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Executive Summary

Family Forward NC® is an innovative initiative to improve children’s health and well-being
and keep North Carolina’s businesses and workplaces competitive. It is employer-led change
to increase access to research-based, family-friendly practices—big and small—that improve
workplace productivity, recruitment and retention; grow a strong economy; and support
children’s healthy development.

Family Forward NC® is fostering a community of employers who are inspired to support
the health and well-being of our state’s current and future workforce. It is led by the North
Carolina Early Childhood Foundation (NCECF), a nonprofit organization dedicated to
building a foundation of lifelong health, education, and well-being for every child.

Family Forward NC® is business smart, family friendly, and future ready.

Business Smart.

Family-friendly workplaces provide a competitive advantage in attracting and retaining
talent, increasing productivity and employee satisfaction, and reducing absenteeism.

Family Friendly.

Employees who work in family-friendly organizations are more satisfied with their jobs,
more engaged with their work and less likely to leave the workforce. On top of that,
family-friendly benefits have a direct, positive impact on children’s and parents’ health and
well-being.

Future Ready.

Family-friendly business policies support children’s healthy development, building a

strong foundation for future learning at a critical time in childhood development. When we
support young children in their earliest years, they grow into healthy kids who are ready for
school and for life—and our communities, workforce and economy become stronger and
more productive.
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Our vision is a North Carolina where:

Workplaces are family friendly.

Children’s healthy development is supported,
especially children who face the greatest challenges
in their early years.

NC businesses are competitive.
Our next generation workforce is successful.

In this guide, yow’ll find:

« Evidence-based guidance on benefits that positively impact child health and
well-being and provide a positive return on investment for employers;

¢ Information about each benefit and its impact;

*  Sample policies and case studies from North Carolina employers who successfully
implemented family-friendly policies;

» Steps for how to get started when implementing new policies or enhancing
existing ones.

e Business owners, CEOs, human resource professionals, and employees can use this
guide as a reference to start conversation and action within your organization. The
guide has been designed for use in its entirety or by individual section, so you can
choose the information that best meets your needs.

In addition to the guide, you can stay engaged with Family Forward NC® in several ways:
*  Access the resources on the Family Forward NC® website, www.familyforwardnc.com.
e Sign up for our bi-monthly e-newsletter.

e Share your family-friendly policies with us so we can write a case study about your
company or organization.

e Get certified as a family-friendly workplace.

To sign up for the Family Forward NC® e-newsletter and learn more about our upcoming
events, go here: https://signup-usa.keela.co/ncecf-ffnc-newsletter



https://signup-usa.keela.co/ncecf-ffnc-newsletter
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About Us

About Family Forward NC®

Family Forward NC® is an innovative initiative to improve the health and well-being

of children and their parents and keep North Carolina’s businesses and workplaces
competitive. It is employer-led change to increase access to research-based, family-friendly
practices—big and small—that improve workplace productivity, recruitment and retention;
grow a strong economy; and support children’s healthy development.

Our Mission
The mission of Family Forward NC® is to engage, support, and promote employers of all
sizes and in all sectors in adopting family-friendly policies that improve child and family
health and well-being and provide direct business benefits to employers.
Our Vision
Our vision is a North Carolina where:

Workplaces are family friendly.

e Children’s healthy development is supported, especially children who face the greatest
challenges in their early years.

e NC businesses are competitive.

e Our next generation workforce is successful.

About the North Carolina Early Childhood Foundation

The North Carolina Early Childhood Foundation’s mission is to marshal North Carolina’s
great people, ideas, and achievements to ensure equitable access to opportunity and
success for every child.

NCECEF is driven by a bold—and achievable—vision: Each North Carolina child has a strong
foundation for life-long health, education, and well-being, supported by a comprehensive
and equitable care and education system, from prenatal through third grade.

We believe change happens through coordinated action across communities, and we help
improve the health, education, and well-being of North Carolina’s children from birth-to-
age-eight and their families by: promoting understanding, spearheading collaboration, and
advancing policies.
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About the Guide to Family Forward Workplaces

Our goal is to build a community of employers who are inspired to support the health and
well-being of our state’s current and future workforce. This guide details research-informed
benefits that positively impact child health and well-being and provide a positive return on
investment for employers. In addition to information about each policy and its impact, we’ve
provided sample policies, case studies from North Carolina employers and concrete steps
for how to get started when implementing new policies or enhancing existing ones.

How to Use This Guide

Throughout the guide, we’ve highlighted steps that businesses of all sizes and in

all industries can take to make their organizations more family friendly. We’ve also
incorporated data specific to employers of hourly and low-wage workers, who are less likely
to have access to family-friendly benefits.

Not all policies within this guide are right for every employer; however, the variety of
options provides something for everyone. We encourage human resource professionals,
business owners, CEOs, and employees to use this guide as a reference to start or continue
conversation and action within your organization. Perhaps that’s a survey of employees to
determine what benefits they would value most. Perhaps it’s a review of existing policies to
ensure they are based on best practice and research. Perhaps it’'s a commitment to consider
(or re-consider) a paid parental leave policy or a lactation room to support breastfeeding
mothers. Whatever it is, we encourage you to take the next step toward becoming a Family
Forward workplace.

Access the Guide Online

The Guide to Family Forward Workplaces is able available on an interactive website with
new case studies posted regularly. You can find the guide at https://familyforwardnc.com
guide-to-family-friendly-workplaces/, where you can view or download it in PDF form.

Participate Get Certified

Participate in or host a workshop or webinar
to hear from experts, ask questions and
learn more about Family Forward NC®.

Sign up for
our e-newsletter.

Become a Family Forward
NC® Certified Employer



http://familyforwardnc.com/https://familyforwardnc.com/guide-to-family-friendly-workplaces/
http://familyforwardnc.com/https://familyforwardnc.com/guide-to-family-friendly-workplaces/
https://signup-usa.keela.co/ncecf-ffnc-newsletter
https://familyforwardnc.com/contact-us/
https://familyforwardnc.com/get-certified-overview/

Our Process

This guide was informed by research and feedback from more than 1,000 employers and
employees across the state, along with an Advisory Council of North Carolina business
leaders and experts in children’s health, human resources, and workforce development.

We collected data and feedback in five ways:

1. NCECF-commissioned research of employers and employees across our state.

In November 2017, we commissioned research to uncover more than 300 North Carolina
employers’ motivations behind the family-friendly practices they currently offer, the ones
they want to offer and the barriers to offering them. We also surveyed more than 300
employees across the state about how they value family-friendly practices. For the full
research report, go to www.familyforwardnc.com/new-research

2. Business roundtables in partnership with local Chambers and Smart Start partnerships,
workforce organizations and trade associations.

Through roundtable discussions and the Family Forward NC® Summit, we have listened
and learned from and engaged with more than 11,000 employers of all sizes and industries
across the state. In diverse markets including Asheville, Charlotte, Greensboro, Hickory,
Lumberton, Rocky Mount, Reidsville, Salisbury and Wilmington, we’ve discussed best
practices for family-friendly workplaces and now understand the opportunities and
challenges employers of all types face.

3. The Family Forward NC® Advisory Council.

The Family Forward NC® Advisory Council was formed in 2018 to provide review and
support of the Guide and Family Forward NC.® We are grateful to the prominent North
Carolina business and community representatives and health experts who provided their
time and expertise to this cause.

4. Review of national research.

We conducted an extensive review of national research, news reports, and resources from
business associations, health and wellness organizations, health care associations, and
early childhood advocates. See page 87 for our source list.

5. Guidance from subject matter experts.

Throughout the process, we received guidance from our research advisor—Dr. Nina
Smith, Associate Dean of the College of Health and Sciences and Associate Professor of
Human Sciences at NC Central University—and other subject matter experts to ensure the
information we’ve included reflects best practice.
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Advisory Council Members

The Family Forward NC® Advisory Council was formed in 2018 and met regularly
throughout the year.

Dr. Nina Smith
Associate Dean of the College of Health and Sciences and Associate Professor
of Human Sciences, North Carolina Central University

Jessica Lowery Clark
Executive Director, Robeson County Partnership for Children (Lumberton)

Kit Cramer

President and CEO, Asheville Area Chamber of Commerce (Asheville)
Andrew Herdman

Former Vice President, Group Human Resources, Mayne Pharma (Greenville)
Velva Jenkins

Former Vice-President, Continuing Education, Economic & Workforce Development,
Brunswick Community College (Bolivia)

Briles Johnson

Former Executive Director, Women’s Business Center of North Carolina (Durham)
Fara Palumbo

Former Chief People Officer, Blue Cross and Blue Shield of North Carolina (Durham)

Luis Pastor

Former President and CEO, Cooperativa Latino Credit Union (Durham)

Alison Stuebe

Associate Professor, UNC School of Medicine; Distinguished Scholar in Infant and
Young Child Feeding, UNC Gillings School of Global Public Health (Chapel Hill)
Sheilah Sutton

Former City Commissioner, Town of Rolesville (Rolesville)

Gregor Teusch
Former Vice-President for Reward and Experience, Lowe’s (Mooresville)

Betsey Tilson
Former State Health Director and Chief Medical Officer, NC Department of Health
and Human Services (Raleigh)
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A Snapshot
of Working Families

Families have changed.

But family-friendly policies have lagged behind. In the US, public and private policies

that affect working parents are based on an outdated model: a two-parent household,

with one parent who works outside the home for pay. Today, only 65 percent of households
include two parents,’ and only 3.4 percent of all North Carolina families—single-parent and
two-parent—have a stay-at-home parent who cares for children full time.?

That means the vast majority of families must work in a system that was created for a bygone
era. Here’s what that looks like for working parents and employers across the country.

As parents struggle to balance work and family
obligations, employers are losing out.

Sixty-seven percent

Two-thirds of of NC parents say

mothers in the US ;

. ; (o) (o)
considered leaving 66 /0 6 7 /O woe,}/k?r\/:chmc;sz?:
the workforce due of mothers of parents least once in the last

to the stress and

cost of child care.® three months due to

child care issues.*

25% of NC parents have quit their jobs, passed up work
opportunities, or switched jobs due to child care challenges.>

Low-income parents are even more impacted (31%) by the
lack of available and affordable child care in the state.

The struggle is real and and working parents are in a bind.

* Less than 1in 4 North Carolina employees have access to paid family leave.®

* Up to 5 million more workers would join the labor force if US businesses offered
more family-friendly benefits.”

e On average, families in North Carolina pay more for a year of child care for one baby
than a year of public college tuition.?

e 40% of North Carolina parents say they’ve left a job because it lacked flexibility.®
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Access to adequate child care for all NC
families would add $5.65 billion each year
to our state economy.™

Hourly and Iow-wage workers Hourly workers make up 55% of the
R @ workforce” and one in four children
are impacted the most.

live in low-income families.”

Low-income workers are:
¢ likely to have access to family-friendly benefits
¢ less likely to be able to afford unpaid leave or child care

< more likely to drop out of the labor force after giving birth

Workers who are Black, Indigenous, or People of Color
face less access to family-friendly benefits.

¢ Hispanic workers have significantly less access®™ to paid leave, and Black and Hispanic
workers are significantly less likely to have the ability to telework.'

¢ The leisure and hospitality industry, which includes restaurants and hotels, employs
the highest percentage of low-wage workers.” Twenty-five percent of all leisure and
hospitality employees are Hispanic or Latino.”®

¢ More than 80 percent of Black mothers are the sole, primary, or co-breadwinner for
their households, but 55 percent of parental leaves taken by Black women are unpaid.”

These disparities for low-wage employees and Black,
Indigenous, and People of Color significantly and
disproportionately affect their health, economic security
and economic mobility.

Working families struggle » declining birth rate - smaller future labor force

*«  The US fertility rate has steadily declined since 2008, reaching a historic low in 2023.®

¢ Nearly one-quarter of Americans who don’t have children say they don’t plan to
have them because the cost of child care is too high. For people who are parents, 20
percent say the cost of child care is their biggest financial stressor.”
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The Case for Family-
Friendly Workplaces

Business Smart.

Family-friendly workplaces have a competitive advantage: They attract and retain more top
talent, and their employees are more productive and more committed.?® Plus, family-friendly
employers benefit from reduced employee health care costs,? a healthier work environment,
and fewer employee absences.??

Employers of all sizes across North Carolina see family-friendly practices as an effective way
to grow a more prosperous company, and employees both nationally and across the state
say they are more likely to work for employers who are family friendly.

75% of 73% of
employers + employees

in North Carolina think family- in North Carolina would be more
friendly policies have a positive committed to their employer if they
impact on their organization.?® offered more family-friendly practices.>*

70% of working parents say they are more likely to choose an employer
that provides child care benefits over one that does not.?®

Employees who have access to paid leave are less likely to quit their

O job.?6 67% of women who take paid leave when it’s offered return to
work equally or more engaged in their role.?”

54 94% of NC employees say that family-

friendly policies help businesses attract &
retain talent and keep companies strong.*

According to an Ernst and Young survey in 2024, among
employees planning to leave their employer in the next
12 months, 34% cite access to better benefits—including
paid leave, flexibility, and overall well-being programs—
as the main reason.?®
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Family Friendly.

For children and families, the benefits of family-friendly workplaces are numerous and long
lasting. They include positive impacts on health, development and well-being, financial
stability, and future career success.

Children whose parents have access to family-friendly benefits receive much-needed
support and time with their parents during the most critical years of human development.
This leads to positive health outcomes, higher education attainment, and future career
success Parents who have access to family-friendly benefits also have improved health
outcomes and are happier and more productive at work.

Family-friendly policies improve outcomes for children
and families.

Paid parental leave has lifelong benefits:3°
¢ reduces the rates of premature births and babies born with low birth weight
* significantly lowers a mother’s risk of postpartum depression and anxiety
¢ increases paternal engagement in caregiving
e improves family economic stability
* decreases rates of child abuse and maltreatment

For each additional month of paid parental leave, there is a 13 percent decline in infant
mortality for families from low- and middle income countries.

Children whose parents have paid parental leave, paid sick leave and other family-friendly
benefits are more likely to have:*?

e well care visits and immunizations, especially for measles and polio

* better test scores in school

« fewer behavioral or mental health problems

¢ regular school attendance
Mothers who are able to breastfeed have a 24 percent lower risk of ovarian cancer.®®
Breastfeeding also lowers a woman’s risk of:

*  breast cancer

¢ high blood pressure

e type 2 diabetes
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Given average child care costs in North Carolina,
a low-income parent spends more than one-third
of their total yearly income on child care for one baby.**

When their employer offers child care reimbursements or child care on site—either full-
time, part-time, or on a back-up basis—low-wage workers are more likely to be able

to afford child care and are less likely to drop out of the labor force after giving birth.
Predictable scheduling allows hourly workers to better plan for child care needs.

Future Ready.

To prepare our future workforce for success, we have to start in early childhood. Family
Forward NC’s focus on workplace policies that impact young children and their families is
rooted in research on brain development and future success. During children’s earliest years,
their experiences are built into their bodies—shaping the brain’s architecture and creating
the foundation for future learning and health. In other words, everything a child experiences
from birth impacts that child’s ability to fulfill his or her potential.®®

The early years are so defining that by the time a child turns eight, his or her third-grade
reading outcomes can predict future academic achievement and career success. Decades
of research have established what children need to build strong brains—health and
development on track from birth, supportive and supported families and communities, and
high-quality birth-through-age eight learning environments with regular attendance.

“American business depends on a strong workforce, now and in the future, to compete
and succeed globally. But America is facing an unprecedented workforce crisis: a large and
growing shortage of skilled workers. One root of this problem is that we’ve underestimated
the importance of the earliest years of life.” — US Chamber of Commerce Foundation

Family-friendly policies support working
parents on the job, allow businesses to
recruit and retain talent, and help prepare
North Carolina’s future workforce.

Access to stable, high-quality early care and education is crucial to ensure children develop
on track and are prepared for school and life success. Yet working families in every county
are struggling to find child care, and even when care is available, it’s often unaffordable.3®

« Every county in North Carolina is considered an infant and toddler child care
desert, meaning there are five or more children for every one space available in a
high-quality program.®”

e The supply of high-quality child care in North Carolina does not meet the demand.
As of 2022, licensed child care programs in the state only had space for 27% of infants
and toddlers with working parents overall, and only 16% of infants and toddlers in rural
counties. Several rural communities have capacity to serve less than five percent of
infants and toddlers.3®

« Widespread shortages and high turnover among child care teachers—primarily due
to low compensation and lack of benefits—decrease the availability of child care for
working parents and impact stability for young children.?®

e Child care for two children—an infant and a 4-year-old—costs families an average of
$17,593 per year. That’s 41% more than average rent in North Carolina.*®
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On top of that, North Carolina and the country are facing a growing skills gap.

By 2031 an estimated 68% of jobs in North

Carolina will require some post-secondary
education.?' Currently, only 57% of North Carolinians
age 25-44 meet this requirement.*?

The majority of NC children are not meeting key predictors of future academic
success and higher education attainment.

Only 31% of 4th graders scored at or above
reading proficiency in North Carolina during
2024, as measured by the National Assessment
of Educational Progress.

Disparities abound, with 52% of Asian children and 41% of white children achieving this mark
compared to 17% of Black children and 22% of Hispanic or Latino children.*?

In 2023, only 15.2% of North Carolina 11th graders met all
four ACT College Readiness Benchmarks.**

In 2024, North Carolina had 55 workers for every
100 open jobs.*

“The foundation for school, career and life success is largely determined through the
development of cognitive and character skills beginning in children’s earliest years.”
— Nobel Laureate Economist, Professor James J. Heckman
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What Makes a Workplace
Policy Family Forward?

Each policy recommended in this guide has a research base that shows positive business
impact for employers and a positive impact on children’s health and well-being.

Each policy is described in detail throughout this section. Benefits to employers and to
employee and child health and well-being are highlighted, along with examples of how
employers have incorporated these practices into their workplace.

Policies in this guide fall into five categories:

Paid Leave & Wages

For the purposes of this guide, we focus on paid
leave only, as paid leave has more positive impacts
on employers and employees versus unpaid leave.
Types of leave included are parental leave (for
birth, adoption or foster placement), sick and safe
leave, and family and medical leave.

Flexible Work and Scheduling

Flexible work includes flextime, working from home
or telecommuting, job sharing, part-time work, and
predictable scheduling.

Health Benefits and
Flexible Spending Accounts

Health insurance, wellness benefits, and flexible
spending accounts are featured here.

Child Care

Child care solutions include backup and
emergency care, child care referrals, on-site

child care, child care consortiums, and subsidized
or reimbursed care.

Accommodations and Support

This category includes support for pregnant
and breastfeeding mothers and babies at work
initiatives.
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Paid Leave & Wages

Parental Leave

Paid leave for the birth, adoption, or acceptance of foster placement of a child that is
separate from vacation or sick leave.

Benefits to Employers'

Increases or does not
decrease productivity

Improves recruitment

Increases likelihood that new
mothers will come back to
work (and to same employer)
and stay employed

Increases likelihood that new
fathers will stay employed

Reduces turnover costs
through increased retention

Improves morale and job
satisfaction

Benefits to Children?

Increases birthweight
Reduces infant mortality
Improves health care
Increases well-baby care
Increases immunization rates
Supports child development

Increases educational
attainment

Increases 1Q
Increases test scores

Reduces behavioral/mental
health problems

Improves regular school
attendance

Reduces teen pregnancy
rates

Increases wages as adults

Benefits to Parents/Families>*

Improves family incomes

Increases initiation and length
of breastfeeding

Decreases maternal depression
and stress

Increases paternal engagement
in caregiving

Increases job satisfaction

Builds healthier parent-child
relationships

Reduces wage gap between
women and men

Reduces wage gap between
mothers and childless women

Reduces stigma of taking leave

Increases gender equity and
women’s advancement at work

Workers are more likely to
remain in the workforce,
increasing family economic
security
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Research or Recommendations
from National Organizations

The American Public Health Association, the
Society of Maternal-Fetal Medicine, the American
Academy of Pediatrics and the Pediatric Policy
Council recommend a minimum of 12 weeks of
paid leave.

The American Congress of Obstetrics
and Gynecology recommends a minimum
of six weeks of paid leave.

The Better Life Lab, a program of the nonpartisan
think tank New America, recommends a
minimum of six months of paid maternity

leave for maternal health and well-being and

one year of paid leave, evenly split between
parents, for infant health and well-being.®

1in 4 mothers in the U.S.
returns to work less than two
weeks after giving birth.>

Range of Practices
in the United States

Though the number of employers offering paid
parental leave has steadily increased in recent
years, 76% of North Carolina employees still do
not have access to paid family leave following
a birth, adoption, or foster placement. If women
in North Carolina participated in the labor

force at the same rate as women in countries
with paid leave, there would be an estimated
180,000 additional workers in the state and
$5.7 billion more wages earned statewide.®

For low-wage employees and employees of
color, the percentage of people who have
access to any amount of paid leave is much
lower. Access to paid leave varies widely by
industry and remains highly skewed toward
industries requiring advanced degrees

and employees with higher incomes.”
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The United States is the only developed nation
in the world and one of only a small handful of

countries with no national paid leave policy.

The other countries are Papua New Guinea, Suriname, and a few

small South Pacific island countries.

There has been no significant
movement towards universal access
at the federal level since the Family
and Medical Leave Act (FMLA) of
1993, which only provides unpaid
leave for eligible employees.

The Federal Employee Paid Leave Act of

2019 did extend paid parental leave to federal
employees and has already had a notable impact
on recruitment and retention: 19 percent of
employees say that the access to paid parental
leave influenced their decision to take a job

with the Federal Government, and 26 percent

of employees say that it influenced their
decision to remain in a Federal position.®

As of 2025, thirteen states have passed paid family
and medical leave laws: California, Colorado,
Connecticut, Delaware, Maine, Massachusetts,
Maryland, Minnesota, New Jersey, New York,
Oregon, Rhode Island, and Washington state,
as well as Washington, D.C. Two other states,
New Hampshire and Vermont, have enacted
voluntary laws that provide paid leave only
to private sector employers or employees
who opt in by purchasing coverage, with
guaranteed coverage for state employees.®

In North Carolina, Governor Roy Cooper issued
an executive order in 2019 to provide paid
parental leave to all state employees under

his purview. Other large employers, such as

the UNC system and nearly 30 state and local
governments, soon followed suit. In 2023, North
Carolina legislators extended paid parental
leave to all public school employees. However,
the vast majority of North Carolina employees
still do not have access to paid leave.

For parents without paid leave,
quitting their current job or
leaving the workforce altogether
is a real consideration.

New parenthood is an extremely vulnerable
career moment, which poses a retention risk for
businesses: 73 percent of new parents consider
leaving their company at least “occasionally.”™®
However, employees who have access to and use
paid leave are much less likely to quit their job."

Nearly all (94 percent) of mothers say they
would now consider their company’s parental
leave policy when evaluating a job offer.”?

Even with paid leave policies in
place, parents say they feel pressure
to return to work and suffer career
consequences from taking leave.

One in three parents feel they’ve been
overlooked for a promotion as a result of
taking parental leave. One in five parents feel
pressured to return to work early or not to
take all the leave their employer offers.
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Sick and Safe Leave

Sick and safe leave refers to paid leave for employees to care for themselves or a family
member during a temporary, short-term medical issue, such as illness; to attend to a critical
safety need, such as domestic violence or sexual assault recovery; or for preventative health
care, such as an annual well visit or a prenatal doctor appointment.

Benefits to Employers'® Benefits to Children'*"® Benefits to Parents/Families'®"”
Increases productivity Encourages use of Encourages use of
preventative health care preventative health care
Does not lower profits or
harm employment Children recover more quickly Workers recover from
_ ) from illness and injury when disability, illness, or injury
Increases retention, reducing parents are available to care more quickly
turnover costs for them
Lowers risk for flu and other
Reduces gmployee Lowers risk for flu and other illnesses by encouraging
absenteeism illnesses by encouraging parents to stay home until
) i children to stay home until they or their children are well
Proyldes healthier work they are well
environment Allows workers to care for
Allows workers to care for themselves and their children
Reduces health care costs themselves and their children while in crisis situations,
while in crisis situations, when children and parent
Workers recover from . .
) A when children and parent health and well-being can
temporary disability, illness . .
" . health and well-being can be severely impacted. For
or injury more quickly and . .
. be severely impacted. For example, children who
are less likely to relapse or be . . .
o example, children who experience domestic violence
reinjured : L
experience domestic violence face a host of short- and
Increases loyalty face a host of shqrt- and long-term health issues, and
long-term health issues, and safe leave removes concerns
Reduces likelihood of safe leave removes concerns about losing a job while
dangerous injury or death on about losing a job while trying to leave a violent
the job trying to leave a violent spouse or partner.

spouse or partner. ) _ )
Reduces financial strain from

chronic illness or injury.

Research or Recommendations from National Organizations

Access to paid sick leave saves lives, according While it does not provide a recommended amount,
to a 2022 study published in the American the American Medical Association strongly
Journal of Preventive Medicine. Workers paid encourages private employers to offer paid sick
sick days are more likely to access preventative and medical leave and allow employees to use
health care services, and each additional hour that leave to care for children when they are sick.”

of mandated paid sick leave is associated

with a significant reduction in mortality due to
suicide and homicide for men, and for homicide
and alcohol-related deaths for women.™

The American Public Health Association
has also issued a statement of support
for national paid sick leave.?®
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Range of Practices in the United States

Nearly one in five employees—and three in five
low-wage employees—do not have access to paid
sick leave through their employer.?

A 2017 Bloomberg BNA survey shows that 37
percent of employers who offer sick leave have
policies that include safe leave for victims of
crimes, domestic violence, assault, or stalking.??

Eleven states have enacted paid safe leave laws.
North Carolina does not have a safe leave law but
does mandate that employers provide “a reasonable
period of leave” for victims of domestic violence to
obtain a court order or obtain relief. Under the NC
statute, leave does not need to be paid.

As of 2015, federal contractors must provide at
least seven days of paid sick and family medical
leave to employees for preventative care, an
existing health condition, illness, or injury.

The US is one of the few developed, industrialized
nations that does not require paid sick leave by
federal law, leaving millions of workers with no
choice but to go to work while sick or stay home
unpaid and risk losing their jobs.

Eighteen states and the District of Columbia have
a law requiring employers to offer paid sick leave
to employees.?®* Other states, such as Georgia and
Minnesota, have a “kin care law” that requires
employers who offer paid sick leave to their
employees to allow employees to use that time to
care for family members. Neither the state of North
Carolina nor any jurisdictions within the state have
a sick leave law or a kin care law.
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Family and Medical Leave

Family and medical leave allows employees to take paid time off to care for a long-term
medical issue for themselves, their children, or a loved one or to address needs during a
long-term absence from work, such as a military deployment.

Benefits to Employers®* Benefits to Children?® Benefits to Parents/Families?®

Increases productivity Encourages use of Encourages use of

preventative health care preventative health care
Does not impact profits

Children recover more quickly Workers recover from
Increases retention, reducing from illness and injury when disability, illness, or injury
turnover costs parents are available to care more quickly

for them

Reduces employee
absenteeism

Provides healthier work
environment

Reduces health care costs
Workers recover from
disability, illness, or injury

more quickly

Increases loyalty

Research or Recommendations from National Organizations

While it does not provide a recommended ¢ Paid personal medical leave should also be
amount, the American Medical Association made available on a part-time and intermittent
strongly encourages private employers to basis for workers in the chronic phases to
offer paid sick and medical leave and allow encourage follow-up and ongoing care.

employees to use that leave to care for

children when they are sick or injured.?’ ¢ For children, parental presence is important

for the full duration of the illness; however,
during periods of recovery, this care can be
split between parents or other close caregivers.
Employers should work with employees to
determine an optimal schedule of paid time

off based on the child’s illness or injury.

The duration of paid leave that is necessary
for employees to care for themselves,

their child or a loved one, during a long-
term illness or injury varies greatly,
according to the World Policy Center:?8

¢ For personal medical leave, six months is
important to cover severe illnesses, such
as cancer that requires chemotherapy and/
or radiation treatment. However, some
workers may be able to return to work part-
time or intermittently while undergoing
treatments, and leave can be shorter
for less serious injuries or illnesses.
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Range of Practices in the United States

Just 15 percent of workers have access to paid
leave to care for their own long-term illness or the
long-term illness of a child.?®

As of 2015, federal contractors must provide at
least seven days of paid sick and family medical
leave to employees for preventative care, an
existing health condition, illness or injury.

The US is one of the few developed, industrialized
nations that does not require paid family and
medical leave by federal law.

Thirteen states and the District of Columbia have
now passed legislation to create paid family and
medical leave programs.3°

While paid military leave is available to all
public sector employees, just 30 percent of
private businesses offer paid military leave,
with large variations across industries and job
responsibilities.®

Under NC law, employers are required to offer
unpaid leave for employees called into active or
emergency military duty. The statute does not
specify how much leave may be taken, but the
amount of leave is typically determined by the
length of the employee’s military service. Paid
leave is not required.
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Parental Involvement Leave

Short-term paid leave that allows a parent to take an afternoon or a day off to attend a
school performance or athletic event, volunteer at a child’s school or otherwise take care of

a child’s needs.

Benefits to Employers>?

Improves productivity
Increases retention

Reduces complaints of
discrimination towards
employees with caregiving
responsibilities

Improves workplace climate

Benefits to Children®? Benefits to Parents/Families>*
Improves regular school Decreases stress
attendance
Increases engagement in
Improves grades and test children’s education
scores

Reduces behavioral/mental
health problems

Earlier identification of
learning problems

Improves likelihood of high
school graduation

Improves likelihood of
attending college

Research or Recommendations Range of Practices in

from National Organizations the United States

According to the National Education Association, Nationwide, ten states and the District of Columbia
children whose parents have time to support their require employers to provide access to school
social, emotional and academic development: involvement leave. This leave may be paid or

¢ earn higher grades and test scores, and
enroll in higher-level programs;

¢ attend school regularly;

unpaid depending on state law.*®

Under North Carolina law, workers are guaranteed
four unpaid hours per year for involvement with
children’s school activities.

¢ have better social skills, show improved

behavior, and adapt well to school;

¢ are more likely to graduate and go on to

post-secondary education.
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Family-Sustaining Wage

A family-sustaining wage is the income a family needs to cover minimum necessary
expenses, including food, child care, health care, housing and transportation.

Note: The term “family-sustaining wage” is used because it encapsulates the needs of working
families. Living wage is often used when referring to the wage a single individual would need
to meet necessary expenses, though sometimes the two are used interchangeably.

Benefits to Employers®6*'

Drives economic growth

Aids in job creation and
supports small business
growth

Increases employee morale

Improves employee health,
which leads to fewer
absences from work

Improves productivity

Lowers turnover and
improves retention

Improves quality of service

Benefits to Children*2>°

Lowers infant mortality rates

Improves brain development
and cognitive ability

Improves mental health

Improves school performance
and test scores

More likely to graduate high
school and attend college

Less likely to be recipients of
public assistance

Improves physical health,both
short and long-term

Lengthens lifespan

Lowers risk of abuse and
neglect

Benefits to Parents/Families

51-60

Reduces financial stress

Improves mental health and
reduces overall stress

Lenghthens lifespan
Improves overall health

Reduces tobacco and alcohol
use

Stabilizes housing

Stabilizes child care and allows
parents to afford high-quality
care

Lowers the risk of abuse

Advances economic mobility

Research or Recommendations from National Organizations

The amount families need for a sustaining wage
varies by county/metropolitan area and family size.

calculations:

Below is a summary of family-sustaining wage

To find a calculator of family-sustaining
wages by county and family size, visit the
Massachusetts Institute of Technology’s (MIT)

Living Wage Calculator.

To determine the average family budget in
your county or metropolitan area, visit the
Economic Policy Institute’s Family Budget

Calculator.

North Carolina’s minimum wage is $7.25 per hour.
While the formulas used to determine exact dollar
amounts for family-sustaining wages can vary, all of
the data is clear—North Carolina’s minimum wage is
not a living wage or a family-sustaining wage.

According to the MIT Living Wage Calculator,
a single adult with one child in North Carolina
needs $37.37 per hour to earn a family-
sustaining wage.

Just Economics, which runs the largest

voluntary living wage certification program

in the United States, calculates a living wage
(for one adult without children) of $23.15 per
hour for Buncombe County; MIT’s Living Wage

Calculator sets a living wage of $24.61 per hour

for Buncombe County.

According to the Economic Policy Institute’s
Family Budget Calculator, the cost of living

for a one-adult, one-child household in North
Carolina ranges from $4,743 per month (just
under $25 per hour) in Burke County to
$6,460 per month (just under $33 per hour) in
Currituck County.


https://livingwage.mit.edu/states/37
https://livingwage.mit.edu/states/37
https://www.epi.org/resources/budget/
https://www.epi.org/resources/budget/
https://livingwage.mit.edu/states/37
https://www.justeconomicswnc.org/living-wage-certification/eligibility/
https://livingwage.mit.edu/counties/37021
https://livingwage.mit.edu/counties/37021
https://www.epi.org/resources/budget/

Range of Practices in the United States

e In 2023, 42 percent of North Carolina working
adults age 25-44 did not earn a family-
sustaining wage.®

* Onein five children in North Carolina live
in poverty. This disproportionately impacts
children of color.®?

e The federal minimum wage of $7.25 has
remained stagnant since 2009, the longest
stretch in history without an increase since a
minimum wage was established.®?

e According to the Consumer Price Index, the
spending power of one dollar in 2024 is only
70 percent of what it was in 2009.54

SAMPLE POLICIES

Parental Leave

North Carolina Early Childhood
Foundation: https://familyforwardnc.com
sample-policy-parental-leave

Sick and Safe Leave

Template Policy from the Center for Law
and Social Policy: https://familyforwardnc.
com/sample-policy-paid-sick-and-safe-leave
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Currently, 34 states, territories and districts
have minimum wages above the federal
minimum wage, but North Carolina’s minimum
wage remains at $7.25 per hour, far below
what is required for families to cover their
living expenses today.%°

Families headed by women and Black, Latino
or Hispanic individuals are much more likely
to be struggling economically and work in
minimum wage and low-wage jobs.¢

Family and Medical Leave

Template Family and Medical Leave
Policy: https://familyforwardnc.com/
sample-policy-paid-family-and-medical-leave/

Parental Involvement Leave

Template Parental Involvement
Leave Policy: https://familyforwardnc.com/
sample-policy-paid-parental-involvement-

leave/


https://familyforwardnc.com/sample-policy-parental-leave/
https://familyforwardnc.com/sample-policy-parental-leave/
https://familyforwardnc.com/sample-policy-paid-sick-and-safe-leave/
https://familyforwardnc.com/sample-policy-paid-sick-and-safe-leave/
https://familyforwardnc.com/sample-policy-paid-family-and-medical-leave/
https://familyforwardnc.com/sample-policy-paid-family-and-medical-leave/
https://familyforwardnc.com/sample-policy-paid-parental-involvement-leave/
https://familyforwardnc.com/sample-policy-paid-parental-involvement-leave/
https://familyforwardnc.com/sample-policy-paid-parental-involvement-leave/

CASE STUDY

Pocket Prep

Locations: Durham, NC and Seattle, WA ¢ Number of Employees: 31

Heidi Baggerman and Devin Brooks understand what
it’s like being new parents, from the joys of that first
baby smile—you know the one—to the sleepless
nights. But Heidi and Devin, who are colleagues at
Pocket Prep, are lucky because they both work for a
Family Forward NC Certified Employer.

Pocket Prep creates effective, convenient, and
engaging test prep apps for more than 130
standardized exams—from nursing to finance
to the automotive industry. The company is
headquartered in Seattle, though most of its
employees live in Durham, North Carolina.

But more importantly, Pocket Prep is an
organization that values working parents and puts
its employees first. Pocket Prep became a Family
Forward NC Certified Employer in 2023.

The Power of Paid Family Leave

Heidi, Pocket Prep’s director of design, joined the
company in 2019. Then, she was the company’s
solo designer and Pocket Prep had fewer than 10
employees. Now, Heidi leads a team of five, and
the company has grown to 31 employees.

Heidi says the support she receives from Pocket
Prep makes her role as a working mom possible.
“Honestly, | think it’s why I’'m still in the workforce
and have a job. If | wasn’t supported, | don’t think
I’d be in the workforce at the moment,” Heidi says.

At the start of the pandemic, Heidi and her
husband temporarily moved to Colorado so her
partner could complete a graduate degree. That’s
when she really saw Pocket Prep’s family-friendly
values firsthand. “One of the first things Pocket
Prep did was support our move and allow me to
work remotely,” Heidi says. Since COVID-19, the
company has maintained a hybrid working model
for its employees.

While in Colorado, Heidi found out she was having
a little boy—her first child. She worked directly
with co-founder Ken Gillette to establish Pocket
Prep’s first paid parental leave policy.

11

11

Through the policy—which has since been
updated—Pocket Prep employees receive 100
percent paid leave ranging from eight weeks for
non-birthing parents to 14 weeks for parents who
give birth.

As a dad, Senior Digital Marketing Analyst Devin
had experience with the non-birthing parent policy.

He says Pocket Prep’s paid parental leave helped
keep his family afloat financially while allowing
him and his wife to spend time with their daughter
after she was born. At the time, Devin’s wife
worked for an employer who didn’t offer paid
parental leave, so she had to take FMLA leave
following the birth of their first daughter.

Since Devin could take paid time off, he could
care for his family while worrying a little less
about finances.

‘It was a stressful time for us, which | think a lot of
new parents understand. Pocket Prep was able to
take the stress out of the work situation, at least,
and let me fully focus on my family,” Devin says.

When his wife was pregnant with their second
daughter, Nadia, Devin says his colleagues
and managers at Pocket Prep continued being
supportive and caring.

‘The entire organization, including both owners
and my team, were very compassionate,” he

says, “especially with our second child, when | was
juggling our toddler and helping my wife, who was
having a pretty rough pregnancy.”

Supporting Parents as They Come Back to Work

Employees at Pocket Prep have some flexibility
in how they choose to return to work after leave.
Heidi chose to take four weeks to ramp back
up and take the opportunity to settle into her
role as a working mom—an option she really
appreciated having.
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CASE STUDY

Pocket Prep

Locations: Durham, NC and Seattle, WA ¢ Number of Employees: 31

“Your whole life is just so different and
unpredictable after having a baby. That transition
time was so huge. It felt like such a kind,
approachable way to return to work,” she says.

Devin, whose children are a little older, says Pocket
Prep’s family-first culture means he can continue
spending time with his family when he needs to.
That’s why Devin, who has been with Pocket Prep
for nearly four years, has no plans to leave.

SAMPLE BENEFITS AT POCKET PREP

Paid parental leave (14 weeks for birthing
parents; 8 weeks for non-birthing parents)

100% coverage of healthcare premiums

Remote and flexible work options

“Being able to put my family first has made it

a much more stress-free time with my family.
My relationship with my kids, with my wife,

have benefited,” he says. “We all have better
relationships because the company allows me to
have flexibility and put my family first.”

Devin and Heidi share the same key takeaway:
when you take care of your employees, you're
building a stronger team—one that cares about
their organization and helps it succeed.

Paid caregiver leave (8 weeks outside of
parental leave to care for a spouse, child,
parent, or sibling who needs care for a serious
health condition)
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Flexible Work & Scheduling

Flextime

A flexible work schedule allows employees to choose when they work,

as long as they put in their hours every week.

Benefits to Employers®’

Benefits to Children®®

Benefits to Parents/Families®’

Increases productivity
Improves the bottom line
Improves recruitment

Increases retention, reducing
turnover costs

Reduces employee
absenteeism

Improves relationships with
co-workers

Increases morale, loyalty,
commitment

Increases overall job
satisfaction

Improves physical and social
emotional health, through
parental stress reduction

Reduces obesity

Improves education,
through increased parental
engagement

Improves health

Increases happiness and job
satisfaction

Reduces stress

Allows employees to care
forvsick or elderly family
members

Improves family economic
security

Research or Recommendations from National Organizations

A significant amount of research indicates that
flexibility in all forms is one of the most beneficial
policies to help employees balance family and
work. Having some control over when or where
to work allows workers to juggle the demands

of long hours and care for children, according

to the National Council on Family Relations.”®

Research shows that employees prefer flexibility
in their work arrangements, with 81 percent

of working adults saying that flexible hours
and schedules were top priorities. Thirty-three
percent of service-facing employees say they
greatly valued flexible start and end times.”
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A 2024 survey of HR professionals shows
that businesses also prioritize flexibility
for their employees as a key retention
and recruitment strategy, with 70 percent
calling it very or extremely important.”?

In North Carolina, about eight in ten of all
employees see flexible work hours and schedules
as an important family-friendly practice. Younger
employees see them as more important.”®




Range of Practices in the United States

The pandemic reinforced and strengthened
employee’s desire to have more flexibility in

their work schedules to accommodate family
matters, medical appointments, and other
personal needs. In response, many businesses
have expanded access to flexible work schedules,
although primarily for higher-income.”#

Fifty-seven percent of wage and salary employees
in the U.S. have some sort of flexible work
arrangement, with the ability to vary start and
stop times. Of these workers, 35 percent could
frequently change their schedule, 46 percent could
occasionally change their schedule, and only 19
percent rarely had the opportunity to change their
schedule. Less skilled, low-wage, and part-time
workers are less likely to have flexible schedules.”®

In order to have a more flexible schedule,
many people are turning to what’s known as
gig work, primarily through digital platforms
or app-based gig work. However, research
shows that the majority of gig workers
would still prefer to have employer-provided
benefits and worker protections.”®

Lower-income individuals are more likely

to be driven to gig work out of necessity,

with Black and Hispanic or Latino workers
providing a disproportionate share

of digital labor platform work.””
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Working from Home/Telecommuting

Telecommuting allows employees to work from home or some other remote site

some or all of the time.

Benefits to Employers’®

Benefits to Children and Parents/Families’®

Increases productivity

Reduces real estate and overhead costs
Increases net worth

Increases retention, reducing turnover costs
Increases employee loyalty

Employees can work more hours before
experiencing work/family conflict

Reduces employee absenteeism

Saves money during emergencies and weather-
related disruptions

Saves employees time
Increases job satisfaction
Reduces reports of physical and mental fatigue

Offers large benefits for disabled or temporarily
disabled workers

Research or Recommendations
from National Organizations

A significant amount of research indicates that
flexibility in all forms is one of the most beneficial
policies to help employees balance family and
work. Having some control over when or where
to work allows workers to juggle the demands of
long hours and care for children, according to the
National Council on Family Relations.8°

Research suggests that telecommuter job
satisfaction is maximized when telecommuting
occurs at moderate levels—about two days per
week.®' However, the majority of employees who
work remotely some of the time say they would
prefer to spend more time working from home
than they currently do.8? Each employee is unique,
so employers should work with individuals to find
the right fit.

Range of Practices in
the United States

The COVID-19 pandemic upended U.S. workplaces,
dramatically increasing the number of employees
working remotely. Prior to the pandemic, only 7
percent of employees worked remotely full-time.
As of 2023, 35 percent of employed adults with
jobs that can be done from home are working
remotely full-time, 75 percent are working
remotely at least some of the time, and 41 percent
are working a hybrid schedule comprised of some
remote work and some in-office work time.8?

Of employees who work remotely at least some
of the time, 46 percent say that if their employer
no longer allowed them to work from home, they
would be unlikely to stay at their current job.8*

For parents with young children, working remotely
offers an improved work-life balance and the
flexibility to attend to the needs of their household.
However, less-skilled, low-wage, and part-time
employees are much less likely to have a job that
can be done from home or have access to flexible
or remote work, increasing the burden on low-
income families who have fewer resources.®®
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Job Sharing and/or Part-Time Work

In a job share, two or more employees share a single position, each working a

fraction of the necessary time. Job sharing allows employees to hold a position and still

have time to spend with children or take care of other family responsibilities. A full-time
employee might be allowed to shift to part-time—either as part of a job share, or simply
as a reduction in working hours—and still continue in the same position. This shift can be

temporary or permanent.

Benefits to Employers®®

Benefits to Children and Parents/Families®’

Increases productivity
Increases net worth
Increases retention, reducing turnover costs

Increases job satisfaction

Increases job satisfaction

Provides more time to meet family needs

Research or Recommendations
from National Organizations

A significant amount of research indicates that
flexibility in all forms is one of the most beneficial
policies to help employees balance family and
work. Having some control over when or where
to work allows workers to juggle the demands

of long hours and care for children, according

to the National Council on Family Relations.®®

Keys to making a job share work, according
to the Harvard Business Review:#

¢« Choose partners who can easily
communicate and collaborate.

¢ Decide a model for dividing the
work—by task, or by day.

¢ Communicate often and clearly.
¢ Make sure management is on board.

¢ Manage expectations and be prepared
to battle bias that employees who
job share are less committed.

e Give the process time to work out any issues.

Part-time workers—especially in low-wage jobs—
have traditionally had less flexibility and other
family-friendly benefits, increasing the burden

on families who have fewer resources. Thirty-six
percent of part-time low-wage earners do not have
access to any combination of paid personal leave,
sick leave, or family leave.®® The Equal Employment
Opportunity Commission (EEOC) recommends
giving part-time workers proportionate wages and
benefits compared with full-time workers, along
with proportionate credit for relevant experience
needed to qualify for promotions, training
programs, or other employment opportunities.”

Range of Practices
in the United States

Nine percent of employers have a job share
policy—a percentage that’s held relatively steady
for many years.??

Nearly 21 percent of American workers are part-time,
defined as working fewer than 35 hours per week.%®

The number of people choosing to work part-time
has grown significantly, due in large part to high
levels of stress and burnout during the pandemic,
as well as a younger workforce that has a different
set of expectations for work-life balance and
workplace culture.®*

As more people seek out part-time work and
job sharing arrangements, employers across

all industries—from tech to manufacturing—are
exploring ways to accommodate the flexibility
needs of their employees in order to recruit and
retain skilled and experienced workers.%®

Part-time workers have less access to flexibility
overall (39 percent), as do low-wage workers.%¢
This can be extra stressful for low-wage workers,
who are just as likely to have responsibilities for
child care as high-wage employees but have fewer
financial resources and are less likely to have a
partner or spouse who can share family work.®”




Predictable Scheduling

Predictable scheduling involves ensuring that employees have some control over their
scheduled working hours, not changing work schedules without employees’ consent, and/or
giving employees advanced warning about changes to their work schedules.

Benefits to Employers®®

Benefits to Children and Parents/Families®?'°°

Increases productivity
Increases retention, reducing turnover costs
Reduces employee absenteeism

Increases morale, loyalty, commitment

Allows employees to plan for child care, school
activities, health care visits and transportation

Leads to better child development outcomes
because of more stability for childcare
arrangements, which improves cognitive

and behavioral outcomes and language
development

Lowers stress for parents and improves overall
healthy behaviors

Increases family economic security, due to
predictable pay

Allows employees to care for sick or elderly
family members

Research or Recommendations from National Organizations

The National Women’s Law Center, a nonprofit
that advocates for equality and opportunity for
women and families, recommends:™

¢ Allowing employees to have input into their
work schedule.

¢ Providing at least two weeks’ notice of work
schedule.

¢ Discouraging last-minute schedule shifts.

¢ Expanding opportunities for part-time workers,
including a minimum hour guarantee and
opportunity for promotion.

In 2018, Oregon became the first state to pass a
“fair scheduling” law, and several states, including
North Carolina, have introduced predictable or fair
scheduling legislation. North Carolina’s proposed
legislation would require employers to post work
schedules 14 days in advance and would mandate
a specified amount of “predictability pay” if
changes are made to an employee’s schedule
within seven days of a shift.

Women are disproportionately affected by the
problems caused by unstable schedules because
women not only hold the majority of low-paid jobs
but also still shoulder the majority of caregiving
responsibilities.’?? Parents with fluctuating or
nontraditional schedules, which encompasses
about half of low-wage workers, have difficulty
accessing high quality, affordable, licensed child
care. Child care providers are typically unable to
accommodate last-minute scheduling changes or
variable hours and are much less likely to operate
during evening and weekend hours.'3

Parents who face job scheduling challenges
are more likely to use multiple child care
arrangements. Experts agree that stability in
child care arrangements is important for child
development.’©4

Young children of food and retail workers subject
to last-minute scheduling go an average of 15 days
per year without childcare or supervision, nearly
double the amount of those who are not subject to
last-minute scheduling.’®®
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Range of Practices in the United States

Almost three-quarters of hourly workers ages Across industries, more than two in five wage and
26-32, who are most likely to have young children salary workers know their schedules less than one
at home, report that their work hours fluctuate month in advance. Nearly one in five has no more
from week to week.'® than one week’s notice.'®”

Across industries, more than one-third of wage
and salary workers have employers who decide
schedules without their input. In retail and food
service jobs—two industries where unpredictable
scheduling practices are common—close to half of
employees report having little to no input into their
work schedules.

SAMPLE POLICIES

Flextime/Job Sharing Job Sharing/Part-Time Work

Template Policy for Flextime/Job Duke University Abbreviated Schedule or Part-
Sharing: https://familyforwardnc.com time Work Policy: https://familyforwardnc.
sample-policy-flextime-job-sharing/ com/sample-policy-part-time-work

Working from Home/Telecommuting Predictable Scheduling

List of Sample Policies from North Starbucks: https://news.starbucks.com/views
Carolina Telework: https://nctelework.org starbucks-approach-to-staffing-and-scheduling

sample-policies
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https://nctelework.org/sample-policies/
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CASE STUDY

Eastcut Sandwich Bar

Locations: Durham and Raleigh ¢ Number of Employees: 50

Since we published a case study on Eastcut
Sandwich Bar in 2021, the owners have utilized
Family Forward NC® ‘s resources, continued to
expand upon their family-friendly policies and
recently became a Family Forward NC® Certified
Employer. See the update at the end to learn
more about their current offerings and approach
to supporting employees and cultivating a family-
friendly workplace.

Eastcut Sandwich Bar started as the brainchild of
two guys from New York. Brad Bankos and Steve
Wuench bring the art of the delicatessen sandwich
to Durham in a comfortable and approachable way,
and that welcoming, family-friendly environment
extends to their employees, as well.

Their mission clearly states they are a “people
business” with a focus on offering fair pay, a safe
and comfortable work environment, and fostering
development and growth.

These values are what led Bankos and Wuench
to implement more family-friendly practices like
accrued paid time off and maternity packages

in an industry where both practices aren’t as
prevalent. Less than half of food service workers
have paid sick leave, and only 20 percent of all
workers have access to paid family leave.

Beyond following their values, Bankos and Wuench
both say adding family-friendly practices has led
to better business outcomes, too. Turnover has
gone down, and employees feel cared for, which
fosters loyalty and boosts morale.

“We feel like morale at Eastcut has improved over
the course of time as we’ve iterated on these
family friendly practices,” says Bankos.

These iterations are based on conversations and
feedback from their current staff and what would
help them. That’s how they began to form a
maternity package.

When Eastcut’s Front of House Manager Tricia
Buzzelli became pregnant during the COVID
pandemic, Bankos and Wuench started talking
with Buzzelli about her needs and how they could
accommodate her as an expectant mother. “They
wanted to support me through my pregnancy and
wanted me back after,” says Buzzelli.

Tricia Buzzelli and family

This kind of support is invaluable to her. As she

puts it, “I could go find another job, but | wouldn’t
find people who care about me and want me to be
successful as a working mom as much as they do.”

Bankos and Wuench eventually offered Buzzelli
two weeks (80 hours) of pay at $15.00 an hour—
unprecedented in the restaurant industry. “It was
only a couple weeks,” says Wuench, “but we
thought it was the right thing to do. | think it’s part
of a broader theme of what we want to accomplish
in 2021.”

As Bankos and Wuench look forward, they have
altered their paid time off policy and are figuring
out how to incorporate health care into their
benefits suite. When the COVID-19 pandemic
hit, they knew they had to provide a way for all
of their employees to take the time they needed
to care for themselves and their families. They
extended their paid time off accrual benefit to all
employees—part-time and full-time. “When we
announced this broader initiative,” says Wuench,
“we received a lot of positive feedback.”

Beyond what Bankos and Wuench call their
“human reasons” for making these changes, the
owners of Eastcut have also seen economic
benefits to implementing family friendly policies.
“We’ve seen clear results,” says Bankos, “Our
turnover data has really gone in the right direction,
and we’ve been able to attract stronger, more
motivated and stable talent.”
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CASE STUDY

Eastcut Sandwich Bar

Locations: Durham and Raleigh ¢ Number of Employees: 50

“When | go to work,” says Buzzelli, “everyone’s
happy. Everyone supports everyone. And that
comes from the top down.”

This kind of environment had made all the
difference for Eastcut employees. “Sometimes you
can feel like a slave to the industry,” says Buzzelli,
“But if restaurants widely adopted family friendly
practices like maternity leave, health insurance,
and paid time off, | think people would feel valued
and thanked.”

A 2025 Update

In the past four years, Eastcut has continued to
make strides in offering their employees a range

of benefits that are rare in the restaurant industry.

All of their policy decisions have been made
based on continuous feedback and conversations
with their team, leading to higher levels of
employee satisfaction as well as economic
benefits for the business.

Flexible and predictable scheduling is one of the
most important benefits for hourly employees
with young children. Eastcut makes every effort
to accommodate employee’s requests in order

to help everyone achieve a better work-life
balance. This means everything from scheduling
around regular school commitments, to balancing
temporary requests, to being flexible on arrival

times when necessary. Furthermore, after
feedback from full-time employees, Eastcut is now
closed on Mondays, so that everyone can operate
on a five-day work week and have a couple of
guaranteed days off each week.

Additionally, their paid parental leave policy is now
six weeks at 100% pay for both part-time and full-
time employees. Employees have been very happy
to have this benefit during such a critical time in
their lives. And although the business is taking on a
level of risk, Wuench explained, “It has overall been
a very positive experience as the employer, and we
just see it as the cost of talent management.”

Eastcut has also expanded their Paid Time Off
benefit for all employees and have added an
additional eight hours of paid volunteer time.

They have also moved to a weekly payroll system,
understanding that many employees - especially
hourly employees - cannot afford to wait two or
more weeks for a paycheck. After conversations with
staff, they have also begun to offer a $150 health
insurance reimbursement for all full-time employees.

“This is a constant evolution,” said Wuench,
explaining that at Eastcut, the employees always
come first. “If you want to attract talent you need
to stand out, and we believe we do that with a mix
of lifestyle and other perks.”

SAMPLE BENEFITS AT EASTCUT SANDWICH BAR

Flexible and Predictable Scheduling*
Paid Time Off*

Paid Parental Leave*

Weekly direct deposit*

Healthcare Reimbursement Program*
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Competitive living wage, with potential for
performance bonuses

Employee dining program

Ongoing training in restaurant management
and financials

*Indicates benefits that have been added or expanded since 2021.




Health and Wellhess Benefits

Health Insurance and Wellness Benefits

Health benefits can include health and dental insurance, as well as on-site wellness centers, on-site fitness
centers, subsidies for joining a gym, and/or health- and fitness-oriented programs for employees’ children

or spouses.

Benefits to Employers'©® Benefits to Children'®®

Reduces payroll taxes and
workers’ compensation
premiums, and employer
contributions are tax-
deductible

Improves recruitment

Increases retention, reducing
turnover costs

Improves health through
increased access to health
care, including primary
care, dental care, needed
healthcare services, mental
health care, prescriptions,
preventive care, treatment
for chronic conditions, and
prenatal care (for mothers)

Benefits to Parents/Families'°

Improves health, through
increased access to health
care, including greater access
to primary care, preventive
screenings, ambulatory care,
prescription medications and
chronic disease care; greater
medication adherence; and
higher rates of diagnosis

Reduces depression
Improves self-reported health

Improves family economic
security

Research or Recommendations from National Organizations

Uninsured newborns are more likely to
be born at a low birth weight and are
more likely to die than insured newborns.
Uninsured women are more likely to have
poor pregnancy and delivery outcomes.™

The American Academy of Pediatrics
recommends quality, affordable health insurance
for all children up to age 26 that includes
coverage of essential pediatric benefits, such

as prenatal and newborn care, postnatal

home visits, preventive and wellness services,
and urgent and emergency care, along with
services for dental treatments, behavioral and
mental health care, reproductive health, and
treatment of substance abuse disorders.

The cost of healthcare in the U.S. has risen to

a record high since the COVID-19 pandemic,
and nearly half of employers expect healthcare
costs will exceed budget projections this year.

The 2024 Best Practices in Healthcare Survey
from insurance brokerage and advisory

firm Willis Tower Watson shows that many
employers are reaching beyond traditional
cost-shifting strategies to improve healthcare
affordability and employee health:™

¢ Fifty-two percent of employers plan to
implement programs that will reduce
total costs, and just as many (51 percent)
intend to adopt plan design and network
strategies that steer to lower-cost, higher-
quality providers and sites of care.

¢ Only 34 percent expect to shift costs
to employees through premium
contributions, and just 20 percent will
promote account-based health plans
or high-deductible health plans.

¢ Twenty-one percent of employers are planning
for or considering promoting drug discount
cards or direct-to-consumer prescription
delivery to lower out-of-pocket costs.
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Range of Practices in the United States

Nearly all private employers in North Carolina with
50 or more workers (96 percent) offered health
insurance to at least some of their employees in
2023. But only one in four (25 percent) of private
employers with fewer than 50 employees offered
health insurance.™

In 2023, private employers with fewer than 500
employees paid an average of 68 percent percent
of health care premiums for their employee family
coverage, and private employers with 500 workers
or more paid an average of 76 percent.™

About a quarter of private businesses (26%) now
offer some health insurance benefits to part-time
workers.">

Health care costs are prohibitively expensive

for many American workers. A survey of the
Federal Reserve Board showed that 37 percent of
Americans could not cover an emergency expense
of $400 or more. Twenty-six percent of Americans
with access to health insurance went without
medical treatment because they couldn’t afford it."®

— . .
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Among firms offering health benefits in 2023, 90
percent of small businesses and 94 percent of
large businesses offered dental insurance, with 60
percent of those making a contribution toward
the cost of coverage. Additionally, 80 percent of
small firms and 88 percent of large firms offer a
vision insurance program to their workers, with 35
percent of those making a contribution toward the
cost of coverage."”

Nearly half (47 percent) of all US workers have
access to some form of wellness program." Most
large firms now offer some form of wellness
program to help improve the health of workers
and their family members, increase productivity,
and reduce health care spending. In 2024, 54
percent of small firms and 79 percent of large
firms offering health benefits offered one or more
wellness programs, such as programs to help
them stop smoking or lose weight, or lifestyle and
behavioral coaching.m™

=




Employee Assistance Programs (EAP)

An Employee Assistance Program (EAP) helps employees navigate life challenges, adverse events, stress,
and other issues that affect mental or emotional well-being. EAPs are typically voluntary and free to
employees. In most cases, EAPs are also available to employees’ dependents and families.

Through EAPs, employees can access assessments, counseling, referrals and follow-up services to address
issues such as child or elder care disruptions; alcohol or substance abuse; stress or grief; family problems;
and financial or legal questions. Many EAPs also help organizations prevent and cope with workplace and
partner violence, trauma and other emergency situations.

Benefits to Parents/Families™?"'

Benefits to Employers™°'*! Benefits to Children'??12

Increases productivity Improves mental health and

lowers stress

Improves financial stability

Results in fewer absences Stabilizes child care
Improves overall health and

Reduces absences from work

Improves engagement

Creates a safer workplace by
lowering the risk of violence
and a reducing workplace
accidents

Lowers healthcare costs
Develops managers’ and

employees’ ability to manage
workplace stress

well-being

Improves school performance
and test scores

Lowers behavioral challenges

Lowers violence within
families

Supports children
experiencing violence within
their family

Lowers stress and alcohol and
substance abuse

Improves mental health

Improves overall health and well-

being

Supports employees experiencing

violence within their family

Lowers turnover costs

Research or Recommendations from National Organizations

According to the Society of Human Resources
Management, EAPs are typically offered at

no cost to employees by stand-alone vendors

or providers. Services should be flexible and
available via phone, video-based counseling,
online chatting, e-mail interactions or face-to-
face. Many healthcare providers offer or partner
with EAP providers, and many professional
associations also offer access to EAP programs.'®?

Employee Assistance Programs provide
support to families to address all types of
mental health challenges—and poor mental
health is a matter of national concern.

Nearly 1in 5 American adults
will have a diaghosable mental
health condition in any given
year,* and parents’ mental
health is inextricably linked with
their child’s mental health.®

EAPs also help working parents by strengthening
economic supports and addressing emergency
situations—including interpersonal intimate
partner violence, lack of child care, and other
safety issues—that can lead to their children
experiencing what’s known as Adverse Childhood
Experiences (ACEs). When children are exposed
to stress and trauma, it negatively impacts their
development and can have lifelong effects on
health, well-being, and opportunity. Strengthening
support for families can help to prevent ACEs

by creating safe, stable, nurturing relationships
and environments for children and families.™®

Promote your program heavily. Stigma
surrounding mental health keeps some
employees from using their EAP program, but
often, companies don’t promote the programs
enough for employees to know they exist.’s¢
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Range of Practices in the United States

In the U.S,, nearly all (98 percent) of mid to large
companies offer Employee Assistance Programs,
but only about four percent of employees use
them each year.”™”

People who work for small businesses with fewer
than 100 employees are much less likely to have
access to EAPs (32 percent).’®®
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According to the U.S. Bureau of Labor Statistics,
61 percent of all workers had access to an EAP as
of March 2024. However, that number drops to 42
percent for part-time employees and 44 percent
for employees who earn the lowest wages.™®




Flexible Spending Accounts

A Health Flexible Spending Account (FSA) is a pre-tax benefit account in which employees put money into
that can be used to pay for certain out-of-pocket health care costs, tax-free. A Dependent Care Flexible

Spending Account (DCFSA) or dependent care reimbursement account, is a pretax benefit account used to
pay for eligible dependent care services, such as child care, preschool, and before or after school programs.

Benefits to Employers'“®

Benefits to Children'

Benefits to Parents/Families'*?

Increases productivity
Reduces payroll taxes
Improves recruitment

Increases retention, reducing
turnover costs

Eases administration

Improves health, through
increased access to health
care, including primary

care, dental care, needed
healthcare services, mental
health care, prescriptions,
preventive care, treatment for
chronic conditions, prenatal
care (for mothers)

Improves education and

Improves health, through
increased access to health
care, including greater access
to primary care, preventive
screenings, ambulatory care,
prescription medications, and
chronic disease care; greater
medication adherence; and
higher rates of diagnosis

Reduces stress

Improves morale oV
cognitive development by

making child care more
affordable

Improves work/life balance
Reduces depression
Improves self-reported health

Improves family economic
security

Research or Recommendations from National Organizations

Employers who want to set up a health
flexible spending account should:3144

There are four options to help you
set up FSAs for employees:

¢ Use an online software that also offers
FSA benefits. This is best if you’re currently
only doing payroll and want to add
benefits with little additional expense.

¢ Understand the benefits and the risks.
Tax savings and the ability to write off
some administrative costs as normal
business expenses make FSAs attractive
to employers. However, employers should
understand rules around reimbursing
expenses, which can bring some risk.

¢ Contract with a professional employer
organization, which allows you to
give your employees benefits similar
¢ Get help. Employers should use a third- to those of a large company.
party administrator to establish and manage
accounts. Record-keeping requirements can
be extensive, and third-party administrators
are relatively low cost. Plus, having an external
administrator protects potentially sensitive
employee health information by keeping
that information away from coworkers.

*« Work with a private insurance broker that
offers FSAs along with health insurance.
This is best if you’re already working with a
broker and don’t mind doing administrative
work. Brokers likely won’t manage enrollment
paperwork and payroll deductions.

¢ Use a large insurance carrier, who also
can help manage FSAs. This works best
if you use a large healthcare company to
provide your health insurance. You can ask
your carrier to add on an FSA option.
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Often, employees who do not sign up for a

flexible spending account or dependent care
account do not participate because they are
confused about the benefit or unaware of it.

Below are some guidelines to help educate
employees on the benefits of each account.

* For FSAs:

»  Healthcare.gov: https://www.healthcare.
gov/have-job-based-coverage
flexible-spending-accounts

* For dependent care accounts:

»  Health Equity: https://www.

healthequity.com/learn/dcfsa

» Investopedia: https://www.investopedia.
com/articles/pf/09/dependent-care-fsa.asp

SAMPLE POLICIES

Range of Practices
in the United States

An estimated 47 percent of all workers in private
businesses have access to an FSA. But high-
income employees and employees in larger firms
are more likely to have access, with nearly one in
four low-income workers having access compared
to seven in 10 high-wage earners.™®

According to the Bureau of Labor Statistics, forty-
six percent of all workers in private businesses
have access to a dependent care reimbursement
account. Again, this benefit is much less likely to
be offered to low-income workers or workers at
smaller businesses.'#®

Per federal law, employees can contribute up to
$5,000 to dependent care accounts. As of 2024,
employees can contribute up to $3,300 for health
flexible spending accounts.”

Flexible Spending Account

Goodwill Northwest North Carolina 2018
Benefits Summary: https://familyforwardnc.
com/sample-policy-flexible-spending-account

Health and Wellness Benefits

https://resources.workable.com
employee-wellness-policy

Employee Assistance Programs

https://resources.workable.com
employee-assistance-program-policy
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CASE STUDY

Thompson Traders

Location: Greensboro * Number of Employees: 30

As a family-owned business with a strong focus
on work-life balance, Thompson Traders has
prioritized creating a supportive environment for
its employees. But when the company learned
about the opportunity to become a Family
Forward NC Certified Employer, they saw it as a
chance to solidify their commitment further and
set themselves apart in a competitive job market.

Thompson Traders brings the beauty and
craftsmanship of Mexico to American homes
with its hand-hammered sinks, bathtubs and
accessories. The Thompson family founded the
Greensboro company more than 20 years ago,
who drew inspiration from their Mexican heritage
and love of handcrafted products. Today, the
business is run by six family members spanning
three generations; employing more than 30 people
in the U.S. and manufacturing in eight countries
around the world.

Becoming a Family Forward NC Certified Employer
has allowed the company to live out its values,
creating a supportive environment that appeals to
current and prospective employees.

Steven Hewett and his family

“We were already doing many of the things that
the certification requires,” says Clifford Thompson,
president of Thompson Traders. “We’ve always
had a flexible and family-friendly culture, so it felt
like the right step to formalize these practices.”

Steven Hewett, the company’s warehouse
manager, has worked for Thompson Traders for
ten years. At one point, his wife, also worked at
the company’s customer service and the Accounts
Receivable (AR) departments. With two kids (ages
9 and 5), they both enjoyed the family-friendly
environment.

When she was breastfeeding, she used the
lactation room; and if one of their kids was sick at
home, they would tag-team work hours, so their
child wouldn’t be left home alone. They also felt
welcomed to take their kids to work, if there were
any daycare issues.

“If you have a problem, it feels like you’re talking to
a family member,” Hewett says. “They always listen
to me. Their doors are always open.”

The team’s only minor hurdle was formalizing their
employee handbook, but they used Handbooks (a
handbook builder to create employee handbooks
with updated federal, state and local policies) to
get everything straightened out. Filling out the
application inspired them to make changes to their
lactation room to ensure it gave breastfeeding
employees everything they needed to support
their baby’s health and well-being.

With the certification process complete, Thompson
Traders has proactively highlighted its family-
friendly policies and benefits in its marketing

and recruitment efforts. The company features

the certification on its website and social media
channels, and has found it to be a valuable selling
point when attracting new talent.

“We had a new team member join us in customer
service a couple of months ago, and we told

her about this and that was important to her,”
Thompson says. “She has a young child and needs
the flexibility we could offer,” Thompson says.
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CASE STUDY

Thompson Traders

Location: Greensboro * Number of Employees: 30

Thompson Traders has also been intentional Hewett says, “You don’t have to worry about
about offering benefits that support work-life missing a payment or paying any kind of late
balance, including 100% coverage of employee fee because it automatically drafts from your
healthcare premiums, paid time off and a unique paycheck. They don’t hesitate to help and it has
loan program to help workers meet unexpected given me peace of mind.”

financial needs. So far, about 70 percent of

Clifford Thompson is proud to offer this loan
employees have used the loan program.

program and encourages fellow business leaders
Hewett has taken out three loan—two to pay for to do the same.

car repairs; and the other was when he needed
extra money to pay for closing costs on a home.
He said it was a much better experience than
trying to take out a loan from a bank.

“We know that it can be hard to accumulate
wealth,” Thompsons says. “People live in a cycle of
paycheck-to-paycheck, but offering a no-interest
loan for ten months can give our employees a little
“They are very accommodating because you can bit of a breather.”

tell them how much you want taken out of your

paycheck each month to pay back the loan,”

SAMPLE BENEFITS AT THOMPSON TRADERS

Paid sick leave and vacation leave Remote and flexible scheduling

Lactation room Employee loan program

Medical: Pays 100% of the employee’s premium 401K retirement savings plan, with plans to
and a portion of dependents; contributes $600 introduce employer-matching contribution in
annually to each employee’s Health Savings the future

Account (HSA)
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Child Care

Supporting employee child care needs boosts the economy and
leads to better health and well-being for children and families.

Access to stable, high-quality early care and education is crucial to ensure children develop on track and are
prepared for school and life success. Yet working families in every county are struggling to find child care,
and even when care is available, it’s often unaffordable.

Amount of the total yearly income a low-income
parent spends on child care for one baby"s

¢ Every county in North Carolina is considered an infant and toddler child care desert, meaning there are
five or more children for every one space available in a high-quality program.'4?

¢ The supply of high-quality child care in North Carolina does not meet the demand. As of 2022, licensed
child care programs in the state only had space for 27 percent of infants and toddlers with working
parents, an issue that impacts both rural and metropolitan areas.™°

« Widespread shortages and high turnover among child care teachers - primarily due to low compensation
and lack of benefits - decrease the availability of child care for working parents and impact stability for
young children.™

e Child care for two children—an infant and a 4-year-old—costs families an average of $17,593 per year.
That’s 41 percent more than average rent in North Carolina.’®?

When parents and caregivers can’t find care, it impacts business and the economy.

¢ A lack of affordable, accessible, and high-quality child care often forces parents—particularly mothers—to
leave the workforce, reduce their paid work hours, or pass up promotions or professional development
opportunities.’>®

¢ Maternal labor force participation rate is three percent lower in areas that are child care deserts than
those that have adequate child care.’™

caregivers of children 5 and younger have cut
hours, taken unpaid leave, left a job, or held
off a job search because of child care.

¢ Pre-pandemic, annual losses from inadequate child care cost NC families, businesses and the economy
$2.4 billion a year.”™ Now, that number is up to $5.65 billion.’®

¢ College students who are parents of young children face additional challenges when trying to further their
education, which can increase prospects for more employment opportunities. A student parent would
need to work 52 hours per week, on average, to cover child care and tuition costs at a four-year public
college or university in the U.S.™”

We’re in a double bind, and this crisis isn’t going to go away.
But the good news is that we can start to solve it today.
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Employers play an important role in addressing child care needs
for their employees.

Half of American women who are not in the labor force say that caring for children is the main reason
they’re not working. Of those women, 86 percent said that the high cost of child care was a factor in their
consideration about whether to enter or return to the workforce.™®

Percentage of all U.S. employees that had access
to child care through their employer in 2023.

Yet, in 2023, only 12 percent of all U.S. employers had access to child care through their employer. Low-
wage workers, who often have the greatest difficulty finding and paying for high quality child care, are less
likely to receive child care benefits at work. Only six percent of workers whose wages were in the bottom
10 percent had access to any child care benefit in 2021. More than eight in 10 working parents say they wish
their employer offered some sort of child care benefit.

The United States spends less on child care than almost every other
developed nation.

The U.S. spends roughly $500 a year per child on early childhood care, compared to more than $14,000 for
the average OECD country.’™®

The U.S. Department of Health and Human Services has estimated that affordable care should cost no more
than seven percent of a family’s total income. By this standard, only 12.4 percent of North Carolina families
can afford infant care. A parent earning minimum wage would spend nearly two-thirds of their annual
income on child care.
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Get Started

Need a first step?

Start with sharing our child care needs assessment with your employees to understand their
needs for child care, preference for care and what could help them: https://familyforwardnc.
com/wp-content/uploads/2022/03/Child-Care-Needs-Assessment 3-22.pdf

We understand that this is a complex issue, and you may need more support

If you’re ready to add child care services but need support, there are a number of partners
who know the industry and are available to help.

Partner with The North Carolina Child Care Resource & Referral Council

The Child Care Resource & Referral Council (CCR&R) enables families, practitioners and
communities to recognize, support and access high quality, affordable child care. Employer-
supported CCR&R services can be a cost effective option for an employer. There is a

tax credit available for CCR&R services, and services can be easily made available to all
employees—which allows employers to meet IRS rules. Available services include:

e Educational workshops and on-site classes for employees

¢ Referral services for employees, including reviews for specialized services for families with
additional needs, such as developmental delays, medical support, language needs, etc.

 Avreview of employers’ organizational work-life culture and guidance on developing
family-friendly policies and procedures.

e Guidance on employer-sponsored subsidies to help employees afford the cost of child care.
* Assistance setting up and implementing on-site child care.

Partner with Early Years (formerly Child Care Services Association)

Early Years is a nonprofit organization based in North Carolina that offers a wide range of
child care services and support for businesses, including:

¢ Early Years can manage an employer’s subsidy program. They work with employers to
decide what is covered; who can qualify; and what the parameters of the policy should be.

e Early Years can contract with the child care providers on behalf of employers.

e Early Years can support employers who are interested in providing on-site child care
with preparing an RFP to select a provider to operate a child care center

Connect with your local Partnership for Children

The North Carolina Partnership for Children, also known as Smart Start, was established in
1993 as a public/private partnership to provide statewide early childhood infrastructure.
Independent, private organizations work in all 100 North Carolina counties through the North
Carolina Partnership for Children and 75 Local Partnerships. Your local Smart Start Partnership
can offer helpful resources for employers, such as creating a child care referral list for parents
and connecting families to additional resources to support their young children.
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On-Site or Consortium Sponsored Child Care

On-site child care is located at an employers’ workplace and can be full-time care or back-up care.
Consortium sponsored child care is a partnership between employers to finance a child care program, often
run by a contracted operator and located near both workplaces. For both on-site and consortium care,
employers can subsidize the cost of care, or employers can ask employees to pay full cost for care.

Benefits to Employers'®' Benefits to Children'®2153

Increases retention, reducing
turnover costs

Allows tax credit of up

to 25 percent of facility
expenditures, plus 10 percent
of any resource and referral
expenditures, up to $150,000
in a calendar year; business
expense tax deductions for
remaining child care facility
expenses

Improves employee
performance and reduces
absenteeism compared to
when using off-site child care

Increases employment of
women

Increases employee loyalty

Improves overall health

Access to quality child
care improves high school
graduation rates, overall
educational attainment

Access to an on-site facility
may increase breastfeeding
duration, which offers a
health benefits for children
and mothers

Benefits to Parents/Families'®*

Improves family economic
security

Saves employees time

Highly ranked as a benefit, even
by employees who do not have
children

Access to an on-site facility
may increase breastfeeding
duration, which offers health
benefits for children and
mothers

Research or Recommendations from National Organizations

Employers who want to establish an
on-site child care facility should:

¢ Assess employee need. Employee input
is vital to ensuring that child care options
meet employee needs with regard to
availability, affordability and accessibility.
You can start by assessing need with this
employee survey. It is important to note
that it can take one to two years from doing
a feasibility study to opening a center.

¢ Explore the tax benefits. Providing child
care can be expensive, but many of
the costs can be taken as a deductible
business expense or as a tax credit.

« Identify a high-quality child care
vendor to provide the care.

e Connect with a provider currently operating an
employer child care facility. This will allow you to
learn more about operational costs and logistics.
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¢ Consult with your legal counsel to
understand the regulations surrounding
a child care facility on site.

Employers who want to explore
consortium-sponsored care should:

e Set clear policies and procedures that
ensure equity among coworkers and a
location that works for the group.

¢ Ensure enough availability for all
employees. You can start by assessing
need with this employee survey.

Employers considering child care benefits should
explore the tax benefits. Employers can receive
a tax credit of up to 25 percent of qualified child
care expenditures and 10 percent of qualified

child care resource and referral expenditures.
The credit is capped at $150,000, so employers
would need to spend about $430,000 total to
receive the full credit. Additional investments
beyond the cap are not deductible.



https://files.familyforwardnc.com/wp-content/uploads/2022/03/Child-Care-Need-Assessment.pdf
https://files.familyforwardnc.com/wp-content/uploads/2022/03/Child-Care-Need-Assessment.pdf
https://www.irs.gov/businesses/small-businesses-self-employed/employer-provided-childcare-credit
https://www.irs.gov/businesses/small-businesses-self-employed/employer-provided-childcare-credit

Subsidized/Reimbursed Child Care
or Child Care Referral

Employers who reimburse or subsidize employees child care—sometimes referred to as a child care
scholarship—pay all or part of approved arrangements and/or reserve slots at particular facilities for
employees’ children. Through child care referral, employers offer resources to parents to help them find
child care in the area.

Benefits to Employers'®® Benefits to Children'®® Benefits to Parents/Families'®’
Increases retention, reducing Improves overall health Improves family economic
turnover costs security

Improves education
Reduces employee tardiness Provides an option for summer
and absenteeism care for school-aged children

Increases employment of
women

Increases employee loyalty

Research or Recommendations from National Organizations

Subsidized/Reimbursed Care Employers considering child care benefits should
explore the tax benefits. Employers can receive
a tax credit of up to 10 percent of qualified child
care resource and referral expenditures, which
can help offset the cost of providing referral
services to help employees access care. The
credit is capped at $150,000, so employers
would need to spend about $430,000 total to
Subsidizing care allows employers to help defray receive the full credit. Additional investments
some of these costs. Child care can be subsidized beyond the cap are not deductible.

in a number of ways. Examples include:

The average yearly cost for infant care in
North Carolina is $9,480 per child, and the
average yearly cost of care for a four-year-
old is $8,113 per child. That means the annual
cost of care is more than the annual cost

of tuition for an in-state public college.

Child Care Referral

Employers can help employees access
care by providing referral services through
North Carolina’s Child Care Resource

* Contributing to employees’ dependent and Referral (CCR&R) network.
care reimbursement accounts

* Subsidizing the cost of care at an on-site center

* Paying membership fees for an online
emergency or back-up care service

CCR&R services can be a cost effective option,

* Establishing relationships with child care because they qualify for the federal tax credit.
providers and offering a discount to employees Employers can contract for educational
who use providers from the network workshops and/or to support expanded

« Giving vouchers directly to employees to referral services for employees, including:
use at preferred childcare providers + Educational sessions available at

Subsidizing care can also support local the employer’s site or virtually

child care providers by offering them a « Materials about developmentally

stable revenue stream, thereby helping the appropriate practices and information

business stay sustainable or even grow. about the quality rating system

Employers who contribute to employees’ « Individually tailored referral

dependent care reimbursement accounts services with vacancy checks

should be aware there are maximum total
contribution limits of $5,000 for single
taxpayers and married couples filing jointly or
$2,500 for married people filing separately.

¢ Reviews for specialized services, such
as for families with special needs
such as developmental delays

¢ Medical support



Backup or Emergency Care

Back-up and emergency allows employees to continue working despite temporary disruptions in normal
caregiving arrangements, like school closures, or when a child is mildly ill.

Benefits to Employers'®®

Benefits to Children and Families'®®'7°

Increases productivity

Improves recruitment

Increases retention, reducing turnover costs
Reduces employee absenteeism

Reduces “fill-in” costs

Reduces stress
Improves work/life balance

Emergency or back-up care may reduce risk
of spreading illness when a child is mildly ill by
encouraging parents to keep the child out of
normal daycare or school

Reduces financial burden when employer
negotiates a lower rate

Research or Recommendations
from National Organizations

To begin, employers can provide employees with

a list of emergency child care facilities in the area.

If employees need additional child care support,
or if emergency child care providers are not
available locally, employers can contract with a
back-up child care agency or a local child care
provider to take one of following actions:

* Build a child care facility at their work site

* Provide reserved emergency spots
at local child care providers

» Assign someone the task of helping
employees find emergency care

SAMPLE POLICIES

« Offer employees access to care through an
online membership service—typically, employers
pay membership fees for these services

Contracts with care providers or agencies
stipulate the number of slots available for
different age groups of children; the cost
per child; the length of the contract; etc.

Employees who have access to backup
care often receive reimbursements,
stipends, or have a set co-pay amount for
a specified number of days of care.

Employers considering child care benefits should
explore the tax benefits. Employers can receive
a tax credit of up to 25 percent of qualified child
care expenditures and 10 percent of qualified
child care resource and referral expenditures.

On Site Child Care:

UNC Rex Healthcare: https://www.
rexhealth.com/rh/careers/benefits/
rex-child-development-center,

Emergency or Backup Child Care

Blue Cross and Blue Shield of North Carolina:
www.familyforwardnc.com/sample-policy-
emergency-and-back-up-child-care/

Subsidized or Reimbursed Child Care:

YWCA of Cape Fear: www.familyforwardnc.
com/sample-policy-subsidized-child-care
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https://www.irs.gov/businesses/small-businesses-self-employed/employer-provided-childcare-credit
https://www.irs.gov/businesses/small-businesses-self-employed/employer-provided-childcare-credit
https://www.rexhealth.com/rh/careers/benefits/rex-child-development-center/
https://www.rexhealth.com/rh/careers/benefits/rex-child-development-center/
https://www.rexhealth.com/rh/careers/benefits/rex-child-development-center/
http://www.familyforwardnc.com/sample-policy-subsidized-child-care/
http://www.familyforwardnc.com/sample-policy-subsidized-child-care/
http://www.familyforwardnc.com/sample-policy-emergency-and-back-up-child-care/
http://www.familyforwardnc.com/sample-policy-emergency-and-back-up-child-care/

CASE STUDY

Capitol Broadcasting Company

Locations: Raleigh; Durham, Rocky Mount;, Wilmington; Holly Springs ¢ Number of Employees: 457

Capitol Broadcasting Company (CBC) is a
multifaceted, innovative communications
company with strong roots in the Triangle
community. Founded in 1937, CBC has grown
from a single radio station to a diversified network
encompassing broadcasting, new media, real
estate, and professional sports.

CBC employs nearly 500 people across its
divisions, and its leadership attributes this growth
in part to their commitment to their employees,
their families, and the community at-large.

“If we take care of our employees and our
community, then the community and our
employees will take care of the business,” says
Pam Genske, Vice President of Human Resources
at CBC. “It’s an interlocked partnership, but
beyond that, it’s just the right thing to do.”

CBC offers their employees a broad range of
family-friendly policies and benefits that aim to
support people in every stage of life, including the
unique needs of employees with young children.

One such benefit is their Child Care Scholarship
program, which provides a stipend of up to $200
per child, per month to assist employees in paying
for child care, before- and after-school programs,
and even summer camp.

“Child care is getting harder and harder to find
and it’s super expensive, especially for two kids,”
says Laura Zabinski, Executive Director of CBC’s
American Underground. Laura, who has been with
CBC for five and a half years, is the mother of a
three-year-old and a five-month-old who attend

a child care program in Durham. She currently
utilizes the Child Care Scholarship benefit for both
children, receiving a total of $400 per month
towards her family’s child care expenses.

“Having this benefit absolutely helps offset the
cost and allows me to show up at work and be
fully present. | have the flexibility to be a mom
and still be a really hard worker,” Zabinski says.

“| feel fully supported in that, and honestly, | think

I’'ve achieved more in my career since becoming
a parent.”

Child care shortages abound in North Carolina, and
the average cost of care for one baby is more than
the cost of public college tuition. CBC believes that
assisting employees in finding and affording high-
quality child care is one of the most important
things employers can do to help alleviate the
stress and financial burden for working parents
with young children.

“It’s definitely a highlight for a lot of our
employees,” says Gabriela Berrios, CBC’s People
Operations Manager.

Laura Zabinski and family
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CASE STUDY

Capitol Broadcasting Company

Locations: Raleigh; Durham, Rocky Mount;, Wilmington; Holly Springs ¢ Number of Employees: 457

As Berrios points out, simply having a benefit Research shows that family-friendly workplace
available isn’t always enough—it’s also important policies are invaluable in helping businesses recruit
to create an environment where employees and retain employees, something that is particularly
actually use it. “We have a diverse team of people important for CBC, a company that relies heavily
who can give real life, relatable examples of using on niche talent across many of their divisions, from
these benefits. Our employees never have to on-air TV broadcasters to baseball managers.
question ‘Am | actually allowed to do this?™ “Yes, we’re concerned about the bottom line, but

In 2024, nearly 30 employees used the Child all of these things help us achieve our bottom line,”
Care Scholarship benefit, which is disbursed as a Genske said. “Offering the Child Care Scholarship
quarterly check. benefit is not a major lift for us. What would be a

heavier lift is trying to replace the great talent that
we have on staff. By investing in our people, we
feel that we’re actually saving money.”

CBC'’s generous and wide-ranging benefits
platform contributes to its solid reputation
as an employer, but Genske and Berrios say

it goes beyond that. Whether hosting family- Genske added that offering family-friendly

friendly events, engaging in local community benefits has also resulted in increased productivity
initiatives, distributing Mother’s Day flowers and and growth, helping employees have peace of
hosting Santa pictures, or offering tickets so that mind and cultivating an environment where the
employees can take their families to baseball company “has the back” of its people.

games and concerts, CBC offers many little
touches to show people appreciation for the roles
they play outside of the organization.

“Having the child care scholarship shows me
that | can be a parent and work at the same
time. They’re supporting both of those worlds,”

“We want to make sure our employees feel that not Zabinski said. “I'm really, really grateful for that
only are they being taken care of, but their families and for the opportunity to continue to grow and
are taken care of, as well,” said Berrios. excel in my career.”

SAMPLE BENEFITS AT CAPITOL BROADCASTING

Child Care Scholarship/Stipend ¢ Dependent Care Reimbursement

Paid Time Off e Tuition Assistance
Health and Wellness Program ¢ Student Loan Assistance

Employee Assistance Program
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Accomodations & Support

Support for Breastfeeding Employees

Support for breastfeeding workers includes a range of benefits:

* Writing corporate policies to support breastfeeding women

¢ Teaching employees about breastfeeding

* Providing designated private space for breastfeeding or expressing milk

¢ Allowing flexible scheduling during work

¢ Providing high-quality breast pumps

* Offering professional lactation management services and support

Other policies outlined throughout this report also help to support breastfeeding workers,
including giving workers flexible options for returning to work, such as teleworking, part-time
work, and extended paid parental leave; and providing on-site or near-site child care.

Benefits to Employers'” Benefits to Children'’?

Benefits to Parents/Families'’>"*

Increases retention, reducing
turnover costs

Provides a three to one return
on investment, largely from
health care costs savings

Reduces employee
absenteeism

diabetes

bonding

Reduces infant mortality

Breastfeeding lowers
child’s risk of ear infections,
respiratory infections,
diarrhea, dermatitis,
gastrointestinal disorders, security
asthma (young children),
obesity, certain childhood
cancers, and types 1 and 2

Increases parent-child

May increase 1Q

Reduces Dr. and hospital visits

Breastfeeding lower mother’s
risk of breast and ovarian cancer,
high blood pressure and type 2
diabetes

Improves family economic

Research or Recommendations
from National Organizations

The American Academy of Pediatrics, the
American Association of Family Physicians
and the American Congress of Obstetricians
and Gynecologists recommend exclusive
breastfeeding for the first six months, and
breastfeeding with complementary foods
through at least the first year. All three
recommend that breastfeeding continue as
long as mutually desired by mother and child.

In 2022, Congress passed the Providing Urgent
Maternal Protections (PUMP) Act, which updates
the 2010 Break Time for Nursing Mothers
provision of the Affordable Care Act. The PUMP
Act has been in effect since April 2023.

Under the Act, employers of all sizes are required
to provide a reasonable amount of break time
and a clean, private space for lactating workers
of all genders to express milk for up to one

year following the birth of the employee’s child.
The pumping space cannot be a bathroom.

Additionally, the PUMP Act allows employees to
file a lawsuit against an employer that violates

the law, and clarifies that pumping time counts as
time worked when calculating minimum wage and
overtime if an employee is not completely relieved
from their work duties during the pumping break.

Employers must also provide break time to
pump. The law does not require employers to
have a dedicated, permanent lactation space
or provide payment for pumping breaks.
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In The Business Case for Breastfeeding:

Steps for Creating a Breastfeeding Friendly

Worksite, the US Department of Health
outlines four ways to support women
who are breastfeeding while working."”®

« Offer privacy to express milk. If a

permanent, dedicated lactation room
or a private office is not available, a
small, private space can be set up for

a temporary lactation room. Women
who are breastfeeding must express
milk approximately every three hours to

maintain a healthy supply for their infant,

relieve discomfort and prevent mastitis,
an infection in the breast. Milk must be
stored in a refrigerator or cooler. Many
companies provide a small refrigerator
and/or a hospital-grade electric breast
pump that makes pumping quicker and
more efficient. In addition, electrical
outlets should be readily available.
Employees should never be asked to
express milk or breastfeed in a restroom.

Provide flexible breaks. Pumping
sessions usually takes around 15
minutes plus time to get to and from
the lactation room. Breastfeeding
employees typically need no more
than an hour per work day to express
milk. If milk expression takes longer
than expected, which can happen for
a variety of reasons, many employers
allow employees the flexibility to come
in early or stay late, or to use a portion
of their lunch period to make up time.

« Offer education and expert guidance.
Providing breastfeeding employees
with access to resources and a
lactation consultant can help them
feel more prepared to breastfeed
and allow them to address any
issues they have while trying to
initiate or continue breastfeeding.

* Provide ongoing support. Supportive
policies that enable women to
successfully breastfeed while working
send a message to all employees
that breastfeeding is valued. Leaders
should encourage supervisors to work
with breastfeeding employees in
making reasonable accommodations
to help them reach their breastfeeding
goals. Management should encourage
other employees to exhibit a
positive, accepting attitude.

Range of Practices
in the United States

Accommodations for breastfeeding
mothers have increased significantly since
the passage of the PUMP Act. Today,
nearly three-quarters of workplaces in the
U.S. have a dedicated lactation/mother’s
room, and 13 percent of workplaces
offer lactation support services,
including counseling and education. 76
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Breastfeeding Mothers Face Lack of Workplace
Support, Stigma, Career Worries

Lack of workplace support for breastfeeding mothers leads them to face stigma
about their choice, worries about career opportunities, and the pressure to stop
before they’re ready, leading to possible negative health consequences for both
mothers and babies.

60%
of US mothers stop breastfeeding
earlier than they would like™

Even though the PUMP Act has been in
effect for more than a year, a 2024 survey
showed that 85 percent of mothers still
believe there is a stigma associated with
moms who breastfeed at work."”®

More than 50%

of moms said they’ve considered a job or
career change because of their need to pump
or breastfeed at work.=

59%

said they are worried that
breastfeeding could affect
their career growth.

Low-wage women are more likely to
return to work earlier and to be engaged
in jobs that make it more challenging for
them to continue breastfeeding.’®®




Pregnant Employee Accommodations

Pregnant worker accommodations are work adjustments such as more frequent breaks or
light carry duty that allow pregnant women to do their jobs safely, without jeopardizing their health
or the health of their babies.

Benefits to Employers'®?

Increases productivity

Provides benefit to employee
at no- or low-cost to
employer

Improves recruitment

Increases retention, reducing
turnover costs

Reduces employee
absenteeism

Reduces health care costs
Reduces litigation costs
Increases diversity
Increases safety

Increases employee
commitment and satisfaction

Benefits to Children'®®

Improves unborn baby’s
health and safety, including
lower risk of preterm

birth, low birthweight or
miscarriage

Benefits to Parents/Families'®*

Improves mother’s health
and safety and lowers risk for
miscarriage

Improves family economic
security

Research or Recommendations from National Organizations

According to the American College of
Obstetricians and Gynecologists:

It is generally safe for a woman with an
uncomplicated pregnancy to work without
adverse health effects to her or her infant.’®®

There is a slight to moderate increased risk of
miscarriage for women who do extensive lifting
for their jobs.'8¢

Accommodations may be needed for women
who are exposed to toxins such as pesticides
and heavy metals, or in jobs that have an
increased risk of falls or injuries.’®”

Women with complicated or high-risk
pregnancies also may need accommodations for
the health of themselves or their infant.’®®

Seventy-two percent of working women will
become pregnant while employed at some time
in their lives, and many of them will need minor
accommodations in order to protect their health
while pregnant, such as:"®°
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« Offering additional, longer, or more flexible
breaks to eat, drink, rest, or use the restroom.

¢ Changing a work schedule, such as having
shorter hours, part-time work, or a later start
time.

¢ Changing job duties, such as less lifting or more
sitting.

¢ Changing food or drink policies to allow for a
water bottle or food.

¢ Providing leave for medical appointments or to
recover from childbirth.

Pregnant women who hold part-time, lower-
wage, lower-skilled or more physically demanding
jobs are more likely to need some kind of minor
accommodation at work. When requests for
adjustments are denied, low-wage workers are
more likely to be forced to choose between their
job and the health of themselves or their child.




Range of Practices in the United States

In 2022, Congress passed the Pregnant Workers
Fairness Act (PWFA), which took effect in June
of 2023. The legislation requires employers

with 15 or more workers to provide reasonable
accommodations for job applicants and
employees with conditions related to pregnancy
or childbirth.

The PWFA also prohibits employers from
discriminating against a job candidate or employee
because of their need for a pregnancy-related
accommodation. Reasonable accommodations can
include (but are not limited to) assigning light duty
that doesn’t involve heavy lifting or allowing more
frequent bathroom breaks.

Thirty states and the District of Columbia have
passed laws further protecting pregnant workers.
In 2018, North Carolina Governor Roy Cooper
issued an executive order that applies to state
agencies over which the Governor has oversight
responsibility, which requires those agencies

to provide accomodations due to pregnancy,
childbirth or related medical condition.

Despite the passage of the PWFA, currently,
several states and national organizations have
filed lawsuits that would undermine the scope of
its protections, and in at least one state, a recent
court decision has limited the ability of state
employees to enforce their rights under the law.®°
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Babies at Work

A babies at work program allows parents to bring infants to work with them—generally up to about six

months of age or crawling.

Benefits to Employers'’™’ Benefits to Children'??

Increases productivity

Improves recruitment

Increases retention, reducing
turnover costs

Increases customer loyalty
Improves morale

Increases teamwork and
collaboration

Facilitates better socialized

Provides health benefits of
breastfeeding

Benefits to Parents/Families'*

Lowers child care costs

babies
Lowers health care costs Improves family economic
from increased breastfeeding Increases parent-child security
rates bonding

Creates social network/support
for parents

Reduces stress

Provides more options for
women

Facilitates easier breastfeeding

Enables working fathers to be
more involved with their babies

Research or Recommendations from National Organizations

The national Parenting in the Workplace Institute
(PIWI) says the key to a successful babies at
work policy is to treat it as any other workplace
policy—anticipating potential issues, addressing
them ahead of time, and adjusting as needed.

According to PIWI, employers who want to
implement a babies at work policy should:

¢ Make sure their babies at work policy sets up
specific guidelines for parents and coworkers,
such as designating a location where parents
can go to breastfeed, a place for parents to
take their baby if he or she cries for more
than a few seconds, and a place where
diapers can be changed and disposed of.

¢ Clearly outline expectation of parents’
work while babies are present, along with
expectations for work environment (for
example, coworkers can’t play with babies
for long periods while ignoring their own
work). Consider creative ways to keep the
work environment professional. For instance,
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some employers ask parents to choose
“designated alternate care providers,” or one
or two coworkers who volunteer to watch the
baby for brief periods if the parent can’t.

¢ Consider where babies will spend their time with
their parents. At most organizations, babies stay
with their parents in their regular work area.

¢ Typically, parents will bring whatever
equipment is most useful for their baby and
job situation, such as a portable crib for
babies to nap in, although some employers
limit the number of big pieces of baby gear.
Parents can also make use of baby carriers.

Though PIWI says babies at work programs can
work at most workplaces and with most jobs,
locations or jobs that are physically unsafe for
babies, such as a laboratory or construction
site, will not work. However, some employers
have temporarily moved parents away from
physically risky locations or job responsibilities
to allow their babies to come to work.




Range of Practices in the United States

Though 31 percent of US employers allow employees to bring their children to work
in the event of an emergency, a true, formal babies at work program is relatively
rare. Just four percent of employers allow infants at work on a regular basis.’?*

SAMPLE POLICIES

Support for Breastfeeding Mothers

Aeroflow Healthcare, Inc.’s Lactation Room
Policy: https://familyforwardnc.com
sample-policy-breastfeeding-support

Sample Template Policy: https://resources.
workable.com/breastfeeding-company-policy

Pregnant Worker Accommodations

Template Policy: https://www.pregnantatwork.
org/model-pregnancy-accommodation-policy/

Babies at Work

Template Policy: https://www.babiesatwork.
org/resources
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CASE STUDY

Aeroflow Healthcare, Inc.

Locations: Asheville; Charlotte; Hickory ¢« Number of Employees: 1,000

When Aeroflow Healthcare, Inc. announced

an expansion of its maternity leave policy in
November 2017, it was more than a nice, new perk
for Megan Prestridge. It was life-changing news.

At nearly five months pregnant with their first child,
Megan and her husband were struggling to figure
out how they could financially afford to stay in
their apartment once the baby arrived. At the time,
Aeroflow, where Megan had worked for about

nine months, offered two weeks of paid maternity
leave. Megan knew she would need to take about a
month of unpaid leave to care for her newborn on
top of what the company previously offered.

“When | found out | was pregnant, it was a really
tough time for my husband and |,” says Megan, a
breastpump specialist for the durable medical
equipment provider. “We just didn’t have enough.”

With both sets of parents in town, the couple
decided they’d give up their lease in April when
the baby was due, and “hop from parent to parent
until | could go back to work.”

Then, Asheville-based Aeroflow announced its
expanded maternity leave policy—from two weeks
to six weeks for maternity leave, and two weeks
of parental leave for fathers. That meant Megan
would now get six fully paid weeks of leave.

“It was amazing. It was such a relief,” Megan says.

Aeroflow came through again when Megan was
put on bed rest 27 weeks into her pregnancy. Her
team leader allowed her to work from home until
her daughter, Kara, was born on March 25 at 37
weeks. Thanks to the expanded leave policy and
the ability to work from home instead of using
leave while on bed rest, Megan and her husband
were not only able to stay in their apartment, they
were able to move to a new space perfect for their
family of three.

The experience has made Megan, who returned
back to work from leave in late May, incredibly
loyal to Aeroflow and proud to work for a
company that cares for its employees.
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Megan Prestridge and her daughter, Kara

“| feel like by changing their policy for parents,
Aeroflow was really living its motto: ensuring
quality care from first breath of life to last,” she
says. “They took care of my baby from her very
first breath.”

Daniel Polich, a senior recruiter for Aeroflow,
helped the company navigate the creation and
implementation of several new family-friendly
policies over the past year. He says incorporating
family-friendly practices is a conscious choice for
Aeroflow as it experiences rapid growth.

“We’ve been listed as an Inc. 5000 fastest growing
company...It has been a whirlwind,” Polich says.
“And as we grow, we’re working on employee
engagement and culture.”

Recognizing employees as whole people with
families and lives outside of work is an important
part of that culture, Polich says. “Employees need
to be appreciated, and one of the ways we're
seeing that is through a need for families to be
recognized. That’s something that strikes home
pretty quick.”



Aeroflow’s lactation room

In addition to its expanded maternity leave, which
allows for paid leave following birth or adoption,
the company added the following new policies:
reimbursement for adoption costs of up to
$5,000 per child; reimbursement of up to $300
for a birth or postpartum doula for families who
have a newborn, newly adopted or newly placed
foster child; free breast pumps and breastfeeding
supplies for eligible employees who decide to
breastfeed; and one year of free diapers for the
first year of a child’s life or date of adoption or
foster placement.

Additionally, Aeroflow built a pumping room
for breastfeeding mothers at its Asheville
headquarters, which is open to both employees

SAMPLE BENEFITS AT AEROFLOW

Six paid weeks of maternity leave and two
paid weeks of paternity leave following a birth
or adoption

Reimbursement of adoptions costs for up to
50 percent or $5,000

Reimbursement of up to $300 for use of a
birth or postpartum doula

A dedicated lactation facility for mothers who
wish to breastfeed or express milk

A company contributed 401K retirement plan

and Aeroflow patients. With a comfy chair, a mini
fridge, a sink, and a changing table, it’'s a space
that feels welcoming to moms and their babies,
Megan says.

“] use the pumping room twice every day,” she
says. “It’s really comfortable. And on Fridays, my
mom, who takes care of the baby, brings her there
to feed. We can change her, and | feel like she’s
welcome here.”

As a parent who works at Aeroflow, Megan says
she feels valued, which makes her want to plan a
career at the company she loves.

“l haven’t felt the need to look for something

else, and | have a lot of friends who are mothers
and, depending on their employer, they are
looking elsewhere, or they have to leave their job
completely, which means they don’t get to follow
their career path,” she says. “I| feel like (Aeroflow)
values me, and | feel like they value me as an
employee and as a mom.”

Attracting and retaining talent, along with
increasing employee engagement, was a definite
motivator for the company, and it’s a strategy
that’s worked, Polich says.

A one-year free subscription to diapers
through the company’s “Diaper Club” for the
first year of a child’s life or adoption placement

Breast pump and breastfeeding supplies for
mothers who wish to breastfeed their child

Health, dental, and vision insurance and
optional life insurance

Paid vacation, sick and paid time off (after 90
days of employment)
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Getting Started




For Employers

Are you interested in expanding your family-friendly benefits but unsure of how to get
started? Below are practical steps you can take.

Know the law.

The first step is to understand federal and state laws that apply to pregnant workers or
workers with caregiving responsibilities. See page 84 for a brief overview and links to more
resources. Consult with your legal advisors to ensure compliance with federal and state
obligations.

Assess your current benefits and consider best practices.

Check your current policies to make sure they are relevant and competitive (see page 82 for
a worksheet to help get started).

¢ Consider the research outlined throughout this guide on practices that offer the best
business and health outcomes and determine whether your current benefits meet those
guidelines.

¢ Research “best in class” lists such as the Triangle, Charlotte and Triad Business Journals’
annual “Healthiest Employers” and “Best Places to Work” to see what benefits those
workplaces offer.

Determine who your employees are and what they want.

Family-friendly workplace policies are not “one size fits all.” Take stock of your employees’
needs and tailor your policies to fit what works best for you and them.

¢ Consider employee demographics—both for current employees and employees you
want to hire.

¢ Conduct a survey of employees to determine which benefits they would most value.
Make the survey anonymous to respect employees who may be pregnant or considering
pregnancy and don’t yet want to tell their manager. For a sample of an employee survey
developed by Family Forward NC,® see page 76.

¢ Create a committee or review panel of employees and ask them for feedback on
potential policy changes.

Consult online and organizational resources for help.

The following online and organizational resources offer help for determining what benefits
to offer and how to implement them:

¢ Membership associations such as the Society for Human Resource Management (www.
shrm.org) and Catapult Employer Association (https://letscatapult.org/) offer a variety
of articles and resources, including articles and sample policies that can help craft a
family-friendly workplace strategy. Both have membership fees. The Society for Human
Resource Management (SHRM) has a North Carolina chapter, which in turn includes local
chapters, that offers more local resources, workshops and gatherings: https://ncshrm.
com

¢ Pregnant at Work (https://www.pregnantatwork.org/emplovers/) was created by
the Center for WorkLife Law at the University of California Hastings College of Law.
The website includes free webinars, model policies, accommodation ideas, and other
resources to help employers support employees who are pregnant or breastfeeding.
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Consider all costs, including the cost of doing nothing.

For many family-friendly policies, particularly paid leave, cost is cited as the top concern for
employers. When factoring costs, consider:

¢ Some policies, such as accommodations for pregnant workers or babies at work, have
no or very little associated costs.

¢ In North Carolina, 73 percent of workers say they would be more committed to their
employer if their employer offered more family-friendly policies.

¢« For policies such as paid parental leave, the benefits have been shown to outweigh the
costs for businesses of all sizes.

» A 2017 Boston Consulting Group study of 250 employers with paid leave policies
found that paid parental leave helped or had no effect on the bottom line,
Companies studied reported a positive return on investment, particularly related to
other benefits they could provide.'s¢

» A 2016 Ernst and Young survey of more than 1,500 employers with paid leave
benefits, including parental and family medical leave, showed that employers of all
sizes saw positive business outcomes as a result:’®”

* 82 percent reported better employee morale;
* 71 percent reported lower employee turnover;

* 63 percent reported increased profitability (including nearly half of employers
with 100 employees or fewer);

* 71 percent reported improved productivity.

»  Fifty percent of US fathers and 75 percent of US mothers have turned down work
opportunities, changed jobs or quit altogether to care for their children.'®®

»  The cost of replacing an employee who leaves is approximately 33 percent of an
employee’s salary, or $15,000 for a worker who makes $45,000, according to The
Work Institute’s 2018 Retention Report.'®®

Below are two different cost calculators that can help employers estimate the costs of
providing new benefits.

1. Intuit: This calculator shows how much an employee currently costs an employer beyond
wages, including taxes and current benefits offered. https://quickbooks.intuit.com/r
employee-cost-calculator

2. Intuit: This calculator gives an employer a true cost for an employee and provides an
overview of labor costs, payroll taxes and overhead. https://quickbooks.intuit.com
time-tracking/resources/determine-the-true-cost-of-an-employee
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Make sure employees
understand what your policies
are and how to use them.

Many times, employees are not fully aware of all
the family-friendly policies that they have access
to. Help educate employees by:

¢ Offering thorough and frequent tutorials or
sessions that inform employees about ways to
facilitate work-life balance.

¢ Creating HR manuals that are free of jargon.
Spell out policies in layman’s terms to
encourage increased knowledge and use of
current family-friendly policies.

¢ Writing down policies that aren’t currently
written. Doing so will clear up confusion, and
it will help with any employee misconceptions
that policies aren’t available or are subject
to change based on individual manager
preferences.

Providing educational resources
to help employees determine how
benefits can help them financially.
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Create a family-friendly
workplace culture.

Having family-friendly policies in place only
goes so far if your workplace culture does not
encourage employees to use those policies. To
create a family-friendly workplace culture:

¢ Make sure leaders understand the value of
family-friendly policies and communicating
your commitment to being family
friendly to employees at all levels.

e Set clear expectations for
managers and ensuring that leaders
throughout your organization:

» Understand how family-friendly policies
fit into your organizational mission.

»  Offer support and respect for employees
who take advantage of workplace policies.
If a new father asks to take paternity leave,
his manager should support that decision
without giving the employee a tough time
about being out of office. If an employee
works a flexible schedule and does not
come into work until 9 am, a manager
should not routinely set meetings at 8
am and expect the employee to attend.

»  Model behavior by taking
advantage of family-friendly
policies when they need them.

e Celebrate your family-friendly policies both
internally and externally to help recognize
working parents for the roles they play
outside of the workplace, too. At Capitol
Broadcasting Company, for example,
mothers receive flowers on Mother’s Day
and all employees’ families are invited
to attend multiple community-building
events throughout the year. Workplaces
can also connect with national efforts to
raise awareness, often through social media
campaigns and other communications
efforts aimed at increasing access and
encouraging use of family-friendly policies.



Going Beyond Policies

Employers have a critical stake in the well-being of families and young children in their
communities. Business leaders can play a key role in amplifying the importance of family-
friendly policies and advocating for resources that will better support the current and
future workforce.

Despite bipartisan support and the proven broad-scale economic benefits of family-
friendly policies, they still face serious challenges. Employer leadership can be powerful
and persuasive in advancing this work.

As a champion for these policies in your own workplace, you can help broaden your
commitment to families and your community by working together with peers, the media,
policymakers, and other advocates to build a strong economy where families thrive.

There are many ways to get involved, and Family Forward NC is here to help you find what’s
comfortable for you and provide resources to help you get started. This list is meant to
spark a conversation about how you can help build a North Carolina that is great for jobs
and great for families.

Engage Your Network.

The public conversation about these issues is already happening throughout your
community - in workplaces, employee resource groups, school and community
organizations, parent groups and elsewhere. As a leader in the business community, you
have a valuable network of professional and social contacts who may have their own
insights and experiences to share. Engaging in conversation with your peers can help
establish a unified voice when it comes time for business leaders to engage policymakers
and other influencers.

This includes:

¢ Publishing a story in your newsletter

. Posting on social media

¢ Participating in a presentation, workshop or panel discussion
¢ Creating and sharing a video or written testimonial

¢« Informal sharing and conversations with peers and partners

Engage the Media.

Traditional and new media can be a great resource for sharing about the importance of
family-friendly policies and also creating “buzz” about a policy issue and setting the stage
for more direct action. Sharing your own personal experience, along with data and key
messages, can go a long way in helping to make the case.

This includes:
¢ Writing or partnering on an Op-Ed or Letter to the Editor

¢ Agreeing to be on an interview list for media requests
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Engage with Policymakers.

Many business leaders across the state have access and influence with policymakers to help
increase the visibility and support for families and young children. Unifying the business
voice and taking action to engage with policymakers is one of the most effective ways to
promote family-friendly workplace policies.

This includes:

*  Meeting with legislators, agency leaders, and other policymakers

e Signing public statements

. Participating in press briefings

e Partnering with other businesses, professional organizations, and advocacy groups

We welcome your participation in any and all of the above, and would love to hear

your ideas too! Taking an active role will help drive progress for your business and your
community. The impact of these policies reaches across generations, supporting the current
workforce and also improving outcomes for young children who will be North Carolina’s
future workers, innovators and leaders.

If you'd like to discuss getting involved, please contact our team at
familyforwardnc@buildthefoundation.org.
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For Employees

Are you an employee who wants to start a conversation with your employer about
becoming more family friendly? Below are steps for how to get started.

Know your rights.

A first step is to understand federal and state laws that apply to pregnant workers or
workers with caregiving responsibilities. See below for an overview, or visit the following
websites to learn more. For legal questions specific to your circumstances, consult legal
counsel and/or your HR representative.

e For pregnant workers: https://www.eeoc.gov/wysk/what-you-should-know-about-
pregnant-workers-fairness-act or https://pregnantatwork.org/pregnancy/

*  For workers who are breastfeeding: https://www.dol.gov/agencies/whd/pump-at-work
and https://pregnantatwork.org/lactation/

¢ For workers who need time to care for themselves or a child or family member: https://
www.dol.gov/whd/fmla/employeeguide.htm

Make sure you understand your current benefits.

Review your current benefits with your HR representative or manager to make sure you
understand everything your employer currently offers and how the details of each policy
affect you. Some paid parental leave policies, for example, require employees to use
vacation or sick time for a pre-determined period before the parental leave benefit kicks in.

* Ask for help to clarify policies that are unclear.

¢ Determine when you are eligible for policies. For instance, many employers require one
year of employment before you are eligible for paid parental leave.

¢ Explore the financial benefits your employer offers, such as a Flexible Spending
Account, which allows you to save money pre-taxes to spend on health care and other
costs.

Talk with your manager or HR representative.

Approach a HR representative, manager or a company leader that you think would be
supportive. Have a conversation with him or her about the policy changes you think could
benefit both employees and your employer.

Build a business case of support.

If you want to encourage change or new policies within your own workplace, come prepared
with data and support for why the policies you suggest will benefit your employer as well as
you and your co-workers.
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Employer Resources

Sample Employee Survey

Editor’s Note: This survey is meant as a starting point and can be customized as needed.

We recognize the value of our employees and want to ensure that we offer the best
workplace we can. To be most effective, we want to hear from you about which benefits
work well for you and your family and where there may be gaps that our company should
understand and seek to address. We want to ensure the best fit for the people who work
here! Please take a few minutes to answer the survey.

1. What is your job title?

2. What is your age? 18-25 26-35 36-45 46-55 56-65 65+

3. If you have children, please share their ages:

4. Do you consider our workplace “family friendly?” Yes No

5. Please tell us why you think that. How can we provide a workplace that promotes
work-family balance?

6. What are three things that our company does for employees that you love?

7. How satisfied are you with the current benefits offered?

»  Very Dissatisfied

»  Dissatisfied

»  Somewhat Satisfied
»  Satisfied

»  Very Satisfied
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8. Which of the benefits offered do you use or have you used in the past? Please check
all that apply. Note: Employers should list all benefits offered. Examples are parental
leave, sick and safe leave, dependent care spending account, telecommuting, job sharing,
lactation room, on-site gym, backup or emergency child care.

9. Of the benefits you checked in Question 8, please rank them in priority to you and your
family, with 1 being the most important.

10. Are there benefits not listed in Question 8 that you would use if offered? Yes No

If yes, please explain:

11. Is there anything else that you would like to share?

12. Which best describes your race?

»  Black or African American

»  White

» Hispanic or Latino (non-white)

»  American Indian or Alaska Native

» Asian

»  Native Hawaiian or Other Pacific Islander

»  Prefer not to answer

13. What is your highest level of education?

»  Less than high school

»  High school or equivalent
» Some college

»  College

»  Graduate degree

14. What is your marital status?

»  Married
»  Single
»  Divorced

»  Other
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Employer Resources

Child Care Needs Assessment

Editor’s Note: This survey is meant as a starting point and can be customized as needed.
It has been adapted from a survey created by Early Years (formerly known as Child Care Services Association)

We are assessing how to support our employees with caregiving responsibilities. Please answer
this short survey to help us determine your needs. Responses will be kept confidential and results
reported in aggregate.

1. Which best describes your typical work schedule?

»  Standard full-time (e.g. Mon-Fri, standard business hours)

»  Flexible full-time (e.g. 40 hours/week, with flexible hours)

»  Standard part-time (less than 40 hours/week, within standard business hours)
»  Flexible part-time (less than 40 hours/week, with flexible hours)

»  Full-time, currently on leave

»  Part-time, currently on leave

»  Other (please specify)

2. Where are you currently working?
»  On-site
»  Telecommuting
» Both

»  Other (please explain)

3. Please select all the answers that represent your caregiving situation:

» | do not have caregiving responsibilities and don’t plan to for the foreseeable future

» | do not currently have caregiving responsibilities but anticipate having caregiving
responsibilities within the next year

» | do not currently have caregiving responsibilities but anticipate having caregiving
responsibilities within the next 2-3 years

» | have caregiving responsibilities for a child or children
» | have caregiving responsibilities for a disabled, sick, or elderly loved one

»  Other (please specify)
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4. If you are a parent or care for a child, which of the following age groups do your children fall
into? Select all that apply.

0-6 months

7-18 months

19 months to 3 years old
3-5 years old

6-12 years old

13-18 years old

5. If you care for a child(ren) under the age of 6 years, do you currently have child care? Check all
that apply.

»

Yes — | have consistent access to full time child care

| have consistent access to part-time child care, but it doesn’t cover all of my work hours

| have access to child care, but its availability is inconsistent/unpredictable

| have consistent access to child care but still have child care needs for days my provider is

closed or for emergencies
No — my family is without child care

Child care is too expensive for my family

6. What is your current child care arrangement? Select all that apply.

Full-time nanny

Share-care / nanny-share

Au pair

In-home licensed family child care or preschool
Co-op child care or preschool

Center-based child care / preschool
Employer-sponsored on-site child care or preschool

Child(ren) attended elementary or high school during the day

Child(ren) attended school and after-care or afterschool programs.

Part-time babysitter / nanny
Child care provided by my spouse, partner, co-parent, or a relative
Not Applicable — | do not a have child care arrangement

Other (please specify)
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7. Which of the following actions have you taken to secure child care? Select all that apply.

»  None of the following apply

» I moved to part-time capacity at work

» | changed my hours at work

» My partner/spouse/co-parent moved to part-time capacity at work
» | took a leave of absence from work to care for my child(ren)

» My partner/spouse/co-parent took a leave of absence from work to care for my
child(ren)

» My partner/spouse/co-parent left their job to take care of our child(ren)

»  Hired an au pair

»  Hired a nanny

»  Switched to a new child care center or licensed in-home child care

»  Formed a sharecare or microschool with trusted friends or neighbors

» | have moved or am considering moving to be closer to family for support
»  Family is visiting or moved to help with child care

»  Not applicable—| do not have a child care arrangement

»  Other (please specify)

8. What are your greatest challenges in life and work currently?
Select up to three top challenges:

»  Cost of child care

»  Balancing work and family responsibilities

»  Dynamics with my manager

»  Dynamics with colleagues or teammates

»  Coordinating household responsibilities with my partner
»  Needing more time for work responsibilities

»  Emotional wellness or mental health

»  Logistics of organizing child care/ education options for my child(ren)
» Help with homework for my child(ren)

»  Health and safety concerns

»  Caregiving responsibilities for a child(ren)

»  Caregiving responsibilities for an adult relative

»  No issues with work and family

»  Other (please specify)
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9. In an average week, how many days do you feel stressed about balancing
work and family responsibilities?

»  Every day or almost every day

»  Most days - about 2-3 days per week

»  Some days - about 1-2 days per week

»  Almost never - less than 1 day per week
»  Never

10. What types of accommodations would allow you to balance your work
with your caregiving responsibilities? Please rank the top three in order.

Note to employers: You can customize this list.

»  Working from home.

»  Flexible work hours or workdays.

» A set schedule

»  Additional paid leave

»  Assistance finding child care or elder care resources
»  Subsidized child care

»  On-site child care

»  Access to back-up or emergency child care

10. Are there additional ways we can support you to help you balance work
and caregiving?
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requirements is included on page 84, Understanding the Requirements of Federal and State Law. Employers
should seek legal counsel to understand their obligations. The information provided here is for informational

Editor’s Note: Federal and state regulations apply to several of the benefits listed. An overview of
purposes only and does not constitute legal advice.

Current Policy Assessment Worksheet

49IoM JOA\ SWI] -}ed 4o
jdwaxauou i r\h,w mc_.L.,_m 3 n_o
10 ‘SOA /P leys qor
puiINWWOo29|9 |
dWIIXa|4
EYNEN
SOA JUSWBSA|OAU|
|ejualed
EVNCEREIERIIeEIN
SOA pue Ajlwe-
S92ULRISWNDIID EYNEN
ulel9d Ul ‘seA 9jes pue }oIS
SOA aAeaT Ajludaled
SOA EYNERWNITEREIN

(s3/nse.l Aonins
asn) jyauaq
93 ul 3saJiajul 99Aojdwid

(Ppa43440 JiyoUsq
9y3 Jo sjieisp jausq
2QqII2S3P) pa194j0 Ajpuaiiy-Ajiwey4

ésuonenbal pue
sMe| 3je)s 10/pue
|eiopaj a49y3 a4y

sdajs 1XaN

Buissaidxa 19d 350D j1yausg
s99Aojdwid sjiyauaq juadind
Jo JaquinN

82 | Section Four ¢ Getting Started



Current Policy Assessment Worksheet (continued)
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Quick Guide to

Federal and State Law

When it comes to family-friendly benefits, employers and employees should understand the
policies and worker protections that are required by state and federal law. Outlined below
is a quick overview. Employers should consult legal counsel to determine their federal and
state obligations. Information provided within does not constitute legal advice.

Leave

FEDERAL

Family Medical Leave Act

Employers are most likely familiar with the Family
Medical Leave Act (FMLA), which requires private-
sector employers with 50 or more employees,
public sector employers, and public or private
elementary and secondary schools to provide 12
weeks of unpaid leave in a 12-month period for one
or more of the following reasons.

¢ The birth of a child or placement of a child
with the employee for adoption or foster care;

¢ To care for a spouse, child, or parent who has
a serious health condition;

¢ For a serious health condition that makes the
employee unable to perform the essential job
functions;

¢ Or for qualifying emergencies arising out of
the fact that a spouse, child, or parent is a
military member on covered active duty or call
to covered active duty status.

Employees may be able to take 26 weeks of
unpaid leave during a 12-month period to care for
a covered service member with a serious injury or
illness when the employee is the service member’s
spouse, child, parent, or next of kin.

To receive FMLA, employees must have worked
for an employer for at least 12 months and for at
least 1,250 hours of service during the 12-month
period immediately preceding the leave. For more
on FMLA, visit https://www.dol.gov/whd/regs
compliance/whdfs28.pdf

FMLA is unpaid leave; there are no federal laws
requiring paid leave following a birth or adoption.
Similarly, there are no federal laws requiring paid
medical leave (for an employee or a child) or
parental leave.

Covered employers are required to notify workers
about the FMLA, including displaying an FMLA
poster, as detailed here: https://www.dol.gov
whd/regs/compliance/posters/fmla.htm
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Since October 2020, under the Federal Employee
Paid Leave Act, certain categories of federal
civilian employees have access to 12 weeks

of paid parental leave for birth, adoption or
foster care. https://www.commerce.gov/hr
paid-parental-leave-federal-employees

STATE

Thirteen states and the District of Columbia
currently have passed paid family and medical
leave policies, and 18 states plus Washington,

D.C. offer paid sick leave policies. However, North
Carolina does not require employers to give
mandatory paid vacation, sick or medical leave (for
an employee or a child) or parental leave.

In May of 2019, NC Governor Cooper signed
Executive Order No. 95 to provide state
employees in cabinet agencies eight weeks of paid
parental leave for employees who give birth, for
adoption or foster care or other legal placement of
a child. Other eligible state employees will receive
four weeks of paid leave to bond with and care for
the child. https://oshr.nc.gov/media/3208/open

In 2023, the policy was codified into law, thereby
expanding paid parental law to all full-time
eligible employees and prorated for part-time
employees: https://oshr.nc.gov/documents/paid-
parental-leave-policy-effective-october-17-2024
open

North Carolina is one of a handful of states that
offer leave for parents to attend school-related
events and activities, though the leave is not paid.
Employers must provide employees with four
unpaid hours each year.

North Carolina also requires all employers to
provide unpaid leave to an employee to obtain

a protective order or other relief from domestic
violence. The statute does not define what amount
of time is allow, only that it be reasonable.

Finally, employees who are members of the North
Carolina National Guard, a National Guard of
another state, or in the US Military are eligible for
unpaid leave for active or emergency military duty.
The statute does not specify how much leave may
be taken.
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Flexible Work

Currently there are no federal or state policies that
address flexible work.

Accommodations

FEDERAL

Providing Urgent Maternal Protections (PUMP) Act
In 2022, Congress passed the Providing Urgent
Maternal Protections (PUMP) Act, which updates
the 2010 Break Time for Nursing Mothers provision
of the Affordable Care Act. The PUMP Act went
into effect in April 2023. Under the Act, employers
of all sizes are required to provide a reasonable
amount of break time and a clean, private space
for lactating workers of all genders to express

milk for up to one year following the birth of the
employee’s child. The pumping space cannot be a
bathroom.

Additionally, the PUMP Act allows employees to
file a lawsuit against an employer that violates

the law, and clarifies that pumping time counts as
time worked when calculating minimum wage and
overtime if an employee is not completely relieved
from their work duties during the pumping break.

For more: https://www.usbreastfeeding.org/the-
pump-act-explained.html

Pregnant Workers Fairness Act (PWFA)

In 2022, Congress passed the Pregnant Workers
Fairness Act (PWFA), which took effect in

June 2023. The legislation requires employers

with 15 or more workers to provide reasonable
accommodations for job applicants and employees
with conditions related to pregnancy or childbirth.
The PWFA also prohibits employers from
discriminating against a job candidate or employee
because of their need for a pregnancy-related
accommodation.

The PWFA adopts the same meaning of
“reasonable accommodation” as the American with
Disabilities Act. Reasonable accommodations can
include (but are not limited to) assigning light duty
that doesn’t involve heavy lifting or allowing more
frequent bathroom breaks.

For more: https://www.hrdive.com
news/pregnant-workers-fairness-act-
disability-hr/639757

STATE

North Carolina does not have additional laws
that address pregnancy discrimination or
accommodations. North Carolina does have

a law allowing women to breastfeed in public
and private locations—including government
buildings—but does not have a separate law to
address breastfeeding or expressing milk in the
workplace.

Heath Benefits

FEDERAL

Affordable Care Act

Though the Affordable Care Act (ACA) does not
require employers to provide health benefits to
employees, employers with more than 50 workers
may face penalties if they don’t make affordable
coverage available. Employers are penalized if they
do not offer coverage or do not offer coverage
that meets minimum value and affordability
standards.

For a flowchart of how employer responsibilities
work under the Affordable Care Act, visit: https:.//
www.kff.org/infographic/employer-responsibility-
under-the-affordable-care-act

STATE

There are no additional state laws addressing
health insurance for workers.

Child Care

Though both the federal and state requirements
exist for licensing and maintaining child care
facilities, neither federal nor state law addresses
whether employers are required to provide child
care of any kind.

See https://ncchildcare.ncdhhs.gov/Services
Licensing/Child-Care-License-Overview for an
overview of North Carolina’s child care licensing
requirements.
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