ì�� «�Ìi�Ì�>��Þ� Àiw�i� «>Ài�Ì>�� �i>Ûi� «���V�iÃÆ� «À�Û�`��}�
>VViÃÃ�Ì��Ì���Ã�>�`�ÀiÃ�ÕÀViÃ�Ì�>Ì��>�i�Ì�i�ÌÀ>�Ã�Ì����Ì��Ü�À���}�«>Ài�Ì�Ã���Ì�iÀÆ�v>V���Ì>Ì��}�
�i�Ì�ÀÃ��«��««�ÀÌÕ��Ì�iÃ�v�À��iÜ�Ü�À���}�«>Ài�ÌÃ]�iÌV°�

4. -iVÕÀi� >�� iÝiVÕÌ�Ûi� Ã«��Ã�ÀÃ®� >�`� i�V�ÕÀ>}i� ��ÛiÃÌ�i�Ì� �v� Ì�i�À� Ì��i� >�`� ÀiÃ�ÕÀViÃ�
���w�>�V�>��>V���Ü�i`}�i�ÌÃ�ÃÕV��>Ã�«ÕL��V�ÀiV�}��Ì�����À�«>ÀÌ�V�«>Ì�������v�ÀÕ�Ã�É�«>�i�Ã�
>Ài���Ì�Û>Ì�ÀÃ�v�À�i�«��Þii���Û��Ûi�i�Ì�>�`�i�>L�i�«>ÀÌ�V�«>Ì���®°

5. *Ài«>Ài� >� V�>ÀÌiÀ� `�VÕ�i�Ì� `iw���}� Ì�i� ��ÃÃ���� ÃÌ>Ìi�i�Ì]� �À}>��â>Ì���>�� ÃÌÀÕVÌÕÀi�
�i>`iÀÃ��«]��i�LiÀÃ��«�VÀ�ÌiÀ�>®]�>�`�>��}��i�Ì��v�Ì�i�,��Ì��Ì�i�wÀ�½Ã��ÛiÀ>ÀV���}��E��
>�`�LÕÃ��iÃÃ�}�>�Ã°

 � This document is typically prepared by the DEI lead in conjunction with founding members 
/ leaders of the ERG, but feedback from the executive sponsor(s) should be incorporated.

 � For a DCC ERG ensure membership is not exclusive, and that people of different gender 
identities and sexual orientations are invited with content that is relevant to all types of 
couples. Ensure that events / meetings are held at appropriate times for target individuals 
to attend.

 � +FGPVKH[�URGEKƂE�TQNGU�HQT�UGNGEV�OGODGTU�VQ�VCMG�QP��CFOKP��GXGPV�RNCPPKPI��OCKPVCKPKPI�
external relationships, etc. 

 � +PENWFG�C� �FTCHV�ƂTUV�[GCT�RNCP�QH�CEVKQP� 
OCMG�UWTG� VQ�ENGCTN[�QWVNKPG�GZRGEVGF� KORCEVU�
and measurable KPIs against which success can be gauged), as well as meeting / event 
schedule. 

 � Develop a projected budget and secure the budget. 

6. �iÛi��«�V���Õ��V>Ì���Ã��>ÌiÀ�>�Ã�>�`�LÕ��`�>��i�LiÀÃ��«�L>Ãi]�i�ÃÕÀ��}�«>ÀÌ�V�«>Ì�����Ã�
Û��Õ�Ì>ÀÞ°�č�Ã��iÝ«��Ài�VÀ�ÃÃ�V���>L�À>Ì���Ã�Ü�Ì���Ì�iÀ�>��}�i`�,�Ã�i°}°]�>�Ü��i�½Ã�,�®\�
�>Ûi��«i��V���Õ��V>Ì����V�>��i�Ã]��VV>Ã���>��Þ�«����ÀiÃ�ÕÀViÃ�>�`�V����ÃÌ�iÛi�ÌÃ°�
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7. �`i�Ì�vÞ��v�>�`���Ü�Û�ÀÌÕ>��«�>Ìv�À�Ã�V>��«À�Û�`i�ÃÕ««�ÀÌ�Ì��Ã�V�Õ�`�Li�>Ã�Ã��«�i�>Ã�>�-�>V��
V�>��i���À�����i`���}À�Õ«�Ì�>Ì�>VV��«>��iÃ�Ì�i�,�]��À�>���Ài�iÃÌ>L��Ã�i`�«�>Ìv�À��ÃÕV��
>Ã�
�ÀV�i����q�see under ‘examples’®°�

8. �V�ÕÀ>}i���}���}�i�}>}i�i�Ì�>�`�ÃiVÕÀi�>�Û>À�iÌÞ��v�Ã«i>�iÀÃ�`��½Ì��ÕÃÌ��>Ûi�
�ÃÕ�Ìi�
iÝiVÕÌ�ÛiÃ� �i>`��}� iÛi�ÌÃ®°� č� Ü�`i� Û>À�iÌÞ� �v� Ã«i>�iÀÃ� Ü��� V>�� >``ÀiÃÃ� Ì�i� `>Þ�Ì��`>Þ�
V�>��i�}iÃ���ÃÌ��v�Ì�i�i�«��ÞiiÃ�����

Ã�>Ài���Û��}��>Þ�Li���Ài�Ài�>Ì>L�i�>�`�ÕÃivÕ�°�

 � (QT�QPIQKPI�GPICIGOGPV�WUG�VJG�HQNNQYKPI�RTCEVKEGU�

 � Encourage ERG members to invite their managers to events, to increase awareness 
and drive up membership numbers 

 � Distribute concrete schedule well in advance if possible, so ERG members can prioritize 
ERG events

 � Distribute meeting agendas / notes to ERG members who can’t attend

 � Incorporate video conferencing / live streaming to make virtual attendance at meetings 
and events possible

9. �i>ÃÕÀi�ÃÕVViÃÃ�>�`�>``ÀiÃÃ�V�>��i�}iÃ°�
��Ì��Õ>��Þ�����Ì�À�Ì>À}iÌÃÆ�Li�V��>À��>}>��ÃÌ�
«ÀiÛ��ÕÃ�Þi>ÀÃ°�
���iVÌ�«iÀ��`�V� vii`L>V�� vÀ����i�LiÀÃ�>�`�iÝiVÕÌ�Ûi�Ã«��Ã�ÀÃ®Æ� Àiw�i�
>««À�>V��>�`���V�À«�À>Ìi��i>À���}Ã����>����}���}�L>Ã�Ã

10. 1Ãi�Ì�i�,��Ì��}>Ì�iÀ�vii`L>V�������Ü�Ì�i��À}>��â>Ì����V>��LiÌÌiÀ�ÃÕ««�ÀÌ��

Ã�>�`�vii`�
Ì��Ã�L>V��Ì���i>`iÀÃ��«�Ì��«�Ìi�Ì�>��Þ���v�À���À}>��â>Ì���>��«���V�iÃ�>�`�«À>VÌ�ViÃ°�

-Õ««�ÀÌ��}��Õ>��
>ÀiiÀ�
�Õ«�iÃ | Equity Fluent Leadership Play #6
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While not necessarily explicit, typical talent management tracks across almost all industries perceive 
geographical mobility as an important precondition for career enhancement. Indeed, most executives 
in mid- to large organizations continue to be expected to cycle through multiple divisions and locations 
as they progress up the ladder despite the advent of communication technology that makes virtual 
Ü�À��«À�`ÕVÌ�Ûi�>�`�ivwV�i�Ì°����v>VÌ]�>�Óä££�ÃÌÕ`Þ�Ã��Üi`�Ì�>Ì��È¯��v�i�«��ÞiÀÃ�ÃÕÀÛiÞi`�>VÀ�ÃÃ���-
dustries in the private and public sectors report that international transfers for employees remain highly 
important to their organizations.1 However, for employees in dual career couples (DCCs), the prospect 
�v�Ài��V>Ì�����Ã�V��«��V>Ìi`�Ãii�w}ÕÀi�£®°�

Employees today in DCCs are increasingly (1) considering the impact of relocation on spouses’ ca-
ÀiiÀÃ]�>�`� Ó®�«À��À�Ì�â��}�>�Ü�À����vi�L>�>�Vi� Ì�>Ì�>���ÜÃ� Ì�i��Ì��Ã�>Ài�V���`V>Ài�>�`��Ì�iÀ� v>����>��
ÀiÃ«��Ã�L���Ì�iÃ�Ü�Ì��Ì�i�À�Ã«�ÕÃi°�-�]��v�wÀ�Ã�ÕÃi�Ü�����}�iÃÃ�>�`�`iÃ�Ài�Ì����Ûi�}i�}À>«��V>��Þ�>Ã�>�
primary sign of ambition it can cause them to lose talented employees at crucial stages of their pipe-
line. Refusal or hesitation to take on an opportunity can be deemed as “not showing up”, resulting in 
talented employees not being judged based on their capabilities and a pressure to move up or move 
out.Ó It is crucial for companies to reevaluate the ways in which they measure an employee’s ambition, 
>�`�Ì��«À�Û�`i���Ài�yiÝ�L�i�V>ÀiiÀ�`iÛi��«�i�Ì�ÌÀ>V�Ã�Ì�>Ì�>Ài�V�}��â>�Ì��v�Ì�iÃi�VÕ�ÌÕÀ>��Ã��vÌÃ°

There are two main ways to do this:

• Shift the focus from “where” to “what”: instead of having an employee relocate, enable them to 
work remote and gain the skills they would have received had they relocated. This can be done 
by actions such as the following:

 � Use technology to offer standardized virtual trainings and make virtual teamwork possible. 

 � �`i�Ì�vÞ�Ì�i�Ã«iV�wV�Ì>Ã�Ã�Ì�>Ì�ÀiµÕ�Ài�«�ÞÃ�V>��«ÀiÃi�Vi°�����}�Ã��V>��>�Ã��ÀiÃÕ�Ì����Ã��ÀÌ-

REEVALUATE WHAT A SUCCESSFUL, AMBITIOUS 
CAREER PATH LOOKS LIKE & DEVELOP 
GEOGRAPHICALLY FLEXIBLE OPTIONS

EFL PLAY #7

Figure 1. A 2011 study of employers surveyed across industries in the private and public sectors 
measured the impact of DCC employees’ concerns over their partners’ careers

96%
of the employers surveyed 
reported that international 

transfers for employees 
remain highly important to 

their organizations

& YET...

51% employers reported that 
employees had turned down 
international assignments

21% employers reported that 
assignees had returned home 
early from an international assignment
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BUSINESS BENEFITS FROM IMPLEMENTING THIS PLAY 
Research shows that providing employment assistance to the spouse of a relocated employee 
can result in the following: 

• Increased recruitment & retention of employees in DCCs4 5

• Increased job satisfaction & reduced stressÈ

• Enhanced employee productivity & reduced absenteeism7

7���i�����Ìi`�>V>`i��V�ÀiÃi>ÀV��iÝ�ÃÌÃ�>À�Õ�`�Ì�i�LÕÃ��iÃÃ�Li�iwÌÃ��v�ÀiiÛ>�Õ>Ì��}�V>ÀiiÀ�
paths to reduce / eliminate relocation altogether, anecdotal evidence suggests that the 

er assignments and make it possible for employees to take on temporary commuter roles3 
>�`��Ì�iÀ�yiÝ�L�i��«Ì���Ã�Ì�>Ì�`��½Ì�ÀiµÕ�Ài�`À>ÃÌ�V����}�ÌiÀ��V�>�}iÃ°

 �  �Ìi\�/��Ã��«Ì������Û��ÛiÃ���Ì��ÕÃÌ��vviÀ��}�Û�ÀÌÕ>��É�yiÝ�L�i�>ÀÀ>�}i�i�ÌÃ�LÕÌ�>�Ã��Ài`ÕV-
ing the stigma surrounding them.

• Offer relocation assistance if relocation is essential for individual career development, with a 
focus on career support for the employee’s partner:  

 � ��>�Vi�Ì�i�w�>�V�>��ÃÕ««�ÀÌ�Ì�>Ì�>�Ài>`Þ�iÝ�ÃÌÃ�v�À�V>Ài�>�`���ÕÃi���`�ÀiÃ«��Ã�L���Ì�iÃ�
(e.g., childcare stipends) and include recruitment assistance for the employee’s partner. 

 � Provide cultural adjustment resources, especially for international assignments. 

"v�V�ÕÀÃi]��>���}�Ì�iÃi�V�>�}iÃ�«>ÀÌ�VÕ�>À�Þ�Ì�i�wÀÃÌ��«Ì�����v�Ã��vÌ��}�Ì�i�v�VÕÃ�vÀ���Ü�iÀi�Ì��Ü�>Ì®]�
is more challenging in some industries than others. 

Typical career path expectations & working long hours

7���i� Ì��Ã�«�>Þ� v�VÕÃiÃ����}i�}À>«��V���L���ÌÞ]� �Ì� �Ã� �iÞ� Ì�� ÀiV�}��âi�>�`� ÀiyiVÌ���� Ì�i�
typical expectation of consistently working long hours (over 8 hours per day) in order to ad-
Û>�Vi����Ü��V���Ã�«>ÀÌ�VÕ�>À�Þ�ÌÀÕi����ViÀÌ>�����`ÕÃÌÀ�iÃ�i°}°]�L>����}]�w�>�Vi®�>�`�V>��«�Ãi�
challenges for people in DCCs.

Evaluating if a successful career path can be less time-intensive is challenging and varies 
across industries. Potential solutions on an individual level can include reduced time expec-
Ì>Ì���Ã�>�`É�À���L�Ã�>À��}�Ãii����*�>Þ��£����yiÝ�L�i�Ü�À�®°���ÜiÛiÀ]�Ì>���}�>`Û>�Ì>}i��v�
these options can still hold individuals back from advancing in the workplace. Larger struc-
tural changes are needed in certain industries -- and conversations have begun: earlier this 
year the Association for Financial Markets in Europe and the Investment Association raised 
the possibility of shorter stock market trading hours to their members.

https://www.ft.com/content/02c02be8-c294-11e9-a8e9-296ca66511c9
https://www.ft.com/content/02c02be8-c294-11e9-a8e9-296ca66511c9
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EXAMPLE
In keeping with the evolving, globalized modern workforce, Cisco is striving to 
enable people to work together whether or not they are in the same geographi-
V>����V>Ì���p>Ã��v�Óää�]�{ä¯��v��ÌÃ�i�«��ÞiiÃ�ÜiÀi���Ì���V>Ìi`����Ì�i�Ã>�i�V�ÌÞ�
>Ã�Ì�i�À��>�>}iÀ°�ƂVV�À`��}�Ì��
�ÃV�½Ã�Óää��Ài«�ÀÌ]��ÌÃ���ÌiÀ�iÌ�	ÕÃ��iÃÃ�-iÀÛ�ViÃ�
�À�Õ«�}i�iÀ>Ìi`�>��iÃÌ��>Ìi`�>��Õ>��Ã>Û��}Ã��v�fÓÇÇ������������«À�`ÕVÌ�Û�ÌÞ�LÞ�
>���Ü��}�i�«��ÞiiÃ�Ì��Ìi�iV���ÕÌi�>�`�Ü�À�����Û�ÀÌÕ>��Ìi>�Ã°�ƂÀ�Õ�`�È�¯��v�i�«��ÞiiÃ�ÃÕÀÛiÞi`�
V�Ìi`���}�iÀ�«À�`ÕVÌ�Û�ÌÞ�>�`�Çx¯�Ã>�`�Ì�i�Ì��i���iÃÃ��v�Ì�i�À�Ü�À����«À�Ûi`�Ü�i��Ü�À���}�Ài��Ìi�Þ]�
���>``�Ì����Ì��Ü��V��nÎ¯�Ã>�`�Ì�i�À�>L���ÌÞ�Ì��V���Õ��V>Ìi�Ü�Ì��Ì�i�À�Ìi>��Ü>Ã���Ì����`iÀi`�LÞ���Ì�
Ü�À���}����Ã�Ìi°�	iÃ�`iÃ���«À�Ûi`�µÕ>��ÌÞ��v�Ü�À�]�>����«À�Ûi`�µÕ>��ÌÞ��v���vi�Ì�À�Õ}��Ìi�iV���ÕÌ��}�
Ü>Ã�>�Ã��Ài«�ÀÌi`�LÞ�nä¯��v�ÀiÃ«��`i�ÌÃ°�

FURTHER READING
• Dual-Career Expatriates: Expectations, Adjustment and Satisfaction with International Relocation 

��ÕÀ�>���v���ÌiÀ�>Ì���>��	ÕÃ��iÃÃ�-ÌÕ`�iÃ®

• Human resource management implications of dual-career couples (The International Journal of 
Human Resource Management)

INDICATORS TO MEASURE SUCCESS
• 1Ãi��v�yiÝ�L�i�>�ÌiÀ�>Ì�ÛiÃ�Ì��Ài��V>Ì����¯��v�i�«��ÞiiÃ�>VVi«Ì��}�V���ÕÌiÀ�À��iÃ]�

¯��v�i�«��ÞiiÃ����Û�ÀÌÕ>��Ìi>�Ã]�iÌV°®

• *À���Ì����À>ÌiÃ�É�iÛ>�Õ>Ì���Ã��v�i�«��ÞiiÃ�yiÝ�L�i�>�ÌiÀ�>Ì�ÛiÃ

• Retention rates of employees in DCCs

• Absenteeism rates of employees in DCCs

• Job satisfaction of employees in DCCs

• Reasons for new employees being attracted to company

• 
�ÃÌ�Li�iwÌ�iÛ>�ÕÌ����iÛ>�Õ>Ì�����v�w�>�V�>��V�ÃÌÃ�E�>}}Ài}>Ìi`�Li�iwÌÃ�Ì��V��«>�Þ®

v����Ü��}�Li�iwÌÃ��>Þ�Li�>ÌÌ>��i`\8

• Increased recruitment & retention of employees in DCCs

• Enhanced employee motivation

Note: An overhaul of perspectives surrounding ambition, success, and mobility (which is necessary 
HQT�VJG�CDQXG�DWUKPGUU�DGPGƂVU��KU�FKHƂEWNV�VQ�CEJKGXG��5GPKQT�OCPCIGOGPV�OC[�TGOCKP�KPGTV�YJGP�
it comes to tackling challenges faced by employees in DCCs, by virtue of believing that these prob-
NGOU�CTG�RGTUQPCN�CPF�UJQWNFPoV� KPVGTUGEV�YKVJ� VJGKT�RTQHGUUKQPCN� NKXGU��6JGTG�ECP�UQOGVKOGU�DG�C�
dues-paying element at play as well, wherein older employees believe that since they were able to 
PCXKICVG�EJCNNGPIGU�KP�VJG�RKRGNKPG��[QWPIGT�GORNQ[GGU�UJQWNF�VQQ��.CUVN[��UVKIOC�UWTTQWPFKPI�XKTVWCN�
XGTUWU�RJ[UKECN�RTGUGPEG�ECP�RTGXGPV�ƃGZKDNG�QRVKQPU�HTQO�DGKPI�CFQRVGF��5VTCVGIKGU�VQ�OKVKICVG�VJKU�
KPENWFG�GFWECVKPI�UGPKQT�OCPCIGOGPV�CDQWV�EJCPIKPI�VTGPFU�CPF�OQVKXCVKQPU�
'(.�2NC[�����

https://www.jstor.org/stable/155428
https://www.tandfonline.com/doi/abs/10.1080/09585199600000163
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STEPS
Players involved: Organizational leadership with HR  & DEI leads

 
1. Examine and understand your organization’s expectations (explicit or otherwise) related to 

talent management and geographic mobility. 

2. Identify which of the two options to pursue (shift and/or relocation assistance), then see 
below for more information and approaches of each. Your organization may want to take a 
combined approach of the below, depending on the particular employee and the context. 

3. Pilot activities and track key indicators.

4. Adjust as needed

Approaches for ‘shift’:

 � 
��`ÕVÌ� Û�ÀÌÕ>�� É� ÃÌ>�`>À`�âi`� ÌÀ>����}Ã� Ì�>Ì� Ã��Õ�>Ìi� wi�`� iÝ«iÀ�i�Vi� q� Ì��Ã� ��Û��ÛiÃ�
identifying crucial elements of assignments in other units or geographical areas and using 
cases, simulations, and other forms of technology to ensure that the learning is available 
��V>��Þ�>�`�`�iÃ���Ì�ÀiµÕ�Ài����}�ÌiÀ��Ài��V>Ì���°�

 � �iÛi��«�Û�ÀÌÕ>��Ìi>�Ã�q�Ì�iÃi�>Ài�Ü�À��}À�Õ«Ã�Ü�iÀi�>Ì��i>ÃÌ�Ã��i�V�Ài��i�LiÀÃ�£®���ÌiÀ>VÌ�
«À��>À��Þ� Ì�À�Õ}�� i�iVÌÀ���V� �i>�Ã� >�`� Ó®� >Ài� i�}>}i`� ��� ��ÌiÀ`i«i�`i�Ì� Ì>Ã�Ã°� -��i�
research shows that well-constructed virtual teams can be more engaged than traditional in-
person teams, with remote workers showing higher productivity.10 11 While periodic in-person 
��ÌiÀ>VÌ���Ã�>Ài�ÃÌ����ÀiµÕ�Ài`]��>���}�Ì��Ã��«Ì����>Û>��>L�i�Ì��i�«��ÞiiÃ�����

Ã�Ü���Ü�Õ�`�
otherwise need to relocate to be with their team(s) allows them not to move and gives them a 
`i}Àii��v�yiÝ�L���ÌÞ°���Ài���v�À�>Ì���������Ü�Ì��ÃiÌ�Õ«�>�ÃÕVViÃÃvÕ��Û�ÀÌÕ>��Ìi>��Ü�Ì��ivviVÌ�Ûi�
communication channels can be found here.

 � Provide shorter assignments for employees in DCCs, such as:

 � Commuter roles, complete with commuting allowances and support from management

 � “Strike force” assignments or “secondments”—series of mini-tasks broken into 3-4 
month projects as alternatives to longer term relocation

Approaches if employees relocate12:
 � Monetary assistance to cover relocation expenses (e.g., childcare arrangements, housing 

allowances) that make transition easier and allow the employee and their spouse to balance 
work and family. 

 � Recruitment assistance for the spouse, which can take several forms:

 � Counselling both members of the DCC to give them a realistic understanding of issues 
>�`�«À�L>L���Ì�iÃ��v�w�`��}�V>ÀiiÀ�i�«��Þ�i�Ì�«À��À�Ì��Ài��V>Ì���°

 � -i�`��}� Ì�i� Ã«�ÕÃi½Ã� ÀiÃÕ�i� Ì�� �Ì�iÀ� `�Û�Ã���Ã� �À� LÀ>�V�iÃ� Ü�Ì���� Ì�i� wÀ�� �À� LÞ�
leveraging contacts with suppliers, channel of distribution members, agents, etc. 

 � Partnering with resources such as the International Dual Career Network, a two-
way headhunting service, wherein one can register to receive access to workshops, 
placement support, and other job seeker services. 

 � 
Õ�ÌÕÀ>��>`�ÕÃÌ�i�Ì�ÀiÃ�ÕÀViÃ�q����V>Ãi��v�>����ÌiÀ�>Ì���>��Ài��V>Ì���]�«À�Û�`��}���v�À�>Ì����
on the cultural and social implications of the move can help both members of the DCC 
build a network and adjust to life in the new area.

https://hbr.org/2013/06/making-virtual-teams-work-ten
http://www.idcn.info/
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Remember Dawn? She left her job a year after returning from maternity leave. Her employer tried to 
keep her, but with the work hours, childcare costs, parents starting to needing care and other house-
hold responsibilities – on top of her partner making more – it just “made sense”. She is fortunate in 
that she could step back, as many dual career couples rely on both incomes and may not have this 
�«Ì���°��>Ü�½Ã��Ã��ÕÃÌ���i�ÃÌ�ÀÞ�>�`���i����ÕÃÌÀ>Ì�����v�Ü�>Ì��>««i�Ã�Ü�i��`Õ>��V>ÀiiÀ�V�Õ«�iÃ�>Ài�½Ì�
supported. Supporting all dual career couples - regardless of their gender, sexual orientation, age, 
race, ethnicity, socio-economic status, and ability status - is an issue that should be top of mind for 
business leaders today that value a diverse, inclusive workplace. 

By understanding challenges dual career couples in their organizations face and implementing the 
seven plays, business leaders can better attract, keep and grow talent. By doing so, leaders can adjust 
their organization to a modern workplace that best meets the needs of its diverse employees and 
communities.  

/��Ã��Ã�Ü�>Ì�¼iµÕ�ÌÞ�yÕi�Ì��i>`iÀÃ��«½��Ã�>���>L�ÕÌ\�Õ�`iÀÃÌ>�`��}�Ì�i�Û>�Õi��v�`�vviÀi�Ì���Ûi`�iÝ«iÀ�-
ences and courageously using your power to address barriers, increase access and drive change for 
positive impact. 

It is our goal that this playbook can help guide you and your organization to move towards concrete, 
meaningful action. As you go along your journey, we hope you share your challenges and lessons 
learned with us so we can track and update learnings and approaches. 

9�ÕÀÃ�����i>À���}�>�`�iµÕ�ÌÞ]�
The EGAL Team 

CALL TO ACTION
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GLOSSARY OF KEY TERMS

#HƂPKV[� ITQWR��This term refers to the original iteration of ERGs, initially created to advocate for 
`�ÛiÀÃ�ÌÞ�>�`���V�ÕÃ�������«À��>À��Þ�Ü��Ìi��>�i�Ü�À�v�ÀViÃ°�-��i�wÀ�Ã��>Þ�ÃÌ����ÀiviÀ�Ì��Ì�i�À�,�Ã�>Ã�
Ƃvw��ÌÞ��À�Õ«Ã�>�Ì��Õ}��Ì�i�vÕ�VÌ���>��Ì�iÃ��>Ûi�iÛ��Ûi`��ÛiÀ�Ì��i°�

$CD[�$QQOGTU� The generation born roughly between the early 1940s to the late 1960s.

%QOOWVGT�OCTTKCIG� Commuter marriages are a subset of dual career couples, in which the spouses 
live apart from each other, typically due to having jobs in different geographical locations, and regularly 
travel to be together (on weekends etc.).

&WCN�ECTGGT�EQWRNGU���Õ>��V>ÀiiÀ�V�Õ«�iÃ��

Ã®�>Ài�V������Þ�`iw�i`�>Ã�V�Õ«�iÃ�q�Ü�Ì���À�Ü�Ì��ÕÌ�
children – where both partners pursue a professional career.  They are a subset of dual-earner couples 
and tend to be well educated couples with commitment to their jobs and respect for and interest in 
Ì�i�À�«>ÀÌ�iÀ½Ã�V>ÀiiÀ°��

&WCN�GCTPGT�EQWRNGU� Dual earner couples are couples where both spouses are involved in the paid 
labor force.  In such couples, one may be pursuing a “career” in the traditional sense, while the other 
is not. Blue collar jobs are not usually thought of as careers since as a group they lack a developmental 
V�>À>VÌiÀ��À�«À�}ÀiÃÃ����Ì�À�Õ}��«>ÌÌiÀ�i`���L�ÃiµÕi�ViÃ°

'OGTIGPE[�NGCXG� period of approved absence to care for dependents in times of emergency. 
Paid family leave: leave granted to an employee to care for a family member (including a new-born or 
adopted child, a sick child or a sick adult relative) in addition to any sick leave, vacation, personal leave 
or short-term disability leave that might be available. This term often is used to include paid maternity 
and paternity leave / parental leave. 

'ORNQ[GG�4GUQWTEG�)TQWRU�
'4)U�� ERGs are formalized, employee-led communities that act as a 
resource for both members and the organization within which they exist. These groups are based on 
a demographic, life stage, or function , and are key contributors to business strategy and operations. 
Known by a variety of names including Business Resource Groups (BRGs), they work with executive 
Ã«��Ã�ÀÃ�Ì��v�ÃÌiÀ�>�`�ÛiÀÃi]���V�ÕÃ�Ûi�Ü�À�«�>Vi�Ì�>Ì��Ã�>��}�i`�Ü�Ì��Ì�i��À}>��â>Ì���½Ã���ÃÃ���]�}�>�Ã]�
business practices, and objectives. ERGs can provide professional development, networking, and 
even volunteering opportunities based on the organization they are a part of.

(NGZKDNG�YQTM� CTTCPIGOGPVU� 
(9#U�� Also known as Flexible Working Hours (FWH) or Flexibility, 
�7ƂÃ�̀ ��½Ì��>Ûi�>�Õ��v�À��̀ iw��Ì����>�`�V>��V��i�����>�Þ�v�À�Ã°�/�iÃi���V�Õ`i�yiÝ�L���ÌÞ����ÌiÀ�Ã��v�
>��Õ�Ì��v�Ì��i�Ü�À���}�i°}°]�«>ÀÌ�Ì��i®]�Ü�i��Ü�À���}�V>���VVÕÀ�i°}°]�yiÝÜ�À�®]�>�`�Ü�iÀi�Ü�À���}�
can occur (e.g., telecommuting).

)GP�:��The generation born roughly between the early 1960s to the late 1970s.

+PENWUKQP�EQWPEKN��Formalized groups that welcome all employees but put senior leaders in charge of 
�i>`��}�`�ÛiÀÃ�ÌÞ�>�`���V�ÕÃ�����E�®�ivv�ÀÌÃ°�-��i�wÀ�Ã�Û�iÜ�Ì��Ã�>Ã�>��>�ÌiÀ�>Ì�Ûi�Ì��iÝV�ÕÃ�Ûi�,�Ã]�
ÀivÀ>���}��E��>Ã�Ì�i�ÀiÃ«��Ã�L���ÌÞ��v�Ì�i�¼���}À�Õ«½�Ü��V���>Ã�Ì�i�«�ÜiÀ�Ì��i�>VÌ�V�>�}i]�À>Ì�iÀ�Ì�>��
>��>``�Ì���>��V�>À}i�v�À�Ì�i�¼�ÕÌ�}À�Õ«½�Ì��Ì>�i���°�
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/CVGTPKV[�NGCXG��a period of approved absence from work for purposes of giving birth and
caring for a new-born (a biological or adopted child) designated for mothers. It can last anywhere 
from several weeks to a period of months depending on the organization, and may be paid or unpaid 
`i«i�`��}����«���V�iÃ°�/�i� ��"½Ã��>ÌiÀ��ÌÞ�*À�ÌiVÌ����
��Ûi�Ì���]�Óäää� �°�£nÎ®�«À�Û�`iÃ�v�À�£{�
Üii�Ã��v��>ÌiÀ��ÌÞ�Li�iwÌ�>�`�ÃÌ�«Õ�>ÌiÃ�Ì�>Ì�Ü��i������>ÌiÀ��ÌÞ��i>Ûi�Ã��Õ�`�Li�i�Ì�Ì�i`�Ì��>�V>Ã��
Li�iwÌ�����iÃÃ�Ì�>��ÌÜ��Ì��À`Ã��v��iÀ�«ÀiÛ��ÕÃ�i>À���}Ã��À�>�V��«>À>L�i�>��Õ�Ì°�

/KNNGPPKCNU��Millennials refers to the demographic cohort born in between the early 1980s and the late 
£��äÃ°�£�n£�Ì��£��È�>Ài�Ü�`i�Þ�>VVi«Ìi`�>Ã�Ã«iV�wV�VÕÌ�vv�«���ÌÃ°�
6TCKNKPI�URQWUG��Trailing spouses are people who relocate for a partner. Some couples may choose to 
ÃiÌ���i�V>ÀiiÀ�>Ã�`i�Ìi�«�À>À��Þ��vÌi���Ì�Li��}�Ì�i�Ü��>�½Ã�Ü��V��}iÌÃ�Ã>VÀ�wVi`�>Ã�Ã�i�v�VÕÃiÃ����
settling the family).

2CTGPVCN� NGCXG�� a period of approved absence from work for new parents (see ‘maternity leave, 
¼«>ÌiÀ��ÌÞ��i>Ûi½®°�
 
2CVGTPKV[�NGCXG��a period of approved absence from work for purposes of caring for the new-born (a 
L����}�V>���À�>`�«Ìi`�V���`®�`iÃ�}�>Ìi`�v�À�v>Ì�iÀÃ°� ���ÌÀ>�ÃviÀ��>L�i��i>Ûi��i>�Ã�Ì�>Ì��v�Ì�i�v>Ì�iÀ�
does not take advantage of the paternity leave (or of his portion of the parental leave), the total leave 
period is shortened and the family thus loses out (“use it or lose it”). 

4GEKRTQECN�OGPVQTKPI� Reciprocal mentoring refers to a version of reverse mentoring in which both 
individuals in the mentoring relationship are mentors and mentees at different points. As junior mentors 
impart their knowledge about social and cultural trends that affect their work values and motivations, 
they are able to demonstrate their leadership and communication skills to key decision makers at the 
company. At the same time, by virtue of their seniority, mentees are liable to provide feedback and 
ÀiÃ�ÕÀViÃ]�VÀi>Ì��}�>��ÕÌÕ>��Þ�Li�iwV�>��Ài�>Ì���Ã��«°�

4GXGTUG�OGPVQTKPI��Reverse mentoring maintains the traditional pairings of junior employees with 
more experienced executives, but reverses the mentorship structure—the often-younger employees 
Ì>�i����Ì�i�À��i��v��i�Ì�À]�i`ÕV>Ì��}�iÝiVÕÌ�ÛiÃ����Ã«iV�wV�Ì�«�VÃ�«iÀÌ>����}�Ì��ÌiV�����}Þ�>�`�Ì�i�
social / cultural trends of their generation that senior employees may not otherwise access. It is aimed 
at bridging generational divides to ensure that the interests of the growing millennial workforce are 
Ài«ÀiÃi�Ìi`�Ì�À�Õ}��Ì�i�wÀ�½Ã�«���V�iÃ�>�`�«À>VÌ�ViÃ°�

p5VTKMG�HQTEGq�CUUKIPOGPVU���pUGEQPFOGPVUq� A series of mini-tasks broken into 3-4 month projects, 
as an alternative to long-term relocation.

8KTVWCN�VGCOU��These are work groups where at least some core members (1) interact primarily through 
electronic means and (2) are engaged in interdependent tasks. Periodic in-person interactions are 
�vÌi��ÃÌ����ÀiµÕ�Ài`�LÕÌ�Ì��Ã�ÃiÌ�Õ«��vviÀÃ�i�«��ÞiiÃ�>�`i}Àii��v�yiÝ�L���ÌÞ°
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1��,>«�«�ÀÌ]�,°�E�,>«�«�ÀÌ]�,°�£�È�®°�/�i�`Õ>��V>ÀiiÀ�v>���Þ\�>�Û>À�>�Ì�«>ÌÌiÀ��>�`�Ã�V�>��V�>�}i°��Õ�>��Ài�>Ì���Ã]�ÓÓ®\�£°
2  Dual earner couples include spouses in the paid labor force. In such couples, one may be pursuing a “career” in the traditional      
   sense, while the other is not. Blue collar jobs are not usually thought of as careers since as a group they lack a developmental
���V�>À>VÌiÀ��À�«À�}ÀiÃÃ����Ì�À�Õ}��«>ÌÌiÀ�i`���L�ÃiµÕi�ViÃ°
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5  Abele et al, 2011.
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8   Petriglieri.
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10  Abele et al, 2011.
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    and single-career couples: an Australian study. Cross Cultural Management.
21��
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�Õ�Ãi���}]�Î��Î®°
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28��	À�ÞÃLiÀ}]�	°�E�ƂLÀ>�>�Ã]�,°�Óä£{®°��>ÀÀ�>}i�>�`�Ì�i��>À�iÌ«�>Vi\��Õ>��V>ÀiiÀ�V�Õ«�iÃ����Ì�i�Ó£ÃÌ�Vi�ÌÕÀÞ°��>ÀÛ>À`�	ÕÃ��iÃÃ 
  Review. Retrieved from https://www.hbs.edu/faculty/Publication%20Files/Marriage%20and%20the%20Marketplace-%20Dual-Ca-
reer%20Couples%20in%20the%2021st%20Century_5cde8f32-b3a6-451e-86f3-6820e8844407.pdf.
29  Judd, 2004.
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1� /�i� `iw��Ì���� �v� ��iÝ�L���ÌÞÉ��iÝ�L�i�7�À���}���ÕÀÃ� �Ã� ��Ì� Õ��v�À�°� /�i� ÌiÀ�Ã� ��iÝ�L�i�7�À���}���ÕÀÃ� �7�®]� ��iÝ�L���ÌÞ]� >�`��� 
   Flexible Working Arrangements  (FWA)  have  been  quite  often  used  interchangeably.  
2  (2019). The IWG global workplace survey 2019. International Workplace Group. Retrieved from �ÌÌ«\ÉÉ>ÃÃiÌÃ°Ài}ÕÃ°V��É«`vÃÉ�Ü}��� 
   Ü�À�«�>Vi�ÃÕÀÛiÞÉ�Ü}�Ü�À�«�>Vi�ÃÕÀÛiÞ�Óä£�°«`v.
3 (2017). The 2017 state of telecommuting in the U.S. employee workforce. FlexJbs & Global Workforce Analytics. Retrieved from    
   �ÌÌ«Ã\ÉÉÜÜÜ°yiÝ��LÃ°V��ÉÓä£Ç�-Ì>Ìi��v�/i�iV���ÕÌ��}�1-É.
4��-Ì>�>ÀÃ��]�
°�E����}]��°�Óä£x®°��i�`iÀ���iµÕ>��Ì�iÃ����Ì�i�Ü�À�«�>Vi\�/�i�ivviVÌÃ��v��À}>��â>Ì���>��ÃÌÀÕVÌÕÀiÃ]�«À�ViÃÃiÃ]�«À>VÌ�ViÃ]� 
   and decision makers’ sexism. Frontiers in Psychology, 6.
x��Ƃ��i�]�/°]�����Ã��]�,°]���LÕÀâ]��°�E�-��V��iÞ]��°�7�À��v>���Þ�V��y�VÌ�>�`�yiÝ�L�i�Ü�À���}�>ÀÀ>�}i�i�ÌÃ\��iV��ÃÌÀÕVÌ��}�yiÝ�L���ÌÞ°� 
���*iÀÃ���i��*ÃÞV����}Þ]�ÈÈ\�Î{x�ÎÇÈ°� 
6�Ƃ�Óä£È� À>�`���âi`�V��ÌÀ��� ÌÀ�>��`i���ÃÌÀ>Ìi`� Ì�>Ì� �/�Ü�À�iÀÃ�>Ì�>���ÀÌÕ�i�xää�V��«>�Þ�Ü���«>ÀÌ�V�«>Ìi`� ���>�yiÝ�L�i�Ü�À��� 
   program reported higher levels of job satisfaction and reduced levels of burnout and psychological stress than employees at the  
   same company who did not participate. Source: ��i�]�*°]��i��Þ]�°]��>�]�7°]��ii]�-°]�Ƃ��i�`>]��°]���ÃÃi�]�°�E�	ÕÝÌ��]�"°�Óä£È®°�� 
�����iÃ�>�yiÝ�L���ÌÞÉÃÕ««�ÀÌ��À}>��â>Ì���>�����Ì�>Ì�Ûi���«À�Ûi���}��ÌiV��i�«��ÞiiÃ½�Üi���Li��}¶�Û�`i�Vi�vÀ���Ì�i�Ü�À�]�v>���Þ]�>�`� 
   health network. American Sociological Review, 81 (1): 136-164. 
7  Shockley, L., Smith, C. & Knudsen, E. (2017). The impact of work-life balance on employee retention. In Goldstein, H. et al (Eds.),  
���/�i�7��iÞ�	�>V�Üi����>�`L�����v�Ì�i�*ÃÞV����}Þ��v�,iVÀÕ�Ì�i�Ì]�-i�iVÌ����>�`��«��Þii�,iÌi�Ì����V�>«ÌiÀ�Ó{®°������7��iÞ�E� 
   Sons Ltd.  
8 One of the top reasons employees indicate they would be unlikely or very likely to look for a new position outside of their   
� ��À}>��â>Ì���� ��� Ì�i��iÝÌ�Þi>À�Ü>Ã� Ì�i�Ü�À�«�>Vi�yiÝ�L���ÌÞ��vviÀi`�LÞ� Ì�i��À}>��â>Ì���� {Ó�¯®°�-�ÕÀVi\� Óä£x®°�-�,��ÀiÃi>ÀV�\� 
  Flexible work arrangements. SHRM. Retrieved from �ÌÌ«Ã\ÉÉÜÜÜ°Ã�À�°�À}É�À�Ì�`>ÞÉÌÀi�`Ã�>�`�v�ÀiV>ÃÌ��}ÉÃ«iV�>��Ài«�ÀÌÃ�>�`� 
   iÝ«iÀÌ�Û�iÜÃÉ��VÕ�i�ÌÃÉ��iÝ�L�i¯Óä7�À�¯ÓäƂÀÀ>�}i�i�ÌÃ°«`v.
9�����>�ÃÕÀÛiÞ��v�£x]äää�ÀiÃ«��`i�ÌÃ�>VÀ�ÃÃ�nä�V�Õ�ÌÀ�iÃ]�ÇÇ¯��v�ÀiÃ«��`i�ÌÃ�Ã>�`�yiÝ�L�i�Ü�À���}��Ã��i�«��}�LÕÃ��iÃÃiÃ�LiV��i���Ài�� 
   successful by enabling them to attract and retain top talent. Source: (2019). The IWG global workplace survey 2019. International  
   Workplace Group. Retrieved from �ÌÌ«\ÉÉ>ÃÃiÌÃ°Ài}ÕÃ°V��É«`vÃÉ�Ü}�Ü�À�«�>Vi�ÃÕÀÛiÞÉ�Ü}�Ü�À�«�>Vi�ÃÕÀÛiÞ�Óä£�°«`v.
10��7��Óä£��ÀiÃi>ÀV��Ã��ÜÃ�Ì�>Ì�Çx¯��v�LÕÃ��iÃÃiÃ�>Ài�ÕÃ��}�Ì�i��vviÀ��v�yiÝ�L�i�Ü�À��Ì��>ÌÌÀ>VÌ�Þ�Õ�}iÀ�Ü�À�iÀÃ°�-�ÕÀVi\�Óä£�®°�/�i� 
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35 After a paid family leave (PFL) law took effect in California in 2004 (enabling most working Californians to receive up to 6 weeks of partial wage 
replacement to take time off to bond with a new child or care for a seriously ill family member), turnover rates dropped across the state. Source: 
Bedard, K., Rossin-Slater, M. (2016). The economic and social impacts of paid family leave in California: Report for the California Employment 
Department. University of California. Retrieved from https://www.dol.gov/wb/media/CA_Final_Report_2015_Final_Report.pdf.   

36 Companies have also shared impacts from increasing their maternity leave policies: Google increased leave from 12 weeks to 18, and in turn halved 
Ì�i�À>Ìi�>Ì�Ü��V���iÜ���Ì�iÀÃ�µÕ�Ì°�7�i��ƂVVi�ÌÕÀi�`�ÕL�i`��i>Ûi�vÀ���i�}�Ì�Üii�Ã�Ì��£È]��ÌÃ�ÌÕÀ��ÛiÀ�À>Ìi�v�À��iÜ���Ì�iÀÃ�vi���LÞ�{ä¯°�-�ÕÀVi\�
Collings, D., Freeney, Y., can der Werff, L. (2018). How companies can ensure maternity leave doesn’t hurt women’s careers. HBR.  

37 Dishman, L. (2016). The real cost of paid parental leave for business. Fast Company.   
38 Zillman, C. (2016). IKEA is giving U.S. employees paid parental leave no matter how many hours they work. Fortune.   
39 (2016). IKEA broadens US parental leave coverage. Wall Street Journal.  
40 S. Skrypnyk, personal communication, November 18, 2019.  
41 (2017). Is you parental leave policy really gender neutral? The National Law Review. 

ENDNOTES | EFL PLAY #2

http://
http://www.who.int/mediacentre/news/statements/2011/breastfeeding_20110115/en/
https://www.shrm.org/hr-today/trends-and-forecasting/research-and-surveys/Documents/2018%20Employee%20Benefits%20Report.pdf
https://population.un.org/wpp/Download/Standard/Population/
https://www.dol.gov/wb/media/CA_Final_Report_2015_Final_Report.pdf
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ENDNOTES | EFL PLAY #3

1  Óä£�®°��Ì½Ã�>L�ÕÌ�Ì��i°��>�LiÀ}°�,iÌÀ�iÛi`�vÀ����ÌÌ«Ã\ÉÉ`>�LiÀ}°V��ÉÃÞÃÌi�Éw�iÃÉÓä£��änÉ�>�LiÀ}Ú�ÌÃƂL�ÕÌ/��iÚÛ�¯x	Ó¯x�°«`v.  
2  �>�LiÀ}]�Óä£��
3  Óä££®°���Ài�Ì�>����i����Ã�Ý�Ƃ�iÀ�V>��Ü�À�iÀÃ�>�Ã��>VÌ�>Ã�V>Ài}�ÛiÀÃ°��>��Õ«°�,iÌÀ�iÛi`�vÀ����ÌÌ«Ã\ÉÉ�iÜÃ°}>��Õ«°V��É«���É£{nÈ{äÉ

one-six-american-workers-act-caregivers.aspx.  
4  *�ÀÌiÀ]�°�Óä£�®°�7�Þ�>Ài�½Ì���Ài�Ü��i��Ü�À���}¶�/�iÞ½Ài�V>À��}�v�À�«>Ài�ÌÃ°� iÜ�9�À��/��iÃ°���,iÌÀ�iÛi`�vÀ����ÌÌ«Ã\ÉÉÜÜÜ°�ÞÌ��iÃ°
V��ÉÓä£�ÉänÉÓ�ÉLÕÃ��iÃÃÉiV����ÞÉ�>L�À�v>���Þ�V>Ài°�Ì��.  

x  �>��Õ«��i>�Ì�Ü>ÞÃ°�Óä££®°��>��Õ«��i>�Ì�Ü>ÞÃ�7i���	i��}���`iÝ°�
6  °�,°����Û>��iÌÌ�]��°��°�7��vv]��°��°��À�V�]�>�`�
°�	�Õ�Ì°� Óää�®°�
��ÃÌÀÕVÌ�Û>��`�ÌÞ��v�Ì�i�Ü�À��«À�`ÕVÌ�Û�ÌÞ�>�`�>VÌ�Û�ÌÞ���«>�À�i�Ì�
µÕiÃÌ����>�Ài�>VÀ�ÃÃ���v�À�>��V>Ài}�ÛiÀÃ��v�V�À���V>��Þ�������`iÀ�«>Ì�i�ÌÃ°�6>�Õi��i>�Ì��£Ó�È®\�£ä££q£Ç°��

7  ODI, 2016, citing a range of studies that estimate the relationship between having a child and maternal employment (controlling for 
other factors) in developed and developing countries. 

8  �>�LiÀ}]�Óä£��
�  ��Þ��]�-°��°�E�
�À�iÞ]��°�Óä£È®°�/�i�V�ÃÌ��v�Ü�À��v>���Þ�«���VÞ���>VÌ���°�
i�ÌiÀ�v�À�Ƃ�iÀ�V>��*À�}ÀiÃÃ°�,iÌÀ�iÛi`�vÀ����ÌÌ«Ã\ÉÉV`�°
>�iÀ�V>�«À�}ÀiÃÃ°�À}ÉÜ«�V��Ìi�ÌÉÕ«��>`ÃÉÓä£ÈÉä�ÉÓÓäÈää£ÎÉ
�ÃÌ"v7�À��>���Þ*���VÞ��>VÌ����Ài«�ÀÌ°«`v.  

10 Óä££®°��>��Õ«��i>�Ì�Ü>ÞÃ�Üi���Li��}�ÃÕÀÛiÞ\�
>Ài}�Û��}�V�ÃÌÃ�1°-°�iV����Þ�fÓx°Ó�L������������ÃÌ�«À�`ÕVÌ�Û�ÌÞ°��>��Õ«��i>�Ì�Ü>ÞÃ°�
11 -��Ì�]��°�E��>��>}i]�-°�Óä£�®°����L>��LiÃÌ�«À>VÌ�ViÃ\�
>Ài�«À�Û�Ã�������Ì�i�«À�Û>Ìi�ÃiVÌ�À°���ÌiÀ�>Ì���>��
i�ÌiÀ�v�À�,iÃi>ÀV�����7��i�°���
12 /��Ã���V�Õ`iÃ�w�>�V�>��>ÃÃ�ÃÌ>�Vi�Ü�iÀiLÞ�Ì�i�V�ÃÌ��v�V>Ài��Ã�vÕ��Þ��À�«>ÀÌ�>��Þ�«>�`�LÞ�>�ÃÕLÃ�`Þ�q�«�Ìi�Ì�>��Þ�Ì�À�Õ}��«>ÀÌ�iÀ��}�Ü�Ì��

local childcare and elder care providers. It may include vouchers or reduced rates and can be appropriate when quality care is avail-
>L�i°�/��Ã�>���ÜÃ�v�À�yiÝ�L���ÌÞ��v�i�«��ÞiiÃ����Ãi�iVÌ��}�>�V>Ài�«À�Û�`iÀ�Ì�>Ì��iiÌÃ�Ì�i�À��ii`Ã°�

13 Ƃ��Ì�iÀ�ÌÞ«i��v�w�>�V�>��ÃÕ««�ÀÌ�Ü�À�«�>ViÃ�V>���vviÀ��Ã�`i«i�`i�Ì�V>Ài�yiÝ�L�i�Ã«i�`��}�>VV�Õ�ÌÃ��-ƂÃ®�Ì�>Ì�>���Ü���`�Û�`Õ>�Ã�Ì��
set aside money tax-free for family care-related needs (child and elder care).   

14 ,iÃiÀÛ��}�Ã«>ViÃ�V>��Li��i�«vÕ��Ü�i��Ì�iÀi��Ã���}���À�yÕVÌÕ>Ì��}�`i�>�`°�
£x Referrals can connect employees with quality care providers in their area. This could be in partnership with a local resource and referral agency. 
16 Providing child-care at or near employees’ workplaces can be convenient and attractive for new parents, and the hours can be adjust-

ed based on the working schedule. For a more cost-effective option when parents are not in full-time employment and have some 
yiÝ�L���ÌÞ]�V��«>��iÃ�«À�Û�`i�>�Ã«>Vi�v�À�V���`V>Ài�>�`�«>Þ�v�À�Ã��i�ÃÌ>vv]�Ü���i�«>Ài�ÌÃ��>�>}i�Ì�i�Vi�ÌiÀ�>�`�«À�Û�`i�Ã��i��v�Ì�i�
childcare themselves. 

17 Companies can collectively contribute to investments and operating costs for a care center for employees of the different companies. 
Or companies can work together to collectively fund existing child and eldercare centers.  

18 �Àii�LiÀ}]��°�E��>`}i]��°�Óä£�®°���Ü�Li��}�>�Ü�À���}�«>Ài�Ì�V�>�}iÃ�>Ã�V���`Ài��}À�Ü�Õ«°��	,°��
£� School vacation care can include offering summer camps for employee children or additional paid leave aligning with summer vaca-

tions or holidays.  
20 Back up care services can support parents with alternative care options at short notice if care arrangements creak down at short notice.  
21 (2017). Tackling childcare. IFC.    
22 The employer usually covers the cost of the concierge while employees are responsible for the actual expenses for the service. If an 

employer chooses to reimburse or provide vouchers for the services themselves, they must determine whether the assistance  would 
ÀiÃÕ�Ì����Ì>Ý>L�i���V��i�Ì��i�«��ÞiiÃ�>�`�Ü�Õ�`��ii`�Ì��Li�Ài«�ÀÌi`����Ì�i�À�7�Ó�v�À�Ã°��«��ÞiÀÃ�Ã��Õ�`�V��ÃÕ�Ì�>�Ì>Ý�«À�viÃÃ���>��
v�À���Ài�}Õ�`>�Vi����Ì�i�Ì>Ý�ÌÀi>Ì�i�Ì��v�V��V�iÀ}i�Li�iwÌÃ°��

23 	iÌÜii��Óää£�>�`�Óää{]��ÛiÀ>���i�«��Þii�ÌÕÀ��ÛiÀ�`iVÀi>Ãi`�LÞ�xx°Î¯]�>�`��ÕÀÃ��}�ÌÕÀ��ÛiÀ�`iVÀi>Ãi`�LÞ�{{¯]�Ài«ÀiÃi�Ì��}�ÃÕL-
ÃÌ>�Ì�>����«À�Ûi�i�ÌÃ°��ii`L>V��V���iVÌi`�vÀ���i�«��ÞiiÃ�>�Ã��Ã��Üi`�Ì�>Ì��n¯��v�ÕÃiÀÃ�Ài«�ÀÌi`��>Û��}�Ài`ÕVi`�ÃÌÀiÃÃ��iÛi�Ã�>�`�
�È¯�Ài«�ÀÌi`�>����VÀi>Ãi`�V����Ì�i�Ì�Ì��Ì�i�wÀ��>Ã�>�ÀiÃÕ�Ì°�-�ÕÀVi\�1�Ã�>viÀ]�-°]�*�Ì}i�ÃÃiÀ]��°]�E����>]�/°��°�Óääx®°�
��V�iÀ}i�
ÃiÀÛ�ViÃ��i�«�`i��ÛiÀ�LiÌÌiÀ�Ü�À�É��vi�L>�>�Vi�>Ì�	À��Ã����i>�Ì�V>Ài��À�Õ«°���ÕÀ�>���v�"À}>��â>Ì���>��ÝVi��i�Vi]�Ó{Î®]�ÓÎqÎä°�`��\�
£ä°£ääÓÉ��i°Óääxx°��

24 Óä£n��«��Þii�	i�iwÌÃ\�/�i�Û��ÕÌ�����v�	i�iwÌÃ�Óä£n®°�-�V�iÌÞ��v��Õ�>��,iÃ�ÕÀVi��>�>}i�i�Ì�-�,�®�Q*���w�iR°�
Óx -V���`Ì]�-°]���Ì�i�Ã]�,°]�,�VV�]�/°�Óä£Ó®°��iÃL�>�Ã]�}>Þ]�L�ÃiÝÕ>�Ã]�>�`�ÌÀ>�Ã}i�`iÀi`�«i�«�i�>�`��Õ�>��ÀiÃ�ÕÀVi�`iÛi��«�i�Ì\�Ƃ��
iÝ>���>Ì�����v�Ì�i���ÌiÀ>ÌÕÀi����>`Õ�Ì�i`ÕV>Ì����>�`��Õ�>��ÀiÃ�ÕÀVi�`iÛi��«�i�Ì°��Õ�>��,iÃ�ÕÀVi��iÛi��«�i�Ì�,iÛ�iÜ]�££�Î®°���

26 �i��Þ]��°]�E��>�LiÀÌ]�-°�Óääx®°� ��ÃÌ>�`>À`�Ü�À��>�`�V���`�V>Ài��ii`Ã��v���Ü���V��i�«>Ài�ÌÃ°����7�À�]��>���Þ]��i>�Ì�]�>�`�7i���	i-
��}]�i`�Ìi`�LÞ�-Õâ>��i��°�	�>�V��]��Þ��i��°�
>Ã«iÀ]�>�`�,�Ã>���`�	°����}�{ÇÎq�Ó®°��>�Ü>�]� �\��>ÜÀi�Vi�À�L>Õ��ƂÃÃ�V�>ÌiÃ°��

27 Óä££®°�
���`�V>Ài�V���ViÃ��v���Ü���V��i�Ü�À�iÀÃ°�1ÀL>����ÃÌ�ÌÕÌi°�,iÌÀ�iÛi`�vÀ����ÌÌ«Ã\ÉÉÜÜÜ°ÕÀL>�°�À}ÉÃ�ÌiÃÉ`iv>Õ�ÌÉw�iÃÉ«ÕL��V>-
Ì���ÉÓÇÎÎ£É{£ÓÎ{Î�
���`�
>Ài�
���ViÃ��v���Ü���V��i�7�À���}��>����iÃ°*��°���

28 �>ÌÌ�iÜÃ]��°�E��>�}]��°�ÓääÇ®°�/�i�V�>��i�}iÃ��v�V�>�}i\��i>À���}�vÀ���Ì�i�V���`�V>Ài�>�`�i>À�Þ�i`ÕV>Ì����iÝ«iÀ�i�ViÃ��v�����}À>�Ì�
families. Center for Law and Social Policy.  

Ó� "Li�}]�
°�ÓääÇ®°�����}À>�ÌÃ�v>����iÃ�>�`�V���`V>Ài�«ÀiviÀi�ViÃ\��������}À>�ÌÃ½�VÕ�ÌÕÀiÃ���yÕi�Vi�Ì�i�À�V���`V>Ài�`iV�Ã���Ã¶�>À�Þ�

���`���`�`ÕV>Ì������ÕÀ�>��Î{{®\�Óx�qÈ{°��

30 -iÞ�iÀ�iÌ�>��£��x®�>�`�,>�Ã���E�	ÕÀÕ`�£�n�®������i�«��ÞiÀ�ÃÕ««�ÀÌi`�V���`V>Ài�«���V�iÃ�Ì��«�Ã�Ì�Ûi�ivviVÌÃ����«À�`ÕVÌ�Û�ÌÞ�>�`�Ü�À��
performance.  

31 Various studies have found that employer supported childcare decreases absenteeism and that childcare policies are linked to re-
`ÕVi`�ÌÕÀ��ÛiÀ�>�`�Ì>À`��iÃÃ���>ÃÃ�E�ÃÌiÃ]�£��ÇÆ�-iÞ�iÀ�iÌ�>�°]�£��x®°���

32 *�Ã�Ì�Ûi�ivviVÌÃ�Ài�>Ìi`�Ì���À}>��â>Ì���>��V����Ì�i�Ì��À�ÛiÀ�E�
À���iÀ]�£��x®�>�`�i�«��ÞiÀ���À>�i�,>�Ã���E�	ÕÀÕ`]�£�n�®�>Ài�
also observed. 

33 Dembe et al, 2008  
34 -°�-�ÕÃ�>�]�«iÀÃ��>��V���Õ��V>Ì���]� �Ûi�LiÀ�Óx]�Óä£�°
Îx �Àii�wi�`]�,°�Óä£n®°�-Ì>ÀLÕV�Ã�Ì����V�����v�À�L>LÞÃ�ÌÌ��}�Ü���i�L>À�ÃÌ>Ã�ÃiÀÛi�V�vvii°�	����LiÀ}°��ÌÌ«Ã\ÉÉÜÜÜ°L����LiÀ}°V��É�iÜÃÉ
>ÀÌ�V�iÃÉÓä£n�£ä�ä�ÉÃÌ>ÀLÕV�Ã�Ì����V�����v�À�L>LÞÃ�ÌÌ��}�Ü���i�L>À�ÃÌ>Ã�ÃiÀÛi��>Û>.   

36 Óä£n®°�-Ì>ÀLÕV�Ã�V>Ài}�ÛiÀ�Li�iwÌÃ°�-�,�°���
37 Óä£n®°�  iÜ� -Ì>ÀLÕV�Ã� Li�iwÌ� �vviÀÃ� L>V�Õ«� V���`� >�`� >`Õ�Ì� V>Ài°� -Ì>ÀLÕV�Ã°� ,iÌÀ�iÛi`� vÀ��� �ÌÌ«Ã\ÉÉÃÌ�À�iÃ°ÃÌ>ÀLÕV�Ã°V��ÉÃÌ�-
À�iÃÉÓä£nÉ�iÜ�ÃÌ>ÀLÕV�Ã�Li�iwÌ��vviÀÃ�L>V�Õ«�V���`�>�`�>`Õ�Ì�V>ÀiÉ.   

38 �Àii�wi�`]�Óä£n�.

https://dalberg.com/system/files/2019-08/Dalberg_ItsAboutTime_vF%5B2%5D.pdf
https://news.gallup.com/poll/148640/one-six-american-workers-act-caregivers.aspx
https://news.gallup.com/poll/148640/one-six-american-workers-act-caregivers.aspx
https://www.nytimes.com/2019/08/29/business/economy/labor-family-care.html
https://www.nytimes.com/2019/08/29/business/economy/labor-family-care.html
https://cdn.americanprogress.org/wp-content/uploads/2016/09/22060013/CostOfWorkFamilyPolicyInaction-report.pdf
https://cdn.americanprogress.org/wp-content/uploads/2016/09/22060013/CostOfWorkFamilyPolicyInaction-report.pdf
https://www.bloomberg.com/news/articles/2018-10-09/starbucks-to-kick-in-for-babysitting-while-baristas-serve-java
https://www.bloomberg.com/news/articles/2018-10-09/starbucks-to-kick-in-for-babysitting-while-baristas-serve-java
https://stories.starbucks.com/stories/2018/new-starbucks-benefit-offers-backup-child-and-adult-care/
https://stories.starbucks.com/stories/2018/new-starbucks-benefit-offers-backup-child-and-adult-care/
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 � "/-�N�EFL PLAY #4

1��Ƃ��i�]�/�iÌ�>�°�Óä£Î®°�7�À���>���Þ�
��y�VÌ�>�`���iÝ�L�i�7�À��ƂÀÀ>�}i�i�ÌÃ\��iV��ÃÌÀÕVÌ��}���iÝ�L���ÌÞ°�*iÀÃ���i��*ÃÞV����}Þ�ÈÈ\�

345–76,��ÌÌ«Ã\ÉÉ`��°�À}É£ä°££££É«i«Ã°£Óä£Ó.  
2��-��Ì�]��°�,�ââ�]�/°�E�����Ã��]�Ƃ°�Óä£n®°��i��>�`��>ÃVÕ����ÌÞ����Ì�i�Ü�À�«�>Vi\�Ƃ�LÀ�iv�ÀiÛ�iÜ��v�Ì�i���ÌiÀ>ÌÕÀi°���ÌiÀ�>Ì���>��
i�ÌiÀ�
v�À�,iÃi>ÀV�����7��i��E�Ì�i�
i�ÌiÀ�v�À�µÕ�ÌÞ]��i�`iÀ�E��i>`iÀÃ��«��Ƃ�®°���

3��
�����}Ã]��°]��Àii�iÞ]�9°�E�Û>��̀ iÀ�7iÀvv]��°�Óä£n®°���Ü�V��«>��iÃ�V>��i�ÃÕÀi��>ÌiÀ��ÌÞ��i>Ûi�̀ �iÃ�½Ì��ÕÀÌ�Ü��i�½Ã�V>ÀiiÀÃ°��	,°����
4��Ƃ�ÌÜ��Þi>À�ÀiÃi>ÀV��ÃÌÕ`Þ����
���>�vÀ���-Ì>�v�À`�Ã��Üi`�ÀiÛi>�i`�Ì�>Ì�«i�«�i�Ìi�iV���ÕÌ��}�>VÌÕ>��Þ�«ÕÌ������Ài���ÕÀÃ�É���Ài�
«À�`ÕVÌ�Ûi�«À�`ÕVÌ�Û�ÌÞ�L��ÃÌ�>���}�Ì�i�Ìi�iV���ÕÌiÀÃ�Ü>Ã�iµÕ�Û>�i�Ì�Ì��>�vÕ���`>Þ½Ã�Ü�À�®°�-�ÕÀVi\�	�����iÌ�>�°�Óä£{®°���iÃ�
Ü�À���}�vÀ������i�Ü�À�¶�Û�`i�Vi�vÀ���>�
���iÃi�iÝ«iÀ��i�Ì°�"Ýv�À`�1��ÛiÀ�ÃÌÞ�*ÀiÃÃ°����

5��*�iÀVi]��°�E��i�>�>Þi]�	°�ÓääÈ®°��Õ�>��ÀiÃ�ÕÀVi��>�>}i�i�Ì���«��V>Ì���Ã��v�`Õ>��V>ÀiiÀ�V�Õ«�iÃ°�/�i���ÌiÀ�>Ì���>����ÕÀ�>���v�
�Õ�>��,iÃ�ÕÀVi��>�>}i�i�Ì°����

6���À>Þ]��°��°]���Ü�>�`]��°]�,ÕÃÃi��]�Ƃ°��°]�E��>V��>�]��°��°�Óä£Ç®°�/�i�ivviVÌÃ��v���«��V�Ì�}i�`iÀ�À��i�Ì�i�À�iÃ����}i�`iÀ�ÃÞÃÌi��
�ÕÃÌ�wV>Ì���\���Ýi`�Li��ivÃ�ÃÌÀi�}Ì�i���>ÃVÕ����ÌÞ�Ì��«ÀiÃiÀÛi�Ì�i�ÃÌ>ÌÕÃ�µÕ�°���ÕÀ�>���v�*iÀÃ��>��ÌÞ�>�`�-�V�>��*ÃÞV����}Þ]�££Ó£®]�
98-115.  

7��
>����}]�°]��ÕÀ«�Þ]��°]��iÀÃ��]��°]�
�>Ì�>�]��°]��ÜiV�]�
°]��À>Þ]��°�Óä£�®°�
Õ�ÌÕÀiÃ��v�}i��ÕÃ�>Ì�Ü�À�\�"À}>��â>Ì���>�����`ÃiÌÃ�
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erational learning and developing millennial leaders. Human Resource Management, 51(4), 549–573. doi: 10.1002/hrm.21489   

6  The increased frequency and quality of interactions between high level managers and junior employees leads to a culture shift 
wherein individual people are valued instead of long standing “company culture”, which improves accuracy and reliability of 
subjective assessments. Not only does this challenge traditional business hierarchy, pushing management to listen instead of 
talk, but it provides junior employees with opportunities to demonstrate competence in content shared (tech, gen trends) and 
interpersonal/teaching skills, helping with succession planning.  
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11 Once senior management is exposed to the worldviews and desires of younger target markets, innovation is enhanced through 
the creation of sounding boards where more experienced employees are not directly evaluating their junior mentors’ perfor-
�>�Vi°���`�Û�`Õ>���i>À���}��Ã�Ì�ÕÃ�ÌÀ>�ÃviÀÀi`�Ì��Ì�i��À}>��â>Ì���>���iÛi�]�v�Ài}���}���iÀ>ÀV��V>��`iV�Ã�����>���}����v>Û�ÕÀ��v�>�y>Ì�
structure that brings in new, fresh ideas.  

12 Reversing the Generation Equation: Mentoring in the New Age of Work. BNY Mellon. Retrieved from https://information.persh-
ing.com/rs/651-GHF-471/images/per-reversing-the-generation-equation.pdf.  

13 *À�}À>�Ã� Ü�Ì����Ài� V��w`i�Ì]� i�}>}i`� «>�À��}Ã� >Ài� ���i�Þ� Ì�� iÝ�ÃÌ� ��� �À}>��â>Ì���Ã� Ü�iÀi� V�ÃÕ�Ìi� iÝiVÕÌ�ÛiÃ� ��}���}�Ì� Ì�i�
strengths of its give-and-take partnership, eliminating the “us versus them” mentality and signalling to other leaders that the role 
reversal is encouraged. Retrieved from http://www.aarp.org/work/on-the-job/info-2015/on-the-jobmentoring.html.  

https://www.brookings.edu/wp-content/uploads/2016/06/Brookings_Winogradfinal.pdf
https://www.brookings.edu/wp-content/uploads/2016/06/Brookings_Winogradfinal.pdf
https://www.ey.com/Publication/vwLUAssets/Global_generations_study/$FILE/EY-global-generations-a-global-study-on-work-life-challenges-across-generations.pdf
https://www.ey.com/Publication/vwLUAssets/Global_generations_study/$FILE/EY-global-generations-a-global-study-on-work-life-challenges-across-generations.pdf
https://www.ey.com/Publication/vwLUAssets/Global_generations_study/$FILE/EY-global-generations-a-global-study-on-work-life-challenges-across-generations.pdf
https://www2.deloitte.com/content/dam/Deloitte/global/Documents/About-Deloitte/gx-2018-millennial-survey-report.pdf
https://www.huffpost.com/entry/mentoringup-millennials-reverse-mentor-at-pershing_b_59518180e4b0f078efd98420
https://www.pg.com/en_US/downloads/company/purpose_people/PG_DiversityInclusion_AR_2012.pdf
https://information.pershing.com/rs/651-GHF-471/images/per-reversing-the-generation-equation.pdf
https://information.pershing.com/rs/651-GHF-471/images/per-reversing-the-generation-equation.pdf
http://www.aarp.org/work/on-the-job/info-2015/on-the-jobmentoring.html


ENDNOTES | EFL PLAY #6

1  /�i�`iw��Ì�����v��«��Þii�,iÃ�ÕÀVi��À�Õ«Ã��Ã���Ì�Õ��v�À�°�/��Ã�`�VÕ�i�Ì�`À>ÜÃ�vÀ���Ì�i�
>Ì>�ÞÃÌ�`iw��Ì���]�Ü��V���Ã�>�LÀ�>`�iÝ«�>�>Ì�����v�
its function and components   

2  �>«�>�]��°�°]�->L��]�°]�>�`�-�>��iÀ�-Ü�vÌ]�-°�Óää�®]�/�i�
>Ì>�ÞÃÌ��Õ�`i�Ì���«��Þii�,iÃ�ÕÀVi��À�Õ«Ã°�6��Õ�i�£\���ÌÀ�`ÕVÌ����Ì��,�-°���
3  ��ÃÌ�ivviVÌ�Ûi�,�Ã�>Ài�L>V�i`�LÞ�Ãi���À��iÛi��iÝiVÕÌ�ÛiÃ�Ü���£®�Ã�>Ài�LÕÃ��iÃÃ�>VÕ�i��Ü�Ì���i�LiÀÃ��v�Ì�i�,�����>�L�`�Ì��iÝ«>�`�Ì�i�À�
LÕÃ��iÃÃ���«>VÌ]�>�`�Ó®�>VÌ�>Ã���>�Ã��Ã�LiÌÜii��Ì�i�,��>�`�Ãi���À��iÛi��V��«>�Þ��vwV�>�Ã�Ì���i�«�i�>VÌ�V�>�}i����>��>À}iÀ�ÃV>�i°�/�i�Óä£n�
Corporate Equality Index reported that 97 percent of LGBTQ ERGs are sponsored by an executive champion who connects the group to the 
upper management of the company. Furthermore, over half of these executive champions (60 %) identify as allies, and 38 percent report being 
openly LGBTQ.   

4  /�����Ì� v�À�ÃÌ>L��Ã���}�>�`��>��Ì>����}�-ÕVViÃÃvÕ���«��Þii�,iÃ�ÕÀVi��À�Õ«Ã°�Ƃ, ]�Óä£Î°�,iÌÀ�iÛi`� vÀ��\�http://www.askearn.org/wp-
content/uploads/docs/erg_toolkit.pdf.

5  The most prevalent ERG focus areas reported by study participants are women (93%), race/ethnicity (90%) and LGBT (84%). Other ERG focus 
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11 Not only do ERGs help cultivate a sense of belonging right from the onboarding of new employees, but the coaching, mentorship, and 
sponsorship opportunities they offer also help improve the rate of retention of diverse employees.   
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Ó  Refusal to move / transfer can result in ‘career suicide’, depending on the industry—unrestricted mobility is seen as especially 
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