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Moving from… To…

Incremental cost as % of 

payroll 
(for median UK salary, range reflects 50%-

100% external backfill for roles, assumes 

all eligible employees use the policy)

Statutory parental 

leave

6 months fully 

paid Equal 

Parental Leave

2.8-3.9%

3-months enhanced 

maternity1 2.3-3.5%

6-months enhanced 

maternity2 1.5-2.7% 



Please complete the form on BITC’s 

landing page to receive a copy of 

this Excel model

The case for equal parental leave Benefits and costs Best practices roadmap Case studies
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Leading



30This information is confidential; it is not to be relied on by any 3rd party without prior written consent.



31This information is confidential; it is not to be relied on by any 3rd party without prior written consent.



32This information is confidential; it is not to be relied on by any 3rd party without prior written consent.



33This information is confidential; it is not to be relied on by any 3rd party without prior written consent.



34This information is confidential; it is not to be relied on by any 3rd party without prior written consent.



35This information is confidential; it is not to be relied on by any 3rd party without prior written consent.



36This information is confidential; it is not to be relied on by any 3rd party without prior written consent.



37This information is confidential; it is not to be relied on by any 3rd party without prior written consent.



38This information is confidential; it is not to be relied on by any 3rd party without prior written consent.

Emerging Developing Leading 

Visible role 

models and 

advocates

• Senior and peer role model stories 

shared ad-hoc (e.g. affinity groups, 

intranet, newsletters)

• Senior role model stories shared broadly 

internally at relevant forums and events

• Varied forums created for sharing peer 

experiences of balancing work and care (e.g. 

panels, offsites, trainings, events)

• Senior role model stories shared regularly (from 

varied family types) both internally and externally, 

highlighting personal and career impact 

• Clear messaging from senior leaders on acceptance 

of flexibility

• CEO announces parental policy changes to signal 

importance

Engaged line 

managers

• General guide published for line 

managers of new parents outlining 

process

• Mandatory basic online training in place for 

line managers when leave is announced, to 

clarify process and prompt ways to show 

support 

• Mandatory live HR-led trainings run for line 

managers of new parents (incl. guidance on possible 

scenarios)

• Training follow-ups prompted at each leave 

milestone with ask to show visible support (e.g. send-

off and welcome back emails)

Proactive HR 

touch points

• Responsive open line of 

communication provided with HR team 

to answer policy queries

• Proactive HR-led communications initiated 

with parents to share information on policy, 

process and options (e.g. email, group call)

• Ongoing 1-to-1 HR conversation initiated with 

parental leave takers to discuss plan / concerns

Career 

assurance

• Guide on handover process published 

covering before leave and return 

• Framework for career conversations provided 

covering before leave and return 

• Career conversations with line manager and 

business unit leader offered at leave and return 

• Skill-based promotion process implemented, 

independent of tenure to minimise leave impact

Tracking

• Parental leave uptake tracked by 

gender

• Parental leave metrics tracked across uptake, 

length of leave, return rates, retention etc. by 

gender

• Range of parental leave metrics tracked incl. 

qualitative feedback; results published internally 

• Interventions designed to improve parental 

programme
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Emerging Developing

Policy ❑ 6-11 weeks fully paid paternity leave offered

❑ Maternity and paternity provisions are available for adoption, 

surrogacy and same sex couples

❑ Policy uses inclusive, non-gendered language

❑ 12-25 weeks fully paid paternity leave offered (maternity on par or 

higher)

❑ Option provided for paternity leave takers to take further unpaid leave

Benefits ❑ Basic flexibility and return to work framework in place

❑ Parents’ network established

❑ Buddy scheme for parents provided

❑ Phased return to work options in place

❑ Parents’ network has regular programming

❑ Basic employee wellbeing services offered

❑ Onsite facilities set up for nursing parents

Culture ❑ Guide for line managers of new parents shared

❑ Open line of communication provided with HR team for policy queries 

❑ Parental leave uptake tracked (by gender)

❑ Senior & peer role model stories shared

❑ Mandatory online line manager training in place

❑ Proactive HR-led communication initiated with parents to share policy 

and process information

❑ Parental leave uptake, length of leave, return rate, and retention 

tracked (by gender)

❑ Role model stories shared at multiple forums, with all genders included 

(e.g. panels, trainings)
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Leading 

Policy ❑ 26+ weeks fully paid equal parental leave offered to all parents

❑ Investment in range of backfill options to enable extended leave periods

Benefits ❑ Fully paid phased return to work in place

❑ Active parents’ network is self-sustaining, run by all genders

❑ Comprehensive employee wellbeing services offered

❑ Ante- and post-natal benefits in insurance plan

❑ Free coaching for parents provided to support return to work

❑ Subsidised childcare offered (onsite or nearby)

Culture ❑ Mandatory live HR-led line manager trainings run

❑ Ongoing 1-to-1 HR conversation initiated with parental leave takers to discuss plan / concerns

❑ Range of parental leave metrics tracked, with robust feedback loops

❑ Open organisation-wide dialogue on parental leave and flex, incl. visible senior champions
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