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MISSION
Iowa Women in Architecture (iaWia) is a non-profit, educational organization whose mission is to 

support and promote women involved in design and construction of the built environment by:  

 increasing the visibility of women in design and related fields;  

 by advocating for issues relevant to women within design professions;  

 by advancing women in leadership positions;  

   and by leading discussion about cultural change in design professions.   



VISION
Through activities such as networking, peer-to-peer mentorship, professional development, research, and 

community outreach programs, iaWia aims to:

 educate members and their communities about issues relevant to retaining and supporting 
women in the profession;  

empower its members through education and recognition;  

celebrate the contributions of women design professionals at all levels; and  

  ensure a sustainable future for women involved in all aspects of the built environment.  
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INTRODUCTION: WHY IT MATTERS 

Innovation, an ability to provide creative solutions to problems or constraints, often plays a fundamental role in the values of  

design firms. Design innovation, and the fresh perspectives that it brings, becomes a point of  pride. However, this philosophy that 

is commonplace in the work architects produce, often does not extend to how they produce that work. Most firms still operate on 

a business model rooted in the late 19th century, with slight revisions from the middle 20th century.  

This document urges architecture firms to apply their spirit of  innovation to the management of  our practices, revising 

the ways we operate our businesses to respond to the demands of  life in the early 21st century. Thoughtful re-evaluation 

of  human resource practices and policies, juxtaposed against the demands of  contemporary society, leads to innovation that will 

sustain the health of  architectural practice.    

Innovative human resource policies are an essential part of  addressing one of  architecture’s greatest challenges today – women 

are leaving the profession of  architecture at high rates. While women earn architecture degrees at rates nearly equal to men, only 

18 percent of  American Institute of  Architects (AIA) members are women.1  The percentage of  women who become licensed 

architects and AIA members has slowly increased over the last two decades, but continues to lag behind the numbers of  women 

who graduate with accredited degrees in architecture. This basic fact leads to many complex questions: What accounts for this 

discrepancy?  How does gender imbalance impact our work?  How do these issues affect all emerging professionals and the 

evolving role of  design practitioners in the 21st century?  If  the architecture profession cannot retain its female workers, can it 

survive?  

As we, Iowa Women in Architecture (iaWia), delved further into the context for this work, it became clear that this is not just 

about women. We discovered broad trends that support a critical look at work-life balance practices in all disciplines and for all 

genders. Until the 1960s, two-thirds of  the households in the US had a working husband and stay-at-home wife. Today, only 

17 percent of  households are considered “traditional.”2   Even in these households, the demands of  contemporary life change 

the context of  the traditional arrangement. Men are spending more time on childcare and housework, and US households are 

increasingly responsible for the care of  older relatives.3  More women are in the workforce. Nationwide, 70% of  families with 

children have a working mother.4  In Iowa, 74 percent of  families with children under six have all parents in the household in the 

labor force.5 

The bottom line is that households increasingly juggle varied and complex, often competing, demands that affect 

all ages and multiple generations. Thus, it is no surprise that “Almost two-thirds…of  baby boomers and 92 percent of  

Millennials…cite career-life fit as a top priority.”6  For many employees, “career-life balance is second only to compensation” 

when considering a new job, and for younger demographics, “work-life balance is the most important factor when deciding 

whether to join or remain at an employer.”7  Studies in work-life balance issues make it clear that these are not just women’s issues. 

A 2013 article in Bloomberg BusinessWeek cited a Pew Research study in which twice as many fathers as mothers said they had 
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“too little time with kids”.8  Men “now cite more work-life conflict than women do” when in a “dual-career, dual-caregiver” 

couple.9  Further, men may leave a company rather than address these conditions, due to a perceived “stigma associated with 

expressing a desire to better integrate career and life.”10  Work-life balance affects all employees. Evolving roles, societal 

change and shifting demographics add complexity to life demands. 

Addressing career-life integration for employees also makes business sense.  Engaged employees improve retention rates; 

companies with reputations for excellent work environment have stronger financial performance; and support for work-

life balance contributes to employee health. In 2013, CNBC reported that “Hay Group’s research found that more than one 

in four employees (27 percent) in organizations that are not perceived to support work-life balance plan to leave their companies 

within the next two years. That’s compared with only 17 percent of  employees within the work-life balance leaders.”11  So 

implementing policies that support work-life balance can save costs due to turnover, retraining, and lost expertise or institutional 

knowledge. Creating such policies also correlates to strong financial performance; in 2011, Fortune magazine noted that “Stocks 

of  firms listed in the Fortune 100 Best Companies to Work for List significantly outperformed market averages between 1998 

and 2010.”12  And finally, overwork can lead to significant health problems. A British study started in 1985 has found that “…

compared to people who worked seven hours a day, those who worked 10 to 12 hours a day had a 56 percent increased risk of  

heart disease, heart attack, or death.”13  

Based on this context, iaWia studied issues of  work-life balance through a series of  events held in 2012 and 2013. A task force 

developed a set of  best practice recommendations to support the development and implementation of  policies that address work-

life balance and career development challenges in order to enhance recruitment, retention, and engagement of  employees at all 

career stages. Recommendations are action-oriented, research-based and draw from the following activities and events:

• Work-Life Balance Panel Discussion with Human Resources Experts [June 2012]

• Iowa Human Resources Trends Survey [November-December 2012]

• Firm Leader Roundtables [December 2012-January 2013]

• Best Practices Member Workshop [March 2013]

• Best Practices Task Force: Research and Documentation [April – December 2013]

iaWia presented preliminary best practices drafts at the AIA Iowa Convention (September 27, 2013) and in a public forum 

(November 12, 2013). The remainder of  this introduction provides a process overview, including summaries of  each activity; 

and a guide for navigating the full document. The full report includes: a complete list of  best practice recommendations, with 

questions to help guide discussion and development; a two-page detailed description for each best practice recommendation, 

including background statements, key considerations, and references; and supporting materials. 
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PROCESS: PROJECT OVERVIEW
Panel Discussion
In June 2012, iaWia invited human resources experts to discuss work-life balance, including policies and practices used in their 

industries. The goal of  the event was to understand human resources best practices in industries outside of  architecture, and to 

begin the conversation about how design practices might be able to improve work-life balance. Panelists included: Deb Tharnish, 

The Davis Brown Law Firm; Elizabeth Nigut, EMC Insurance; Lisa Mullan, Kemin Industries; Bob Sobiech, retired from 

Deloitte and Touche; and Cindy Axne, Iowa Department of  Natural Resources. The group represented perspectives from legal, 

financial, insurance, manufacturing, and government sectors; they included local and national human resources executives from 

small client-service firms, medium and large corporations, and public organizations. Fifty-nine people attended the two-hour 

discussion, including at least six architecture/engineering firm owners or leaders.

The discussion raised several questions and began to define a number of  broad ideas that define this project. Some basic 

principles emerged:

• Good benefits and family-friendly policies can result in low employee turnover (women and men).

• If  people are your commodity, try to adjust the work environment to ensure you can keep them.

• Promote open and honest communication. Be realistic. Articulate what is needed. Discuss work-life balance.

• Recognize that there need not be only one, single career path. Allow employees to customize their careers.

• Avoid benevolent stereotyping.

• The company culture and perception of  policies is as important, or more important, than the policies themselves.

• Cultivate an environment where you are open to change and new ways of  doing things. The Millennial generation’s 

expectations may force employers to be more flexible.

• Encourage mentorship relationships among your employees.

• Many businesses are moving to a results-based organization. It is not about face-time at work, but whether you are 

producing good work.

• Fairness isn’t sameness. Utilize a consistent framework and criteria for making decisions about work-life balance for different 

employees. Document why decisions were made based on the criteria.

Panelists provided a number of  specific examples of  human resources best practices, many of  which appear in the full 

descriptions of  the best practice recommendations. Key concepts presented at the panel discussion, such as the “lattice” career 

framework and “benevolent stereotyping,” resurfaced throughout the task force’s research and played significant roles in the 

development of  the best practice recommendations.
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The panel discussion raised questions about whether design disciplines rely upon specific modes of  working that inherently 

make work-life balance policies more difficult. Architecture firms tend to be small; they rely on collaboration. These questions 

led to important research for iaWia’s best practice recommendations: a survey to gauge trends in human resources policies and 

perceptions within Iowa design firms, and roundtable discussions with firm leaders at Iowa firms.

TRENDS SURVEY
After the panel discussion, the iaWia Education and Programs Committee developed a survey to explore human resources trends 

in Iowa firms whose work involves design and construction of  the built environment. The survey was distributed through the 

iaWia email contact list and through the AIA Iowa weekly e-newsletter; it was available via Survey Monkey for three weeks in 

November 2012. 

A total of  151 responses had the following characteristics:

• Mixed gender: Both men and women responded to the survey; 93 (61%) female and 57 (38%) male. 

• The overwhelming majority of  respondents – 90% – were design professionals; the other 10% were marketing or human 

resources administrators.

• Owners: 14% were firm principal/partner/owners. 

• Experience: The respondents skewed to the early career side, though all experience levels were represented; over half  of  the 

respondents had up to 10 years of  experience; a third had 10-20 years; and 13% had over twenty years.

The most emphatic results from the survey did not vary based on gender. At similar rates, both male and female respondents 

ranked flexible working hours and effective feedback as the policies/practices that “do or could make the greatest 

positive difference in your career choices/satisfaction”.14  92% of  all respondents ranked flexible working hours as four or 

five, with five = most difference; effective feedback followed closely behind at 83%. 

Career Satisfaction

All Respondents

1-2 3 4-5

Rate how the following policies/practices do or could make the greatest positive difference in your 
career choices/satisfaction (1 = least difference, 5 = most difference):

30% 29%

50%

40%

92%

83%

49%

66%

50%

21%

31%

49%

59%
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In most categories, there was minimal difference in response based on gender. However, while maternity/paternity leave and 

part-time work options were rated as high priorities by all respondents, these did rank significantly higher for women than men. 

Women also reported difficulty or discomfort communicating with supervisors at greater rates than men; this may be exacerbated 

by the fact that supervisors are more likely to be male. Finally, women (58%) reported experiencing or witnessing discrimination 

more often than men (28%). Additional survey information may be found at the end of  this document, in Appendix A.

FIRM LEADER ROUNDTABLES
At the initial panel discussion, some firm leaders began to discuss business challenges that may be specific to architecture. 

iaWia invited firm decision-makers to join roundtable discussions about human resources issues specific to architecture and 

environmental design businesses. All firm leaders who had attended the panel discussion were invited to participate, along with 

others who had expressed interest. Leaders from five Iowa firms, ranging in size from under 20 to over 100 employees, attended 

at least one of  two roundtable sessions held in December 2012 and January 2013. Roundtables were not open to the public; two 

iaWia members attended each session to facilitate and record notes.

These discussions raised a number of  questions and offered a range of  examples for handling various types of  benefits and 

policies. Key topics included:

Work Options
• Collaboration and mentoring are key traits of  practicing architecture. Do we have to be in the same location to collaborate?

• How do firms value people so that they are most productive vs. the culture of  billable hours?

 - Treat people as autonomous, or self-directed, professionals

 - The employee knows what he/she needs to do and knows the firm’s quality standards - in other words, expectations are 

clearly communicated and understood

 - Employee may determine work level/hours based on work load, standards, and expectations

• Policies of  condensed work weeks/flex time based on firm culture and/or impact on economy.

• Is architecture really conducive to these policies – or is it more about firm culture and support for it? 

Women and Career Development
• Family requirements, time constraints and paths to leadership

Reviews
• Employees need venue for communication

• Provide firm with insight into employees’ challenges, successes, goals, and activity outside the office

• Several examples provided, from annual informal meetings to peer-review and self-evaluative models
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Aligning Values with Policies
• Example: registration (licensure) value and engagement/motivation. For instance, if  a firm values its employees attaining 

professional licensure and provides payment for exams, employees may be more motivated to achieve the goal.

• Example: maternity policy in relationship to firm’s diversity goals. For instance, if  a firm values women but does not have a 

maternity leave policy, there is dissonance between the value and the policy.

• Policies don’t “sell” a job, but may prevent someone from taking a position

Perception of Policies 
• “Reverse discrimination” and inequity of  benefits [actual or perceived] as offered to women and not men or to “families” 

but not single individuals

The discussions were held concurrent with but independent of  survey analysis. 

MEMBER WORKSHOP
In March 2013, iaWia members attended a workshop to process the information collected through the panel discussion, the 

survey, and the firm roundtable discussions. At this workshop, iaWia launched the best practices task force, the group who would 

develop and research the best practices recommendations. After an overview of  the survey results and roundtable topics, 28 

members participated in small group discussions related to specific topic areas.  This feedback was collected and organized into 

five overall categories: communication, work options, career development, discrimination and inclusion, and benefits.

TASK FORCE
Following the member workshop, task force co-chairs organized task force members into five topical areas: career development, 

work options, communication, discrimination and inclusion, and benefits. Working in small groups of  2-3 participants, task 

force members developed specific, actionable best practice recommendations related to their topic area. This included additional 

research to obtain reference data and supporting materials, along with identifying key questions related to each best practice 

recommendations. Drafts of  the recommendations were reviewed by the full task force and the iaWia board of  directors. 

Preliminary findings, including a draft of  the full best practice list and samples of  the two-page descriptions, were presented at the 

AIA Iowa Convention (September 27, 2013) and in a public forum (November 12, 2013) prior to completion and distribution of  

this final document.
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DOCUMENT: A USER’S GUIDE
This document represents the culmination of  the efforts described above. It represents a starting point. As iaWia continues to 

present the material and collect feedback, the organization envisions additional and ongoing research, along with a segment of  the 

iaWia website dedicated to presenting results, current trends, case study examples, and modified or additional best practices. For 

now, this collection of  best practice recommendations aims to help both employees and employers enact policies and 

grow cultures that support healthy work-life integration and sound business practices.

For employees, this list of  recommendations provides an outline of  possible practices and policies. Employees may use this to 

evaluate potential employers and to ask questions during a job search process. Employees already working within an organization 

may use this to focus on specific issues relevant to their life stage or circumstances. The two-page descriptions in particular 

address very specific types of  policies, and they list supporting materials that may be useful as employees develop conversations 

with their supervisors and firm owners.

For employers, firm leaders, and owners, this document summarizes a minimum standard for support of  work-life balance and 

provides tools to aid firm leaders in developing policies, practices, and organizational cultures that align with their firm’s values. 

The full list of  best practice recommendations includes questions related to each recommendation to assist firms in a self-

evaluation process. The two-page descriptions include background information, specific research to support the recommendation, 

key considerations or questions to be addressed as a policy is developed, and supporting materials.

You will find the best practice information divided into three sections, organized according to level of  detail. 

• Recommendations: This includes all best practice recommendations, along with questions associated with each best 

practice to help users evaluate existing or proposed approaches to the issues. This five-page summary organizes the best 

practices by general topic area: Career Development, Work Options, Communications, Discrimination and Inclusion, and 

Benefits. Within each topic area, there are four to seven bulleted best practice recommendations, each with two or three 

guiding questions. Use this as a summary, overview, or checklist, or as an index to the more detailed descriptions of  each best 

practice recommendation. 

• Descriptions: These are two-page detailed descriptions for each best practice recommendation. Use these to delve further 

into the issues raised by the recommendation, or for assistance in revising existing practices or developing new ones. These 

descriptions include the following: background statement for context, key aspects and/or key considerations of  the practice 

or policy, definitions of  key terms, supporting information for the recommendation, and reference materials.

• Appendix: At the end of  the document, supporting materials have been appended. These additional materials are referenced 

in the document or provide supplemental information. These may be used to explore specific aspects of  this project.

Ultimately, this document will evolve as firms do. Several of  the recommendations bolster engagement and motivation, thus 

retaining talent and knowledge within organizations and within our profession. This is a first step in re-considering a culture of  

design practice that allows for a broader group of  practitioners to grow, contribute, and thrive. As such, it represents a vital step in 

the ongoing health of  our disciplines and all of  those engaged in their practice.



Topic: Introduction                                Iowa Women in Architecture 2016                                   Version 02 | p.18

Disclaimer: Iowa Women in Architecture is not qualified to provide legal consult on this matter. Research is ongoing and feedback is welcome. Visit 

www.iawomenarch.org to download updates or obtain feedback contact. 

SOURCES/ REFERENCES
1 18% of  architect members are female (AIA website, Facts and Figures 20120); 41% of  architecture students are female (NAAB 

2010 Accreditation Report); 50.8% of  the US population is female (US Census Bureau 2010).
2 Cathleen Benko and Molly Anderson, The Corporate Lattice: Achieving High Performance in the Changing World of  Work 

(Harvard Business Review Press, 2010). Page 2. 
3 Benko and Anderson, Page 31, 33.
4 Benko and Anderson, Page 32.
5 US Census 2010/Iowa Data Center.
6 Benko and Anderson, Page 2.
7 Benko and Anderson, Page 54.
8 “Alpha Dads: Men Get Serious About Work-Life Balance” by Sheelah Kolhatkar, Bloomberg BusinessWeek, May 30, 2013. Mothers: 

23% - too little time with kids, 68% - right amount, 8% - too much. Fathers: 46% - too little time with kids, 50% - right 
amount, 3% - too much.

9 Benko and Anderson, Page 2.  Referencing the 2008 Study of  the Changing Workforce by Ellen Galinsky, Kerstin Aumann, and 
James Bond. 31% men and 18% women in medium or large size companies.

10 Benko and Anderson, Page 61.
11CNBC, Everybody Wins With a Healthy Work-Life Balance,
 http://www.cnbc.com/id/100720414, 2013
12 Robert Levering and Milton Moskowitz, Fortune, Jan 20, 2011
13  CNN, Working overtime may harm the heart, study says
 http://www.cnn.com/2010/HEALTH/05/11/overtime.heart.work/index.html, 2011
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FACILITATE A DEVELOPMENT PROGRAM THAT PROVIDES LATTICE CAREER PATH OPPORTUNITIES.
• How does your firm account for varied career-life needs and motivations held by different generations, cultures, genders and 

life circumstances? 
• What career path alternatives could be made available and promoted in your organization? For example, does your firm 

provide advancement opportunities to employees who choose to gain deep expertise in an industry-specific area rather than 
follow traditional ladder career moves from architect to manager to principal?

• How is your organization ensuring that career-life fit discussions are occurring regularly? 

SPONSOR LEADERSHIP DEVELOPMENT THROUGH TRAINING, COACHING, AND EDUCATION.
• What leadership areas are needed within the firm?
• What skills, assets, and leadership types will provide the necessary leadership?
• How does the firm cultivate the needed leadership characteristics in a manner that is productive, inclusive, and measurable?
• What leadership education opportunities are provided to ensure the success of  both the employee and the firm?

ENCOURAGE AND ASSIST EMPLOYEES TO DEVELOP CLEAR PROFESSIONAL GOALS.
• How are the development goals of  each employee taken into consideration for assignments and project teams?
• How often are employee goals reviewed?
• What process is used to track and measure goal achievement?
 

ORGANIZE AND FACILITATE A MENTORSHIP PROGRAM FOR ALL EMPLOYEES AT ALL CAREER 
STAGES.

• What is the process for matching mentors and mentees? Does this process include input from the participants?
• How is the mentorship program evaluated? How is program quality maintained?

ADVOCATE FOR EMPLOYEE INVOLVEMENT IN VOLUNTEERING AND COMMUNITY-BUILDING 
WITH SUPPORTIVE POLICIES.

• How does the firm acknowledge that volunteer activities will grow the employee’s professional network and build skills that 
enhance the employee’s work?

• What written policies are in place to encourage volunteer activities?

CAREER DEVELOPMENT
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WORK OPTIONS

FOSTER A CULTURE OF SUPPORT AND RESPECT FOR A VARIETY OF WORK SCHEDULES.
• Does the firm allow employees to use any of  the following: Flex hours for occasional work-life balance conflicts? Condensed 

work weeks? Regular flexible schedules? Part-time schedules?
• Does the firm provide regular reviews of  employer/employee expectations regarding work schedule?
• How does the firm maintain open lines of  communication and a culture of  acceptance for flexible work options among co-

workers?

CREATE AND CLEARLY COMMUNICATE POLICIES FOR ALL WORK OPTIONS.
• Are work options polices in a handbook and clearly communicated to all employees?
• Do the implementation and perception of  work options coincide with written policies?
• Are there opportunities to provide feedback on the work option polices?

SUPPORT WORK AWAY FROM THE OFFICE.
• What telecommuting capabilities are currently in place? What are the requirements for granting telecommuting access?
• Is a trial period required to prove efficiency and productivity?

ACCOMMODATE TRANSITION TIME FOR EMPLOYEES RETURNING FROM PERIODS OF 
EXTENDED LEAVE.

• How do policies support transition time after leave?
• Are pre and post-leave meetings conducted to discuss return-to-work expectations and limits?

PROVIDE FLEXIBLE SCHEDULES AND FACILITIES FOR MOTHERS WHO ARE BREASTFEEDING AND 
RESERVING BREASTMILK. 

• What methods are used to support a mother’s pumping schedule?
• Is a comfortable, private and sanitary lactation room provided?

CREATE A TRAVEL-FOR-WORK POLICY AND PROVIDE OPTIONS FOR PERSONAL LIFE.
• How does the firm effectively set and communicate travel expectations that allow employees to make necessary home-life 

arrangements?
• What policies are in place to consider family needs when an employee must travel for work?
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COMMUNICATIONS

COMMUNICATE POSITIVE OR CONSTRUCTIVE FEEDBACK WITHIN ONE WEEK OF THE ACTION 
IN QUESTION.

•  How is positive feedback used to encourage employee engagement and reinforce quality work?
•  What strategies are used to ensure that feedback is objective, targeted to the action, specific, backed up with facts, and 

includes a possible solution or action plan?

HOLD FORMAL PERFORMANCE REVIEWS AT LEAST ONCE ANNUALLY.
•  How is two-way communication incorporated into the performance review process?
•  What is the relationship between an individual’s career development goals and the firm’s business development goals? Is the 

employee informed of  this relationship?

MEASURE SUCCESS BASED ON AN INDIVIDUAL’S PERFORMANCE AND QUALITY OF WORK.
•  Do the metrics used to measure employee performance take into account added value to the firm beyond revenue-based 

performance?  Is the evaluation process fair and unbiased?
•  Are the metrics used for performance evaluation communicated to employees?

 TRACK EMPLOYEE WORKLOAD AND ASSIST IN [RE]BALANCING WHEN NECESSARY.
•  What methods are used to track employee workload? Are tasks that don’t produce billable hours included in workflow?
•  When an employee reports being overwhelmed, do you acknowledge and validate their perspective? Is workload adjusted?

PUBLISH AND COMMUNICATE THE FIRM’S VALUES, GOALS, AND VISION. ALIGN POLICIES TO 
THEM.

•  How are the firm’s values, goals, and vision communicated to all employees? Does this communication occur at least once 
annually?

•  How does the firm assess if  firm policies align with goals and vision?
•  Are employees informed of  goals and empowered to achieve them?

MAINTAIN A WRITTEN EMPLOYEE HANDBOOK/PERSONNEL MANUAL.
•  How does the firm gauge employee perception of  policies and policy implementation to ensure that perception matches the 

intent of  the policy?
•  What is the process for evaluating unique policy situations? Is the process fair and consistent?

IMPLEMENT AN EMPLOYEE ON-BOARDING PROGRAM TO EFFECTIVELY INTEGRATE NEW 
EMPLOYEES.

•  Do new employees feel welcomed and prepared for their positions? How do new employees connect with their colleagues?
•  What existing procedures give new employees the resources to be successful? How does this relate to and coordinate with an 

orientation or mentorship program?
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DISCRIMINATION & INCLUSION

IMPLEMENT CLEAR POLICIES REGARDING DISCRIMINATION AND SEXUAL HARASSMENT. 
DISCUSS POLICIES OPENLY AND REGULARLY.

• Does the firm have clearly written and communicated ‘zero tolerance’ policies regarding discrimination and harassment? 
• Does your firm regularly review office policies with employees (at hiring and/or annually), including discrimination and 

harassment policies?
• Are the challenges associated with benevolent stereotyping considered?

EDUCATE EMPLOYEES ON HOW TO RECOGNIZE AND RESPOND TO DISCRIMINATION.
• What types of  education are provided for discrimination and harassment issues?
• What directives/guidelines are in place for employees to recognize, report, and correct discrimination or harassment if  it 

occurs in your workplace?

SUPPORT A POSITIVE CONSTRUCTION JOBSITE CULTURE AND PROVIDE EQUAL ACCESS 
TO PROFESSIONAL DEVELOPMENT OPPORTUNITIES THAT INCLUDE EXPERIENCES ON 
CONSTRUCTION SITES.

• Are discrimination policies and resources available to construction workers and other consultants in the field? If  so, how are 
they made available and implemented?

• How do firm leaders improve and support positive, professional culture on jobsites? 
• What directives/guidelines are in place for employees to recognize, report, and address discrimination or harassment that 

could occur in work settings outside the workplace, such as construction sites or client settings?

CONDUCT A SALARY AUDIT EACH YEAR.
• How often does a firm perform a comprehensive review of  employees’ salaries? Is the review based on position, 

responsibilities and experience?
• What mechanisms are in place to avoid inadvertent salary differentials between employees with similar skills, expertise, and 

responsibilities?
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BENEFITS

PROVIDE A MINIMUM OF SIX TO EIGHT WEEKS PAID MATERNITY LEAVE.
• How does the firm provide support for an employee with a new child?
• How is this benefit communicated and what are the procedures for requesting/implementing the policy?

PROVIDE A MINIMUM OF THREE WEEKS PAID TIME OFF (INCLUDING SICK, VACATION, AND 
PERSONAL TIME).

• Are employees compensated with adequate paid time off  (excluding holidays)?
• How is this benefit communicated and what procedures are in place for implementation, such as requirements for scheduling 

or reporting time off?
• Is proportional time off  provided for part-time employees?

CLEARLY STATE PROCEDURES FOR DEPENDENT CARE LEAVE.
• Are employees able to care for dependents and family members with support of  the firm, in both a short and long-term 

instances?
• How are processes structured and communicated?

PROVIDE PAID MEDICAL INSURANCE FOR EMPLOYEES.
• What types of  insurance and insurance-related benefits are offered for employees and their dependents?
• What are the enrollment requirements?
• How does this benefit apply to part-time employees in a fair and equitable way?

SUPPORT PROFESSIONAL DEVELOPMENT WITH AN ANNUAL ALLOWANCE OF TIME AND 
MONEY.

• How is professional development supported at all stages of  an employee’s career?
• How do these policies align with the value your firm places on licensure, continuing education, certification, knowledge and 

expertise?

IMPLEMENT A RETIREMENT SAVINGS PLAN FOR EMPLOYEES.
• What are requirements for participation in the firm’s retirement savings plan?
• What resources are provided to assist and encourage planning and saving for retirement?



CAREER DEVELOPMENT 
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RECOMMENDATION:
Facilitate a development program that provides lattice career path 
opportunities.  

The ladder career path model, which dictates that employees must either move up a 

singular path or get off  the ladder, has become increasingly irrelevant and ineffective 

at engaging today’s diverse workforce. A multi-directional lattice approach to career 

development allows firms and employees to discuss a career-life fit that matches a firm’s needs 

with the goals and needs of  an employee. These discussions fuel greater employee engagement 

and loyalty as employees are able to find ways to develop diverse skills, advance faster, reduce 

their pace, or change roles based on career-life fit.1 Many companies are already working with 

individuals to create such arrangements, but applying this approach to all employees increases 

the possibility that more employees will remain fully engaged in their work.1

KEY ASPECTS OF A LATTICE CAREER DEVELOPMENT PROGRAM
Regularly discuss the following areas with each employee:

• Strengths, talents and experience 
• Professional goals and values 
• Personal goals and circumstances

Develop guidelines for work options that support a customized career path. Guidelines should present a variety of  options for the 
following areas:1

• When employees work (Condensed work week, flexible schedules, etc.)
• Where employees work
• How much employees work

For further discussion of  work options, refer to the iaWia Best Practice Recommendation sheet on how to “Foster a culture of  
support and respect for a variety of  work schedules.” 

KEY CONSIDERATIONS FOR THE LATTICE CAREER APPROACH
How can your lattice approach address all employees and recognize a variety of  circumstances rather than make special 
arrangements for only a few individuals? How does your firm account for varied career-life needs and motivations held by different 
generations, cultures, genders and life circumstances?

What career path alternatives could be made available and promoted in your organization?
• For example, does your firm provide advancement opportunities to employees who choose to gain deep expertise in an 

industry-specific area rather than follow traditional ladder career moves from architect to manager to principal?

If  your firm chooses to allow employees to take an extended break or sabbatical, how are opportunities for workforce reentry 
discussed and planned?

How is your organization ensuring that career-life fit discussions are occurring regularly? 

“When employees 
are highly engaged, 

their companies enjoy 
26% higher employee 

productivity...”
(Watson Wyatt’s 2008/2009

 Work USA Report)

26%
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Lattice Career Model: Model in which careers are viewed as multi-directional and able to be customized in terms of  
pace and role within an organization over time.  Customization options can be open ended or 
an organization can map a framework of  options.

Career-Life Fit: How well, or poorly, the current characteristics of  an employee’s job matches with the current 
conditions of  an employee’s personal life.

 

DEFINITIONS

SUPPORTING INFORMATION
• Bob Sobiech, of  the national corporate human resources firm Deloitte and Touche, discussed the benefits of  a lattice 

approach during the iaWia panel discussion.  The discussion highlighted the importance of  setting up a framework to make 

life-work balance decisions that are fair, though not necessarily identical, for all employees.

• According to Cathleen Benko and Molly Anderson, authors of  The Corporate Lattice: Achieving High Performance In the Changing 

World of  Work1, a lattice organization can provide the following benefits to employers and employees:

- Promotes an entrepreneurial culture and innovation.

- Encourages employee loyalty and discourages turnover by respecting career-life fit and by working with employees to 

discover new roles/opportunities.

- Recognizes that employee engagement is critical to productivity and no longer achieved through one formula, given 

dramatic shifts in demographics.  According to the Watson Wyatt’s 2008/2009 Work USA Report, “When employees 

are highly engaged, their companies enjoy 26% higher employee productivity, have lower turnover risk and are more 

likely to attract top talent. Their companies have also earned 13% greater total returns to shareholders over the last five 

years.”

- Allows alignment and realignment of  strengths and talents.

- Discourages employee “boredom” from feeling stuck on one path.

- Allows flexibility to accommodate personal circumstances and reduces the stigma associated with “alternative” work 

arrangements (a benefit to both men and women).1

In the 2012 iaWia survey, 75% of respondents reported feeling comfortable discussing 
work-life balance issues with supervisors. However, 35% of women and 12% of men 
reported feeling uncomfortable discussing work-life balance issues with supervisors. 

75% 35% 12% 
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SOURCES/ REFERENCES
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RECOMMENDATION:
Sponsor leadership development through training, coaching, and 
education. 

Leadership is important to the functionality of  a workplace. Leaders are not only supervisors or managers, they are 

individuals with the ability to guide and inspire others, with or without a hierarchical position. Skills that produce 

leadership can be developed through several forms of  training, mentoring, coaching, and education paired with a review system 

to measure growth and development. It is important to recognize that the best form of  leadership training is not the same for 

each individual, and sometimes the most appropriate resources are outside of  the firm. How can your firm sponsor training and 

education for leadership that will ensure the success of  both the employee and the firm?

IMPLEMENTATION OPTIONS/ALTERNATIVES
Sponsor annual leadership retreats, which may be planned by the firm and/or a consulting agency that specializes in leadership 
training. 

Facilitate a mentoring program. [Refer to Best Practice Recommendation: “Organize and facilitate a mentorship program for all 
employees at all career stages”].

Provide opportunities for: learning and development on the job; challenging and visible “stretch” assignments; reasonable risk-taking; 
and cross-functional roles that broaden exposure and skills.1

Invest in career planning programs that aid employees to establish professional goals based on their aspirations, interests, skills, 
and experiences.1 [Refer to Best Practice Recommendation: “Encourage and assist employees to develop clear professional 
goals”].

KEY CONSIDERATIONS
What leadership areas are needed within the firm?

What skills, assets, and leadership types will provide the necessary leadership?

How does the firm cultivate the needed leadership characteristics in a manner that is productive, inclusive, and measurable?

What leadership education opportunities are provided to ensure the success of  both the employee and the firm?

Is employee leadership outside of  the firm encouraged and/or recognized?

Is there diversity amongst the leadership in the workplace?

Are leadership opportunities available to all employees at every career level?

KEY ASPECTS
Develop a leadership strategy that reflects the vision of  the firm. The strategy should consider: the number of  leaders needed 
(present and future); desired qualities of  those leaders; desired skills and behaviors; collective leadership capabilities; and desired 
leadership culture, 2 (see “Definitions” below for leadership types).

Consider providing financial support for leadership education outside the firm.

Consider whether or not barriers exist that prevent employees from developing leadership skills.
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Focus on learning opportunities that can be achieved from work assignments by identifying: specific goals, opportunities to 
receive feedback, and a coach or mentor with whom to discuss learning strategies.2

Develop a knowledge management system that captures knowledge and important information that will simplify learning. This 
aids developing leaders in learning from colleagues who have moved on to other assignments or have retired.2

Employee performance assessment should align rewards with business goals and values. Performance rewards should be clearly 
communicated and consistently used as the basis for recruitment, compensation, promotions, and other career opportunities.1

Performance assessments should be continuous, targeted and individualized.2 [Refer to Best Practice Recommendation: 
“Communicate positive or constructive feedback within one week of  the action in question”].

DEFINITIONS

SUPPORTING INFORMATION
• A study of  executives by Catalyst, “Global Leaders,” found that the largest portion of  executives, both men and women, see 

business-focused strategies as the most helpful organizational strategies in advancing their careers: 83% note opportunities 

for leadership positions and 80% note challenging assignments as strategies that have been very helpful in their success.1

• In a study of  executive women and men, when asked about organizational obstacles, the top-rated obstacles primarily 

concern the availability and quality of  support from the people in their organizations. Women report facing many more 

obstacles, however, than men —specifically being excluded from important networks, having a limited number 

of  role models, having limited opportunities for experiences in line or in general management positions, facing 

gender stereotypes, and being in dual-career families.1

Hierarchical Leadership: Characterized by placing importance on social rank, following tradition, and abiding by the 
rules.

Autonomous Leadership: Characterized by self-reliance, and working and acting independently.

Participative Leadership: Characterized by collaboration and inclusiveness.

Charismatic Leadership: Characterized by strong enthusiasm, and by inspiring and motivating others.

Team-Oriented Leadership: Characterized by helping teams deal with conflict, working together,and developing cohesion.

Humane-oriented leadership: Characterized by helping others, generosity, and compassion.

Career Development Plans: Plans made by leaders for personal development over a period of  time. The best plans are 
comprehensive, covering work assignments as well as relevant leadership activities, and are 
discussed by the individual leader with their HR representative and manager.2

“Stretch” Assignments: Experiences which challenge and potentially broaden a person’s current capabilities.
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• When executives were asked to suggest changes to help advance the next generation of  leaders they said, “Improve career 

development and performance management systems for both genders”. Of  the executives asked, 57% recommended this 

for women and 59% for men. The management system suggestion includes creating objective and inclusive performance 

management systems, providing key developmental experiences, and offering networking and mentoring opportunities.1

• A survey by the Center for Creative Leadership (CCL) found that among Baby Boomers, Gen-Xers, and Millennials, there is 

large agreement that effective leaders are participative, team-oriented, charismatic, and humane-oriented.3

• iaWia Survey Results: Several different types of  professional development training are provided at Iowa firms:  66% software 

training, 34% business skills, 35% technical skills, 33% leadership training.

SOURCES/ REFERENCES
1. Galinsky, E., Salmond, K., Bond, J. T., Kropf, M. B., Moore, M., & Harrington, B. Leaders in a Global Economy: A Study of  

Executive Women and Men. Families and Work Institute, Catalyst Inc, Boston College Center for Work & Family.

 http://www.catalyst.org/knowledge/leaders-global-economy-study-executive-women-and-men

2. William Pasmore, P. D. (2013). Developing a Leadership Strategy: A Critical Ingredient for Organizational Success. 

Greensboro: Center for Creative Leadership. http://www.ccl.org/Leadership/

3. Deal, J. J., Stawiski, S., Gentry, W. A., & Cullen, K. L. (2013). What Makes a Leader Effective? Greensboro: Center for Creative 

Leadership. http://www.ccl.org/Leadership/

4. U.S. Office of  Personnel Management (http://www.opm.gov) 

5. Mind Tools [http://www.mindtools.com/pages/article/newLDR_84.htm]
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RECOMMENDATION:
Encourage and assist employees to develop clear professional goals.

Daily operations and meeting deadlines are time consuming and require focus and attention. Demanding work environments 

can leave employees with little time to consider whether or not they are achieving their professional goals. Dedicated time to 

accomplishing specific goals that are not related to current workload is often not a priority, such as study time for professional 

license exams, certifications, continuing education, and other. Firms should periodically review employee goals and support 

employees in finding time, resources, and opportunities to achieve career goals while enhancing their skills and firm 

contributions.

IMPLEMENTATION OPTIONS/ALTERNATIVES
Provide a framework for completion of  Intern Development Program, Architect Registration Exam or other professional licenses 
relevant to the company’s core work.

Provide resources and encouragement for acquiring professional certifications, such as LEED, CSI, ICC, and other professional 
certifications relevant to the company’s core work and/or the employee’s interests.

Work with each employee to create a career development plan. 

Provide financial and time resources in an individual learning account for each employee. 

KEY CONSIDERATIONS
How are the development goals of  each employee taken into consideration for assignments and project teams?

How often are employee goals reviewed? 

What process is used to track and measure goal achievements?

Are realistic paths developed to achieve goals?

Are there obstacles preventing employees from achieving their goals?

Are employees encouraged to continually set new goals?

How are employees recognized for accomplishing their goals?

KEY ASPECTS
Align employee training and development efforts with the firm’s mission, goals, and objectives as well as the career goals of  the 
employee.

Offer a range of  development options including but not limited to: formal courses, seminars, workshops, action learning, 
conferences, mentoring, and other.1

Regularly evaluate the effectiveness of  the firm’s career development system and programs.1

Provide employees with process, information, tools, and resources they need to develop their careers.
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Communicate with employees about the career development initiatives and tools that are available to them within the firm.

Frame a culture that values, supports, and rewards learning.

Create “SMART” goals that are specific, measurable, attainable, realistic, and timely.

Utilize Career Development Plans or Executive Development Plans to provide a framework for discussing an employee’s 
advancement goals.

DEFINITIONS

SUPPORTING INFORMATION
• In a study of  STEM (science, technology, engineering, mathematics) professionals in the private sector…Hewlett et al., 

(2008) found that many women appear to encounter a series of  challenges at midcareer that contribute to their 

leaving careers in STEM industries. Women cited feelings of  isolation, an unsupportive work environment, 

extreme work schedules, and unclear rules about advancement and success as major factors in their decision to 

leave.3,4

• Studies of  the drivers for employee engagement and retention include the importance of  challenging and meaningful work 

with growing career opportunities. A study focused on members of  Generation Y found that career-focused elements such 

as developing new skills, challenge, and good career prospects were their dominant attractions when joining their current 

organization.10, 11 In another study, one factor topped the list of  satisfaction drivers for respondents, “more opportunities to 

do what I do best”.5,6

• Companies that take an integrated approach to rewards and talent management are 33% less likely to have trouble retaining 

critical-skill employees and 18% less likely to have difficulty keeping top-performing employees. They are also 18% more 

likely to be financially high-performing organizations.5,7

Career Development Plans 
(CDP): 

A tool to assist employees in achieving their personal and professional development goals. 
CDPs help employees and supervisors set expectations for specific learning objectives and 
competencies. While a CDP is not a performance evaluation tool or a one-time activity, CDPs 
allow supervisors to clarify performance expectations.2

Executive Development Plans 
(EDP): 

A key tool in assisting executives in their continued development. EDPs should outline a 
senior executive’s short-term and long-term developmental activities, which will enhance the 
executive’s performance. These activities should meet organizational needs for leadership, 
managerial improvement, and results. Facing constant challenges, changing technologies, and 
a dynamic environment, executives must pursue ongoing professional executive development 
to succeed and grow. It is crucial that executives continue to strengthen and enhance their 
Executive Core Qualifications (ECQs), broaden their perspectives, and strengthen their 
performance.2

Individual Learning Account 
(ILA): 

A base amount of  resources expressed in terms of  dollars and/or hours that are set-aside for 
an individual employee to use for his or her learning and development. Accounts may be used 
to develop knowledge, skills, and abilities that directly relate to the employee’s official duties. An 
ILA provides a flexible and innovative approach to encouraging employees to take control of  
their own learning and career development.2
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RECOMMENDATION:
Organize and facilitate a mentorship program for all employees at all 
career stages.

Creating a mentorship program can benefit an organization beyond the obvious benefits to the mentee. Ellen Van Velsor, Ph.D., 

and Joel Wright of  the Creative Center for Leadership explain: 

“Organizations can benefit by way of  established leaders helping youth take their fresh ideas and boundless enthusiasm 

and channel it in ways that bring effectively executed innovation to the forefront — and all with virtually no additional 

outlay of  funds. There is a growing body of  research that shows good mentors learn and grow as leaders as much as 

mentees through their mentoring experience. While not everyone may be well-suited to be a mentor (good mentoring 

requires an openness to learning), mentor training can help people gain the self-awareness and skills to be effective, 

regardless of  whether they are a young person mentoring an older person or vice versa.” 1

IMPLEMENTATION OPTIONS/ALTERNATIVES
Host mentorship retreats

Provide framework for completion of  Intern Development Program 

Host speed mentoring events

Implement a knowledge management system 

KEY CONSIDERATIONS
What is the process for matching mentors and mentees? Does this process include input from the participants?

How is feedback obtained, analyzed, and utilized?

How is the mentorship program evaluated? How is the program quality maintained? Is there diversity amongst the mentors and 
mentees?

How does the firm train employees to be successful mentors?

When and where does mentoring take place? 

Are there opportunities for both formal and informal mentorship?

KEY ASPECTS
Consider the characteristics of  good mentors and good mentees; assist participants of  the mentorship program to understand 
those characteristics and how they will make an impact.

Discuss mentorship interests with employees and in what areas they feel confident serving as a mentor or mentee.

Conduct a needs assessment. Create a business case to address why this program is needed, what the organization hopes to gain, 
and what components the program should include.2

Develop a mentoring program roadmap. The roadmap should include a business case, project plan, and an implementation plan. 
It should also include the needs assessment findings, project plans with key milestones, and the program description. 2 
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Gain top management support and commitment.  A formal mentoring program will succeed only if  senior leadership supports 
the program and makes it part of  the learning culture. Senior leaders participating as mentors represent a true commitment to the 
program and will encourage employee participation. 2

Create a steering committee. A steering committee sets the goals and objectives of  the mentoring program. This committee 
should consist of  representatives from different offices of  the agency (if  applicable), not primarily from the human resource or 
human capital office. The committee members should be committed to creating a learning culture within the agency. 2

DEFINITIONS

SUPPORTING INFORMATION
• On September 19, 2008, BusinessWeek reported in an article called “The Global Talent Crisis” that “Companies and 

countries will need more than 3.5 billion people by 2010 to fill knowledge worker positions. By 2020, that number will 

exceed 4 billion. Projections indicate that there will be shortages between 32 million and 39 million people to fill these 

positions. The U.S. will have the biggest shortfall-needing as many as an additional 14 million people”.5

• A survey conducted by Catalyst, Inc. in 1996 found that of  nearly 500 executive women (a majority within two reporting 

levels of  the CEO), 37% of  the women executives explicitly stated that having an influential mentor or sponsor was a critical 

ingredient for success. And four out of  five respondents considered this strategy at least somewhat important to their career 

advancement. 3

Mentoring: A professional relationship in which an experienced person (the mentor) assists another (the 
mentee) in developing specific skills and knowledge that will enhance the less-experienced 
person’s professional and personal growth.

Informal Mentoring: A company provides venues for mentoring relationships to develop and lends some sort of  
guidance so that effective mentoring occurs. This approach often involves activities such as 
networking events, where junior staff  members are invited to panels or discussions with senior-
level leaders. 3

Formal Mentoring: A company matches mentors and mentees, designates minimum time commitments, monitors 
the relationships, and evaluates the program. In an effort to establish a culture in which 
communication among diverse employees flourishes, many companies create formal mentoring 
programs. 3

One-on-One Mentor 
Relationship: 

This program involves pairing one mentor with one mentee.

Group Mentoring: One mentor is teamed with several mentees who meet at the same time. As the mentor poses 
questions, listens and reflects he or she engages all member of  the group in the conversation. 
Each one has their own experience and insight to share and can draw their own learning from 
the discussion. 2

Reverse Mentoring: The mentoring of  a senior person (in terms of  age, experience or position) by a junior (in 
terms of  age, experience or position) individual. Reverse mentoring aims to help older, more 
senior people learn from the knowledge of  younger people, usually in the field of  information 
technology, computing, and Internet communications. The key to success in reverse mentoring 
is the ability to create and maintain an attitude of  openness to the experience and dissolve the 
barriers of  status, power and position. 2
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LinkedIn surveyed more than 1,000 female professionals in the U.S. and 82% agreed that 
having a mentor is important.  Yet, nearly 1 out of every 5 women reported never having a 
mentor. Furthermore, 52% of these women noted they hadn’t had one because they “never 

encountered someone appropriate.” 4

82% 1 in 5 52%

SOURCES/ REFERENCES
1. Ellen Van Velsor, P., & Wright, J. (2012). Expanding the Leadership Equation. Center for Creative Leadership. Greensboro: 

Center for Creative Leadership. http://www.ccl.org/Leadership/ 

2. http://www.opm.gov/policy-data-oversight/training-and-development/career-development/bestpractices-mentoring.pdf

3. Catalyst Inc. (2002). Creating Successful Mentoring Programs: A Catalyst Guide. New York, NY, USA: Catalyst Inc.

4. http:// www.huffingtonpost.com/2011/10/26/women-without-mentors_n_1031489.html

5. http://www.businessweek.com/stories/2008-09-19/the-global-talent-crisisbusinessweek-business-news-stock-market-and-

financial-advice

6. National Mentoring Partnership http://www.mentoring.org/about_mentor/mission 

7. U.S. Office of  Personnel Management http://www.opm.gov 

8. AIA Best Practices: Mentoring Essentials for IDP Supervisors & Mentors http://www.aia.org/groups/aia/documents/pdf/

aiab090436.pdf  

9. ACE Mentor Program http://www.acementor.org 

10. Young Architects Forum www.aia.org/yaf

http://www.ccl.org/Leadership/
http://www.opm.gov/policy-data-oversight/training-and-development/career-development/bestpractices-mentoring.pdf
http:// www.huffingtonpost.com/2011/10/26/women-without-mentors_n_1031489.html
http://www.businessweek.com/stories/2008-09-19/the-global-talent-crisisbusinessweek-business-news-stock-market-and-financial-advice
http://www.businessweek.com/stories/2008-09-19/the-global-talent-crisisbusinessweek-business-news-stock-market-and-financial-advice
http://www.mentoring.org/about_mentor/mission
http://www.opm.gov
http://www.aia.org/groups/aia/documents/pdf/aiab090436.pdf
http://www.aia.org/groups/aia/documents/pdf/aiab090436.pdf
http://www.acementor.org 
www.aia.org/yaf
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RECOMMENDATION:
Advocate for employee involvement in volunteering and community-
building with supportive policies.

Volunteer activities and community building programs are often an appealing outlet for 

individuals to apply their professional skills and personal interests to do good and create an 

impact. Such opportunities provide opportunities to learn new skills and acquire cultural 

perspective. Employers that support such initiatives make a statement that the employees’ 

interests and values are meaningful, significant, and relevant to the firm. Employees, in 

turn, are likely to contribute enhanced skills, leadership, and perspective to the culture and 

initiatives of  the firm.

IMPLEMENTATION OPTIONS/ALTERNATIVES
Host an office volunteer day

Offer paid time for volunteering

Sponsor events and projects to support employee participation

Provide matching fund donations

Track and formally recognize employee volunteer accomplishments

KEY CONSIDERATIONS
How does the firm acknowledge that volunteer activities will grow the employee’s professional network and build skills that 
enhance the employee’s work?

What written policies are in place to encourage volunteer activities?

How does the firm make the experiences gained from volunteering part of  a formal job appraisal or development review process?

Are the skills and competencies developed through volunteering assignments of  relevance and value to the firm?

What types of  volunteer activities does the firm provide support for? 

KEY ASPECTS
Consider offering a specified amount of  paid time off  (PTO) for employees who participate in volunteer activities.

Consider how volunteer activities may be implemented as group activities to support team building and enhanced culture within 
the firm.

Consider how employee and firm involvement in volunteer activities will educate the community on the value of  the profession.

Consider the health benefits that employees will gain from participating in volunteer efforts. 1,2

of  respondents in the 
2012 iaWia survey ranked 
community service as an 
element that did or could 

make a significant positive 
difference on their 
career satisfaction.

49%
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Consider how a variety of  volunteer types could be encouraged such as skills-based volunteer activities, online volunteering and 
micro-volunteering.

DEFINITIONS

SUPPORTING INFORMATION
• Evidence indicates that those who volunteer at an earlier stage are less likely to suffer from ill health later in life, thereby 

offering up the possibility that the best way to prevent poor health in the future, which could be a barrier to volunteering, is 

to volunteer. 1

• A study found that, in general, volunteers report greater life satisfaction and better physical health than do non-

volunteers, and their life satisfaction and physical health improves at a greater rate as a result of  volunteering. 1, 7

• In a study of  corporate volunteer programs, by Corporate Citizenship, “Volunteering-The Business Case,” participants were 

asked, “What is it about the volunteering experience that helps the skills development process?” Survey respondents strongly 

displayed four major factors as influential in the skills development process. These are: 

  - Developing empathy and understanding
  - Being required to take on a leadership role
  - Having the opportunity to interact with a wider group of  people
  - Being exposed to a new environment 2

• Sixty-six percent of  employees reported a greater commitment to the company as a result of  their experience volunteering. 

Ninety-four percent of  companies surveyed believed employee volunteering provides a way to raise employee morale. 2

Skills-based volunteer activity: A volunteer task in which the volunteer uses the same skills that they use in their paid 
occupation. 

Online volunteering: “Online activism through social media, and micro-volunteering… Most online volunteers 
engage in operational and managerial activities such as fundraising, technological support, 
communications, marketing and consulting. Increasingly, they also engage in activities such as 
research and writing and leading e-mail discussion groups.” 3

Micro-volunteering: Easy, quick, low commitment actions that benefit a worthy cause. For example, “Mass SMS 
communication is considered a form of  “micro-volunteerism… It is frequently used by 
volunteers to raise awareness on local issues, to inform people’s choices, and to monitor and 
improve public services such as crop forecasting, education and health.” 3

Employer supported 
volunteering:

Often a component of  the community involvement strategies of  businesses… The most 
common types of  employer-supported volunteer programs (EVP) involve “soft” forms of  
support. These include adjusting work schedules to accommodate volunteering, allowing access 
to company resources and facilities, making information about volunteering opportunities 
available to employees, and officially recognizing employees for their volunteer work. 3
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SOURCES/ REFERENCES
1. Corporation for National and Community Service, Office of  Research and Policy Development. The Health Benefits of  

Volunteering: A Review of  Recent Research, Washington, DC 2007.

2. Sullivan, G. B., & Sullivan, M. J. (1997). “Promoting Wellness in Cardiac Rehabilitation: Exploring the Role of  Altruism.” 

Journal of  Cardiovascular Nursing, 11(3): 43–52.

3. United Nations Volunteers. (2011). State of  the World’s Volunteerism Report 2011. United Nations Volunteers, State of  the 

World’s Volunteerism Report Team. United Nations Volunteers.

4. Van Willigen, M. (2000) “Differential Benefits of  Volunteering Across the Life Course.” The Journals of  Gerontology Series 

B: Psychological Sciences and Social Sciences, 55B(5): S308-S318.

5. Wilson, A., & Hicks, F. (2010). Volunteering-The Business Case. Corporate Citizenship. London: The City of  London. http://

www.cityoflondon.gov.uk/business/economic-research-and-information/research-publications/Documents/research-2010/

Volunteering_The%20Business%20Case.pdf  

6. http://www.volunteermatch.org/corporations/resources/businesscase.jsp

7. http://cdn.volunteermatch.org/www/about/UnitedHealthcare_VolunteerMatch_Do_Good_Live_Well_Study.pdf

http://www.cityoflondon.gov.uk/business/economic-research-and-information/research-publications/Documents/research-2010/Volunteering_The%20Business%20Case.pdf 
http://www.cityoflondon.gov.uk/business/economic-research-and-information/research-publications/Documents/research-2010/Volunteering_The%20Business%20Case.pdf 
http://www.cityoflondon.gov.uk/business/economic-research-and-information/research-publications/Documents/research-2010/Volunteering_The%20Business%20Case.pdf 
http://www.volunteermatch.org/corporations/resources/businesscase.jsp
http://cdn.volunteermatch.org/www/about/UnitedHealthcare_VolunteerMatch_Do_Good_Live_Well_Study.pdf
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RECOMMENDATION:
Foster a culture of support and respect for a variety of work schedules.

According to the iaWia best practices survey, 92% of  all respondents selected flexible 

working hours as the benefit that would make the most positive difference in their career 

satisfaction.  Flexible schedules can be utilized by a wide range of  employees, including 

those who would like to: ease into retirement; reduce commuting days; accommodate 

teaching, volunteer or community outreach opportunities; accommodate personal or family 

appointments and other family schedules. 

Fostering a culture that supports flexible schedules is an essential component of  providing 

opportunities for flexibility.  According to the Families and Work Institute, “data show 

that a culture of  flexibility is as, if  not more, important than simply having access 

to flexibility options. We measure the culture of  flexibility by asking whether employees feel that they have to choose between 

advancing in their jobs and devoting attention to their families and whether there is jeopardy for using flexibility.” 7

of respondents in the 
iaWia survey selected 

flexible working hours as the 
benefit that would make a 
positive difference in their 

career satisfaction.

92%

Work Options | Policy Satisfaction 

25% 

32% 32% 

57% 

49% 48% 
45% 

13% 

31% 31% 

22% 21% 

33% 
38% 

62% 

37% 38% 

22% 

30% 

18% 17% 

Flexible Working 
Hours 

Effective feedback Part Time 
Employment 

Condensed Work 
Week Option 

Telecommuting Job Sharing Sabbaticals 

Female Respondents 

1-2 3 4-5 

Level of satisfaction with firm’s policies/practices (1 = very dissatisfied, 5 = very satisfied): 
IAWIA SURVEY: Work Options | Policy Satisfaction
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IMPLEMENTATION OPTIONS/ALTERNATIVES
Allow flexible hours for occasional work-life balance issues on an as-needed basis.

Provide opportunities for traditional and daily flexible schedules, whether full-time or part-time.

Provide opportunities for condensed work weeks.

Provide regular review of  employee/employer expectations and limits.

Consider setting core hours for full-time employees to assist in team coordination.

Coordinate project meetings/collaboration efforts with respect to employee’s alternate work schedules. 

Review expectations for handling situations where either the employer or employee needs to request a variance from the  
established, alternate work schedule. Provide advance notice for commitments outside of  the alternate work schedule. 

Provide equal opportunities for employees regardless of  work schedules.

KEY ASPECTS
Fairness isn’t sameness. Consider using a consistent framework and criteria for making decisions about work options for  
different employees and documenting why decisions were made based on the criteria.

Employees/employers need not provide a “special” explanation to clients that someone is part-time.  Employees/  
employers should focus on when employees are available, not why they aren’t. 

Focus on the value of  the employee, efficiency, and productivity over traditional scheduling and hours in the office.

Maintain a culture of  acceptance and flexibility during workload scheduling, planning of  meetings, and daily 
collaboration. 

Allow and encourage open lines of  communication between employee and employer, and among coworkers. 

KEY CONSIDERATIONS
What process will be used to determine who will be allowed to work flex hours? 

Do part-time employees receive the same benefits as full-time employees?

How will coworkers and clients know when the employee is available for contact?

DEFINITIONS

Flex Time: Employees vary the duration and timing of  the workday within limits set by management. 
Traditional flex time is a schedule with a fixed start and end time. Daily flexibility allows 
employees to vary their work hours on a day-to-day basis.

Compressed Work Week: Working full-time hours in a reduced number of  days.

Core hours: A period of  hours that all full-time employees need to be in the office for coordination 
purposes. Outside of  the core hours, employees have flexibility.

Long Hours Work Culture: A workplace in which working long hours is perceived as corresponding to a higher level of  
productivity.
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SUPPORTING INFORMATION
• According to a recent study by Georgetown University, 

employee stress from trying to find time for their 

children correlates with decreased productivity 

and increased absenteeism. The study found that 

unplanned absences were costing some businesses 

nearly $1 million a year.” 3

• 45% of  those who cannot change their work schedules 

experience high levels of  feeling overworked, versus 

33% of  those who feel that they can rearrange their 

working hours. 7

• According to the Bureau of  Labor Statistics, 44 % of  

those in architecture and engineering professions work 

some type of  flexible schedule, compared to 28% of  

those in the entire workforce. 4

SOURCES/ REFERENCES
1. Boston College Center for Work and Family: http://www.american.edu/hr/upload/BCCWF-Flexibility-EBS.pdf

2. www.healthcare.gov/glossary

3. http://www.forbes.com/2009/03/16/work-life-flextime-leadership-careers-flexible.html

4. Bureau of  Labor Statistics: http://www.bls.gov/news.release/flex.t02.htm

5. Mastering the Art of  a Flexible Culture: http://www.cisco.com/web/about/ac49/ac55/Mastering_the_Art_of_a_Flexible_

Culture.pdf

6. Sloan Award Criteria by When Work Works: http://www.whenworkworks.org/

7. Families and Work Institute’s National Dialogue on Workplace Flexibility: Workplace Flexibility Among   Professional Employees, 

2010 http://familiesandwork.org/site/research/reports/www_us_workflex.pdf   

8. When Work Works: Flex at a Glance  http://whenworkworks.org/downloads/FlexAtAGlance.pdf   

9. Driving Cultural Change to Achieve Work-Life Balance, Robin Bishop www.communitybusiness.org/images/cb/.../2011/

WLBGuide2011.pdf

“More 
than 75% 

of managers 
and more than 

80% of employees 
indicated that flexible 

work arrangements 
have a positive impact 

on productivity, quality of 
work, and retention.” 
 - Boston College Center  for 

Work and Family

75%

80%

http://www.american.edu/hr/upload/BCCWF-Flexibility-EBS.pdf
www.healthcare.gov/glossary
http://www.forbes.com/2009/03/16/work-life-flextime-leadership-careers-flexible.htm
http://www.bls.gov/news.release/flex.t02.htm
http://www.cisco.com/web/about/ac49/ac55/Mastering_the_Art_of_a_Flexible_Culture.pdf
http://www.cisco.com/web/about/ac49/ac55/Mastering_the_Art_of_a_Flexible_Culture.pdf
http://www.whenworkworks.org/
http://familiesandwork.org/site/research/reports/www_us_workflex.pdf 
http://whenworkworks.org/downloads/FlexAtAGlance.pdf 
www.communitybusiness.org/images/cb/.../2011/WLBGuide2011.pdf
www.communitybusiness.org/images/cb/.../2011/WLBGuide2011.pdf
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RECOMMENDATION:
Create and clearly communicate policies for all work options. 

Creating, communicating, and implementing policies for a variety of  functional work options benefit both employer and 

employee.  To achieve success and unity within a workplace, flexibility-oriented company policies must value both employees and 

results.  A culture of  support and respect for a variety of  work schedules must be fostered for company-wide buy-in.

IMPLEMENTATION OPTIONS/ALTERNATIVES
Employee guidelines and instructional/informational videos.

Consistent team or office-wide meetings (e.g. monthly, quarterly, annually) to discuss options as well as any changes that have been 
made since the last meeting.

KEY CONSIDERATIONS
Are work options policies in a handbook and clearly communicated to all employees?

Are there opportunities to provide feedback on the work options policies?

Which individual or group will decide who gets which flexible options?

Will an application process be used?  Is the option by request only?

KEY ASPECTS
Create a culture of  acceptance and flexibility.

Set guidelines for when which work options become available.

Incorporate flexible work options when creating project teams.

Include flexible work options in project management tools to better manage flexible schedule options (e.g. schedule coordination, 
hour projections).

Hold regular employee reviews to discuss arrangements and expectations. [Refer to Best Practice Recommendation: Facilitate a 
development program that provides lattice career path opportunities.]

Clearly communicate the process to seek alternate work options.

Provide employees the opportunity to comfortably discuss alternate work options and/or assess their current work options.

Fairness is not sameness: while a variety of  flexible options are to be considered, a policy that works for one individual might not 
be the best policy for another individual; policies, operating within pre-established guidelines, may be evaluated on a case-by-case 
basis. 
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Flexible work options: Non-traditional and/or varying work schedules, locations, and/or methods.

Employee Guidelines: A published set of  guiding principles for employees that are regularly reviewed, revised, and 
distributed. 

DEFINITIONS

SOURCES/ REFERENCES
1.Galinsky, Ellen; Brownfield, Erin; Backon, Lois; Friedman, Dana. E. Workplace Flexibility: A Guide for Employees. http://

familiesandwork.org/3w/tips/downloads/employees.pdf

2.Friedman, Dana. E. Workplace Flexibility: A Guide for Companies. http://familiesandwork.org/3w/tips/downloads/

companies.pdf  

3.Managing Employees Who Work Flexible Schedules. Ceridian Corporation. 2004. http://people.rice.edu/uploadedFiles/

People/TEAMS/Managing%20Employees%20Who%20Work%20Flexible%20Schedules.pdf

4. Flexible Work Options Guide for Staff  Non-Union Employees. HR Services, University of  Chicago. http://humanresources.

uchicago.edu/fpg/forms/compensation/FlexibleWorkOptionsGuide.pdf

http://familiesandwork.org/3w/tips/downloads/employees.pdf
http://familiesandwork.org/3w/tips/downloads/employees.pdf
http://familiesandwork.org/3w/tips/downloads/companies.pdf
http://familiesandwork.org/3w/tips/downloads/companies.pdf
http://people.rice.edu/uploadedFiles/People/TEAMS/Managing%20Employees%20Who%20Work%20Flexible%20Schedules.pdf
http://people.rice.edu/uploadedFiles/People/TEAMS/Managing%20Employees%20Who%20Work%20Flexible%20Schedules.pdf
http://humanresources.uchicago.edu/fpg/forms/compensation/FlexibleWorkOptionsGuide.pdf
http://humanresources.uchicago.edu/fpg/forms/compensation/FlexibleWorkOptionsGuide.pdf
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RECOMMENDATION:
Support work away from the office.

With increasingly available technology and flexible work options, employees find themselves able to complete work tasks from a 

variety of  non-workplace locations and on varying, non-traditional schedules.  Flexible off-site productivity can succeed when 

reasonable, well-communicated parameters are in place.

IMPLEMENTATION OPTIONS/ALTERNATIVES
Regular schedule of  working from home (e.g. once a week on a predetermined day)

Working from home on an as-needed basis (e.g. staying home with a sick child)

Provide hardware, software, and licensing. Provide in full or partially through cost share, lease, loan, check out, other . . .

Hardware includes: desktop computer, laptop computer, printer, netbook, tablet, etc.

Software licensing including: design, redlining, cost estimating, spec writing, video conferencing, etc.

Provide wireless, email and phone access (e.g. company cell phone, instant messaging programs, installing work phone in 
employee’s home for conferencing)

Provide network access, remote desktop, and/or services such as LogMeIn

KEY CONSIDERATIONS
What telecommuting capabilities are currently in place?

Can telecommuting be a tax write-off, either for the employee or the company? 
See links below.

How will efficiency be tracked?  How will hours be logged?

Client and coworker contact: core hours of  availability, communication methods (e.g. phone, web, video, text, email)

What are the requirements for granting telecommuting access?

Is a trial period required to prove efficiency and productivity?  

KEY ASPECTS
Provide recommendations to employees on how to be most efficient when telecommuting (a dedicated home office space, 
technology needed to be successful, other).

Tax write-offs may be available for both employee and company.

Increased employee efficiency and productivity (e.g. ability to work from home with a sick child instead of  taking PTO).

Create a culture of  acceptance and flexibility.
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Telecommuting: Utilizing technology to perform work tasks from locations other than the primary place of  work

Software licensing: Gaining legitimate approval to utilize digital software on personal devices or those provided by 
the employer for off-site use

Remote desktop:

Online meeting:

Access to an on-site work computer profile while on a remote device

Attending a meeting by phone, video, or screen-sharing rather than in person

Video conferencing: Attending a meeting or other interaction through the use of  a video device

DEFINITIONS

SOURCES/ REFERENCES
1.Telecommuting Considerations. The Architect’s Handbook of  

Professional Practice, 13th edition. December 2006. http://

www.aia.org/practicing/bestpractices/AIAB091192

2.Babauta, Leo. 20 Essential Tips for Telecommuting Success. 

14, August 2007. http://freelanceswitch.com/freelancing-

essentials/20-essential-tips-for-telecommuting-success/

3.Levin-Epstein, Amy. Work from Home: 7 Tips for 

Telecommuting Success. 17, March 2011.  http://www.

cbsnews.com/8301-505125_162-47540377/work-from-home-

7-tips-for-telecommuting-success/

4.Case Study: Telecommuting. http://inst.eecs.berkeley.

edu/~eecsba1/sp97/reports/eecsba1d/report/telecommute.

html 

5.Byrnes, Tracy. Taxing aspects of  telecommuting: A look at 

deductions for home office expenses. 15, January 2002. http://

www.marketwatch.com/story/maximizing-telecommuting-home-office-deductions

6. Helm, Jill. TELECOMMUTING. April 2010. http://www.hhcpa.com/blogs/income-tax-accountants-cpa/telecommuting 

7. “Boston College Center for Work and Family Executive Briefing Series Business or Busyness: Strategy for Managing Workload” 

http://www.bc.edu/content/dam/files/centers/cwf/research/publications/pdf/workload_ebs.pdf

“One of the 
reasons people come to 

work for IBM is because we take 
workplace flexibility seriously. On 

any given day, worldwide, one third 
of our people are not at an IBM location 
- they are working onsite with customers, 
are telecommuting or are mobile. Today, 

we must reconsider our traditional concept 
of work and how it gets done, because 

Flexible Work Options allow our workforce 
to serve customers as never before.” 7

– Samuel J. Palmisano Chairman of the 
Board and Chief Executive Officer IBM 

http://www.aia.org/practicing/bestpractices/AIAB091192
http://www.aia.org/practicing/bestpractices/AIAB091192
http://freelanceswitch.com/freelancing-essentials/20-essential-tips-for-telecommuting-success/
http://freelanceswitch.com/freelancing-essentials/20-essential-tips-for-telecommuting-success/
http://www.cbsnews.com/8301-505125_162-47540377/work-from-home-7-tips-for-telecommuting-success/
http://www.cbsnews.com/8301-505125_162-47540377/work-from-home-7-tips-for-telecommuting-success/
http://www.cbsnews.com/8301-505125_162-47540377/work-from-home-7-tips-for-telecommuting-success/
http://inst.eecs.berkeley.edu/~eecsba1/sp97/reports/eecsba1d/report/telecommute.html
http://inst.eecs.berkeley.edu/~eecsba1/sp97/reports/eecsba1d/report/telecommute.html
http://inst.eecs.berkeley.edu/~eecsba1/sp97/reports/eecsba1d/report/telecommute.html
http://www.marketwatch.com/story/maximizing-telecommuting-home-office-deductions
http://www.marketwatch.com/story/maximizing-telecommuting-home-office-deductions
http://www.hhcpa.com/blogs/income-tax-accountants-cpa/telecommuting
http://www.bc.edu/content/dam/files/centers/cwf/research/publications/pdf/workload_ebs.pdf
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RECOMMENDATION:
Accommodate transition time for employees returning from periods of 
extended leave.

There are many situations that cause an employee to utilize leave time. Most often, leave is used in times of  major life transitions 

or challenges. The return from leave for a major life transition can be a difficult time for many people and, for many 

types of  leave, the conclusion of  the life transition doesn’t necessarily align with the return to work.  According to the 

Wellesley Center for Women, “Women and men who reported higher levels of  work-family conflict were more likely to have 

clinically significant diagnoses of  mood, anxiety, and substance abuse disorders. Not surprisingly, these strains are also associated 

with overall poorer physical health.”(Research & Action Report, 2013). Providing employees with post-leave work options helps 

to alleviate the stress of  work-family balance and allows an employee time to adjust to combining work with life transitions.

IMPLEMENTATION OPTIONS/ALTERNATIVES
Allow employees who are returning from leave the option to work 2-3 weeks part-time.

Allow employees who are returning from leave to work flexible schedules. 

Conduct pre-leave and post-leave meetings to discuss return-to-work options, expectations, and limits.

KEY CONSIDERATIONS
How long can a full-time employee use ‘transition’ time? 

What types of  leave earn ‘transition’ time (maternity, paternity, disability, bereavement, dependent care, medical, other)?

How do written policies support transition time after leave?

DEFINITIONS
Maternity leave: A leave of  absence for an expectant or new mother for the birth and care of  the baby.

Paternity leave: A leave of  absence from a job for a father to care for a new baby.

Medical leave: Leave for treatment or recovery related to serious health conditions. Refer also to the definition 
offered through the Family and Medical Leave Act (FMLA). The FMLA’s definition of  a serious 
health condition is broad and encompasses pregnancy and many illnesses, injuries, impairments, 
or physical or mental conditions that require multiple treatments and intermittent absences.

Transition Time: An agreed upon period of  time, after returning from Leave, where an employee can work an 
agreed upon shortened or flexible schedule.
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SUPPORTING INFORMATION
• Postpartum depression raises health care costs. 

“Mothers’ better postpartum health status was also associated with several work-related variables, including lower levels of  job stress, 

increased perceived control over work (and home) activities, and more coworker support.” 3

“Strategies to Prevent Postpartum Depression and Save Healthcare Costs:

Create workplace policies that promote mothers’ recovery from childbirth and enable them to successfully resume work.

Examples of  workplace policies that may help prevent postpartum depression include:

- Pregnancy and parental paid leave benefits

- Flex-time and telecommuting options

- Option for reduced hours upon re-entry to work

- Providing support and space for breastfeeding and pumping breast milk”

“In general, depression among workers has been shown to cost U.S. employers $44 billion per year in lost productivity and about $12.4 

billion in health care expenditures.” 4

• “It also is less expensive for companies to retain workers than to find someone new. For instance, Deloitte & Touche 

spends $2,500 per person annually for its program to keep ex-workers in the loop. The cost of  replacing an employee, 

however, is twice the worker’s salary, the company said.” 5  

SOURCES/ REFERENCES
1. Wellesley Center for Women, Research & Action Report, Spring Summer 2013. Volume 34- Number 2.  (http://www.

wcwonline.org/Research-Action-Report-Spring/Summer-2013/research-action-report-spring-summer-2013)

2. “Impact of  Work Organization on Women’s Postpartum Health”, Wellesley Center for Women, 2012. http://www.wcwonline.

org/Archived-Projects/work-stress-and-womens-postpartum-health

3. Mother’s Health and Work Related Factors at 11 Weeks Postpartum, Annals of  Family Medicine, American Academy of  Family 

Physicians. 2007 November; 5(6): 519-527, http://www.ncbi.nlm.nih.gov/pmc/articles/PMC2094033/

4. “Postpartum Depression Raises Healthcare Costs” Journal of  Occupational and Environmental Medicine. Volume 54, Number 

2, February 2012 http://newsdesk.umd.edu/uniini/release.cfm?ArticleID=2650

5. “Luring Mom Back to Work: More firms are acting to keep up ties with prized workers who took leave.” The Baltimore Sun. 

April 19, 2006

(http://www.wcwonline.org/Research-Action-Report-Spring/Summer-2013/research-action-report-spring-summer-2013)
(http://www.wcwonline.org/Research-Action-Report-Spring/Summer-2013/research-action-report-spring-summer-2013)
http://www.wcwonline.org/Archived-Projects/work-stress-and-womens-postpartum-health
http://www.wcwonline.org/Archived-Projects/work-stress-and-womens-postpartum-health
http://www.ncbi.nlm.nih.gov/pmc/articles/PMC2094033/
http://newsdesk.umd.edu/uniini/release.cfm?ArticleID=2650
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RECOMMENDATION:
Provide flexible schedules and facilities for mothers who are 
breastfeeding and reserving breastmilk.

Research supports the multiple benefits of  breastfeeding for both the child and mother during the first year of  the child’s life, 

yet few American women are able to reach their intended breastfeeding duration goals. According to the National Business 

Group on Health, “Breastfeeding is an essential part of  the overall reproductive cycle for the mother, resulting in 

faster recovery from pregnancy. A healthy mother means an employee who is absent less often and able to contribute 

more productively to her workplace. Breastfeeding may also decrease employee absences associated with caring for 

a sick child since it has important short and long-term health benefits for both children and women.” 5 From a legal 

standpoint, the Patient Protection and Affordable Care Act states that employers with 50 or more employees are required to 

provide “reasonable break time for an employee to express breast milk for her nursing child for 1 year after the child’s birth each 

time such employee has need to express the milk.” Employers are also required to provide “a place, other than a bathroom, that is 

shielded from view and free from intrusion from coworkers and the public, which may be used by an employee to express breast 

milk.” 1 

IMPLEMENTATION OPTIONS/ALTERNATIVES
Provide reasonable break time for an employee to express breast milk.

Provide a designated lactation room.

KEY ASPECTS
Accommodate a returning mother’s pumping schedule and discuss meetings and other conflicts.

Communicate with new mothers to understand the number and length of  reasonable breaks they need.

Nursing mothers’ typically have a schedule they need to maintain in order to keep up with milk production. 

The ‘perfect’ lactation room includes a sink, paper towels, refrigerator for milk storage, a lock on the entry door, comfortable 
seating, a mirror, table for pump with an outlet nearby, a small storage cabinet or closet, and a table for work/meal.

If  the lactation room has other uses, ensure that use by returning mothers is given priority.

SUPPORTING INFORMATION
• A study reported in Pediatrics found that low breastfeeding rates cost the United States $13 billion each year in medical 

costs and resulted in more than 900 preventable deaths. (www.ncsl.org)

• The U.S. Department of  Agriculture’s Economics Research Services estimates that $3.6 billion in medical expenses could be 

saved each year if  at least 50 percent of  children were breastfed for at least six months. (www.ncsl.org)

www.ncsl.org
www.ncsl.org
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SOURCES/ REFERENCES
1. Patient Protection and Affordable Care Act, H.R. 3590 and the Reconciliation Act of  2010, H.R. 4872:  Section 4207 of  the law 

amends the Fair Labor Standards Act (FLSA) of  1938 (29 U.S. Code 207) 

2. National Conference of  State Legislatures, Breastfeeding Laws. http://www.ncsl.org/issues-research/health/breastfeeding-

state-laws.aspx

3. US Department of  Labor, Fact Sheet #73: Break Time for Nursing Mothers under FLSA.  August 2013. http://www.dol.gov/

whd/regs/compliance/whdfs73.pdf

4. “Breastfeeding Saves Lives and Money” National Conference of  State Legislatures, July 2010.  http://www.ncsl.org/issues-

research/health/breastfeeding-saves-lives-and-money.aspx

5. “Investing in Workplace Breastfeeding Programs and Policies: An Employers toolkit” National Business Group on Health. 

2009. http://businessgrouphealth.org/pub/f2ffe4f0-2354-d714-5136-79a21e9327ed

6. “American Academy of  Pediatrics: Breastfeeding and the Use of  Human Milk” http://pediatrics.aappublications.org/

content/115/2/496.full

ttp://www.ncsl.org/issues-research/health/breastfeeding-state-laws.aspx
ttp://www.ncsl.org/issues-research/health/breastfeeding-state-laws.aspx
http://www.dol.gov/whd/regs/compliance/whdfs73.pdf
http://www.dol.gov/whd/regs/compliance/whdfs73.pdf
http://www.ncsl.org/issues-research/health/breastfeeding-saves-lives-and-money.aspx
http://www.ncsl.org/issues-research/health/breastfeeding-saves-lives-and-money.aspx
http://businessgrouphealth.org/pub/f2ffe4f0-2354-d714-5136-79a21e9327ed
http://pediatrics.aappublications.org/content/115/2/496.full
http://pediatrics.aappublications.org/content/115/2/496.full
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RECOMMENDATION:
Create a travel-for-work policy and provide options for personal life.

Traveling for work can affect an employee’s mental, emotional, and physical health. It often negatively impacts work 

performance as well as personal and family life.  While traveling for work is often unavoidable, steps can be taken by the 

employer to ease the disconnect between business travel and family time. These steps can increase both morale and productivity, 

whether they are in-home solutions or options utilized while away for work.

IMPLEMENTATION OPTIONS/ALTERNATIVES
Company-supported childcare (e.g. on-site childcare, hospitality childcare)

A trusted “nanny pool” to choose from, provided all or in-part by the company

Family-sized hotel room with option of  in-room childcare during meetings

Family “check-in” services for employees with older children

After school activities

Lactation options: bring child along (and possibly spouse or other caretaker); lactation facilities while out of  town; breast milk 
shipping services (see links below)

Provide a cleaning service for employees traveling for work

Provide option for meal delivery service

Company-supported elder care (e.g. day care similar to child care, transportation to/from senior centers)

Options for pet care (e.g. pet-friendly hotel options, in-home check-ins, boarding)

KEY CONSIDERATIONS
How does the firm effectively set and communicate travel expectations that allow employees to make necessary home-life 
arrangements?

What policies are in place to consider family needs when an employee must travel for work?

What minimum trip duration and/or frequency are required to obtain benefits?

KEY ASPECTS
Clearly communicate work travel requirements and expectations during the hiring process and regularly thereafter.

Establish reasonable expectations for advance notice of  work travel to allow employees to make appropriate arrangements.
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Hospitality childcare: Child care programs provided by or through hotels or travel companies that include sitter 

services, travelling nannies, and educational programs and events for travelling families; in-home 

elder care and hotel pet-sitting are additional options for travelling employees.

Meal delivery services: Family-sized delivery and pick-up catering services intended to reduce the time and effort 
needed to prepare meals.

Lactation facility: A sanitary, private room used by mothers to express/reserve breast milk for later use or to nurse 
their children.

SUPPORTING INFORMATION
• According to a 2003 Work/Life Benefits report by Hewitt Associates, “child care assistance remains the most prevalent 

work/life program, with 95% of  employers today offering some kind of  assistance to their employees (up from 87% in 

1998).” 1

• “Many surveyed employees viewed the [on-site] childcare center as an important asset in helping the company to survive and 

remain profitable, by reducing turnover, absenteeism, and increasing productivity among workers.” 2

• “Research has found that companies can get a $3 to $13 return on every $1 invested in their benefits program, because such 

programs reduce the ‘hidden costs’ that result when employees try to balance their work and family responsibilities.” 3

SOURCES/ REFERENCES
1. Questions and Answers about Employer-Supported Child Care: A Sloan Work and Family Research Network Fact Sheet, March 

2009. https://workfamily.sas.upenn.edu/sites/workfamily.sas.upenn.edu/files/imported/pdfs/ESCC.pdf

2. Employer-Sponsored Daycare Can Be Profitable, New Study Shows. 7, January 2005. http://www.bowdoin.edu/news/

archives/1academicnews/001791.shtml 

3. Supporting Employees with Child and Elder Care Needs. Portland State University. June 2001. www.caregiverslibrary.org/

portals/0/Employers_Sourcebook.pdf

4. Business Travel: Make It Work for You and Your Baby. New Beginnings, Vol. 17 No. 4, July-August 2000, pp. 140-142. http://

www.lalecheleague.org/nb/nbjulaug00p140.html

DEFINITIONS

https://workfamily.sas.upenn.edu/sites/workfamily.sas.upenn.edu/files/imported/pdfs/ESCC.pdf
http://www.bowdoin.edu/news/archives/1academicnews/001791.shtml
http://www.bowdoin.edu/news/archives/1academicnews/001791.shtml
www.caregiverslibrary.org/portals/0/Employers_Sourcebook.pdf
www.caregiverslibrary.org/portals/0/Employers_Sourcebook.pdf
http://www.lalecheleague.org/nb/nbjulaug00p140.html
http://www.lalecheleague.org/nb/nbjulaug00p140.html
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RECOMMENDATION:
Communicate positive or constructive feedback within one week of 
the action in question.

Effective feedback is a key component of  quality control 

and talent retention. In the 2012 iaWia Work|Life Balance 

Survey, 83% of  respondents indicated that effective 

feedback provides the greatest positive difference in career 

satisfaction. Only 46% of  respondents indicated they were 

satisfied or very satisfied with the feedback they currently 

receive. 

IMPLEMENTATION OPTIONS/ALTERNATIVES
Address poor work performance and correct mistakes quickly utilizing constructive feedback. 

Create a job satisfaction inventory every two years to track engagement levels. 

Keep records on the roles and responsibilities of  all staff  for work performance comparison. Reevaluate roles and responsibilities 
annually.

Encourage peer-to-peer review and mentorship.

Educate all employees on the best methods to provide effective feedback.

Empower employees to provide effective feedback to their employers.

Employees should request constructive feedback from supervisors and peers. 

Implement an open door policy or other method to provide feedback to employer.

KEY ASPECTS
Constructive feedback.

Deliver respectfully.

Objective, targeted to the action and not the person. 

Include specific information.

Provide in a timely manner, preferably within one week of  the action. 

Include facts. If  relying on assumptions, indicate that they are assumptions and encourage receiver to confirm or correct the 
assumption.

Address why the issue is important.  

Allow the receiver of  the feedback to present their perspective. Acknowledge the receiver’s viewpoint.

of iaWia Survey 
respondents indicated 
that effective feedback 

provides a positive 
difference in career 

satisfaction.

83%
of iaWia Survey 

respondents indicated 
they were satisfied or 

very satisfied with 
the feedback they 
currently receive.

 

46%
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Work toward a corrective action plan together.

Appreciation.

Honest, sincere, and authentic.

Tailor to the person.

Deliver personally.

Include specific information regarding what action prompted the appreciation.

Provide on a regular basis to encourage employee engagement.

KEY CONSIDERATIONS
How are mistakes currently addressed in the firm? 

What training and support methods are in place to counteract poor work performance? 

What methods are in place to communicate appreciation and employee value to the firm?

How is constructive feedback incorporated into the firm’s quality control mechanism?

How is discrimination handled in different industries? Are there any differences? 

How are employees encouraged to provide feedback to employers?

DEFINITIONS
Appreciation: The recognition and enjoyment of  the good qualities of  someone or something. 

Engaged Employee: An employee who works with passion and feels a profound connection to their company. They drive 
innovation and move the organization forward. 30% of  workers are engaged employees. 5

Not Engaged Employee: An employee who is essentially “checked out.” They’re sleepwalking through their workday, putting 
in time but not energy or passion. 52% of  workers are not engaged. 5

Actively Disengaged 
Employee:

An employee who is unhappy at work and is acting out their unhappiness. Every day these workers 
undermine what their engaged coworkers accomplish.  18% of  workers are actively disengaged.5
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SUPPORTING INFORMATION
• Lack of  job satisfaction and feeling unappreciated are the most common reasons an employee leaves a position. These 

reasons are significantly more common than leaving because of  financial pay. 5

• Only 30% of  United States workers are engaged in their jobs and committed to their employer’s success. 52% of  United 

States workers are not engaged and 18% are actively disengaged. 5

• The typical cost of  employee turnover is 20% of  the salary for workers earning $30,000-$75,000 annually. 

Approximately one-fifth of  workers voluntarily leave their job each year. 6

SOURCES/ REFERENCES
1.  Steven M. Sommer, PhD and Edward H. Rockey, PhD, The ABC’s of  Effective Feedback (2011, Volume 14, Issue 1; Graziadio 

Business Review) 

2. Gary D. Chapman and Paul E. White, 5 Languages of  Appreciation in the Workplace (Chicago: Northfield Publishing, 2011)

3. Tom Rath and Jim Harter, Well Being: The Five Essential Elements (New York: Gallup Press, 2010)

4. Jill Geisler, Work Happy: What Great Bosses Know (New York: Center Street, 2011)

5. 2013 State of  the American Workplace Report| www.gallup.come/strategicconsulting/163007/sate-american-workplace.aspx  

(New York: Gallup Press, 2013)

6. Heather Boushey and Sarah Jane Glynn, There are Significant Business Costs to Replacing Employees (Center for American Progress, 

November 2012)

www.gallup.come/strategicconsulting/163007/sate-american-workplace.aspx
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RECOMMENDATION:
Measure success based on an individual’s performance and quality of 
work.

Providing an environment where an individual’s strengths, talents and experiences are appreciated and recognized, rather than 

measured against a one-size-fits-all standard, encourages employee engagement and talent retention.

IMPLEMENTATION OPTIONS/ALTERNATIVES
Recognize individuals for their quality of  work, rather than “seat time” or billable hours.

Encourage employees to recognize and support achievements of  their peers. 

Recognize that an employee’s career path may not be linear and seek to define their position by their individual talents or the 
unique needs within the firm, rather than traditionally-defined roles.

KEY ASPECTS
Do the metrics used to measure employee performance align with and support firm goals, values, and culture?

Do the metrics used take into account added value to the firm beyond revenue-based performance?

Is the evaluation process fair and unbiased?

Are the metrics used for performance evaluation communicated to employees? 

Are employee performance reviews or other methods being used to communicate an employee’s value?

KEY CONSIDERATIONS
Consider reviewing the following measurable characteristics:
• Quality of  work product
• Technical knowledge
• Management of  project scope, fee, budget, and schedule
• Promotion of  the firm
• Engagement
• Interpersonal relationships with coworkers and clients
• Collaborative effort
• Mentoring ability

Consider incorporating the following recognition options:
• Pay increases, bonuses
• Personal time off, flexibility in their schedule if  allowed by firm policy
• Benefits/ perks
• Formal or informal recognition

[Refer to best practice recommendation, “Career Development: Facilitate a development program that provides lattice career path 
opportunities for all employees,” for related information regarding advancement models.]
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SUPPORTING INFORMATION
• During the iaWia Firm Leader Roundtables, several firm leaders stated that they try to avoid a culture of  billable hours by: 1) 

recognizing that employees can do the exact same work in different ways; 2) treating employees as autonomous professionals 

(who know what they need to do, know the standards, and can determine their own work level/hours).

• Companies with strategic recognition reported a mean employee turnover rate that is 23.4% lower than retention at 

companies without any recognition program.

SOURCES/ REFERENCES
1. “ Develop a Talent Retention Plan”  http://www.aia.org/aiaucmp/groups/ek_members/documents/pdf/aiap016520.pdf

2. “Determining Employees’ Value to Your Organization”  http://greatworkplace.wordpress.com/2009/10/27/determining-

employees-value-to-your-organization-3/

3. “SHRM/Globoforce Employee Recognition Survey Fall 2012 Report: The Business Impact of  Employee Recognition.” 

http://go.globoforce.com/rs/globoforce/images/SHRMFALL2012Survey_web.pdf  

http://www.aia.org/aiaucmp/groups/ek_members/documents/pdf/aiap016520.pdf
http://greatworkplace.wordpress.com/2009/10/27/determining-employees-value-to-your-organization-3/
http://greatworkplace.wordpress.com/2009/10/27/determining-employees-value-to-your-organization-3/
http://go.globoforce.com/rs/globoforce/images/SHRMFALL2012Survey_web.pdf
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RECOMMENDATION:
Track employee workload and assist in [re]balancing when necessary.

Quantifying the design process is often difficult, which makes workload management seem difficult and time-consuming.  

However, allowing employees the opportunity to express when they feel overworked or underwhelmed may reduce burnout or 

disengagement.  Workload management strategies promote talent growth, employee and client satisfaction, and stress reduction 

for all team members. 

12% 

83% 

5% 

Employment Status 
0-39 Hours 40+ Hours Other 

Hours / Week 

13% 

60% 

27% 

Actual Hours 
0-39 Hours 40-49 Hours 50+ Hours 

IAWIA SURVEY: EMPLOYMENT STATUS AND ACTUAL HOURS WORKED

HOURS / WEEK

IMPLEMENTATION OPTIONS/ALTERNATIVES
Adopt a work environment focusing on performance outcomes, not face time.

Be realistic and flexible when setting workload goals.

Communicate with employees about their workload.

Be responsive to employee feedback. 

Give employees some choice over their work and control over their schedule.
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Overwork: Having too much to do, not enough time to perform required tasks, and not enough resources 
to do the work well. 1

Scope Creep: Uncontrolled changes or continuous growth in project scope.  Scope creep can have a negative 
effect on budget, resources, and schedule.

Life Event: A major event that changes a person’s status or circumstances, such as (but not limited to) 
giving birth, marriage, divorce, death of  spouse that affects interpersonal relationships and/or 
work-related, leisure or recreational activities.

 

Assess the fit between job requirements and the employee’s career development, workload, and work-life balance.

Support and encourage vacations.

KEY CONSIDERATIONS
Are tasks that don’t produce billable hours included in workflow? 

How do you provide support to an employee experiencing a life event?

When comparing workload levels, are you comparing employees with the same skill levels?

Are you encouraging engagement and talent growth by providing growth opportunities through project assignments?

When you assign a more complex project to an employee, do you let them know why you assigned it to them?

Are you providing equal opportunities to all employees?

When workload levels are high across the firm, do you have a list of  priorities? Do these priorities shift daily, weekly, or remain 
steady?

When an employee indicates they are overwhelmed, do you acknowledge and validate their perspective? Is workload adjusted?

KEY ASPECTS
Know what resources (time and equipment) are available. Understand current job roles and skills/capabilities. 

Factor in the human aspects of  workload such as fatigue, personal needs, upcoming vacation, and unforeseen project delays.

Consider project complexity when setting workload assignments.

Understand and respect the employee’s prior commitments before a new assignment is made. 

Prioritize assignments and inform employees of  these priorities. 

Be clear and realistic about expectations.

Acknowledge and mitigate scope creep. Reanalyze workload when it occurs.

DEFINITIONS
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SUPPORTING INFORMATION
• The “standard workweek” is defined as 35 to 40 hours, 5 days a week, Monday through Friday. Only 29% of  American 

workweeks fit this definition. 1                      

SOURCES/ REFERENCES
1.  “Boston College Center for Work and Family Executive Briefing Series Business or Busyness: Strategy for Managing 

Workload” http://www.bc.edu/content/dam/files/centers/cwf/research/publications/pdf/workload_ebs.pdf

2.  Rena M. Klein, FAIA (2010) “The Architect’s Guide to Small Firm Management” John Wiley & Sons, Inc., New Jersey 

                      

For dual earner couples with children under age 
18, combined hours worked has risen from 81 

to 91 hours from 1980 to 2002. 1

81 91

http://www.bc.edu/content/dam/files/centers/cwf/research/publications/pdf/workload_ebs.pdf
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RECOMMENDATION:
Publish and communicate the firm’s values, goals, and vision. Align 
policies to them.

Engaged employees are committed to the firm’s values, goals and vision, and vested in the firm’s financial health.  Understanding 

their firm’s values, goals and vision allows employees to accurately advocate the firm to potential clients.  Understanding the 

general status of  a firm’s financial health can motivate employees to go the extra mile.  Firms with higher levels of  employee 

engagement typically have strong and authentic values, a culture of  fairness, and honest two-way communication.  Aligning the 

firm’s policies to the values, goals, and vision encourages the firm’s culture and reputation to match.  

84% of highly engaged employees believe 
they can positively impact the quality of their 

organization’s products, compared with only 31 
percent of the disengaged. 2

84% 31%

IMPLEMENTATION OPTIONS/ALTERNATIVES
Provide employees with access to written documentation of  the firm’s values, goals and vision.

Review policies on an annual basis and confirm alignment with values, goals, and vision. Update written documentation as needed 
and communicate changes to employees.

Hold an annual retreat to reaffirm values, goals, and vision, and motivate employees to implement these initiatives throughout the 
next year. Acknowledge successes from the previous year that aligned with these initiatives.

Adopt a corporate transparency policy demonstrating the firm’s financial health and leadership structure. Share a high level overview of  the 
financial status of  the firm annually to show progress or areas that need greater initiative from the staff. 

Survey employees at least every two years to confirm alignment of  policy perceptions with the firm’s values, goals, and vision.

Adopt an on-boarding policy for new employees to provide exposure to the firm’s policy and culture. [Refer to the best practice 
recommendation, “Implement a new employee on-boarding program.”]

KEY CONSIDERATIONS
Does the firm regularly review and adjust values, goals, and vision?

How are the firm’s values, goals, and vision communicated to all employees? 

How does the firm assess if  firm policies align with goals and vision?

Do employees have a voice in setting goals and vision?
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SUPPORTING INFORMATION
• Recent research has focused on developing a better understanding of  how variables such as quality of  work relationships and 

values of  the organization interact, and their link to important work outcomes. 1

SOURCES/ REFERENCES
1.  Harter, James K., Frank L. Schmidt, and Corey L. M. Keyes (2003). “Well-Being in the Workplace and its Relationships to 

Business Outcomes”. Flourishing: the Positive Person and the Good Life: 205–244. 

2. Crim, Dan and Gerard H. Seijts (2006). “What Engages Employees the Most or, The Ten C’s of  Employee Engagement”. Ivey 

Business Journal. 

3. Kevin Kruse. Employee Engagement for Everyone: 4 Keys to Happiness and Fulfillment at Work.

Are employees empowered to promote the firm to future clients?

Does the firm communicate what types of  projects the firm wants to pursue and what special services the firm provides?

Do employees share the firm’s vision and goals and feel that the office culture reflects that vision?

Do employees feel confident that their job is secure?

Are the firm’s values reflected on a day-to-day basis in business decisions?

Are employees informed of  goals and empowered to achieve them?

DEFINITIONS
Employee Engagement: The emotional commitment the employee has to the organization and its goals. As former Campbell’s 

Soup CEO, Doug Conant, once said, “To win in the marketplace you must first win in the 
workplace.” 3
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RECOMMENDATION:
Maintain a written employee handbook/personnel manual.

A written employee handbook is a valuable communication tool which contains information about company policies and 

procedures and creates a culture where issues are dealt with fairly and consistently. 

KEY CONSIDERATIONS
How are unique situations and requests accommodated?

• Is the request outside the boundaries of  the current policy, and if  so, does it reveal a gap in the policy that should be 
addressed?

• Is there a good reason to consider the request?  Is it fair to the employer and employee?
• Does the unique situation require permanent or temporary accommodation?  If  it is temporary what is the timeframe of  the 

accommodation. 
• Does the employee handbook provide a process for addressing unique situations?

How often should the employee handbook be updated?

How does the firm gauge employee perception of  policies and policy implementation to ensure that perception matches the 
intent of  the policy?

How will amendments to the handbooks be handled?

Should an employee signature be required after initial review and/or after any amendments?

KEY ASPECTS
Recommended Content:
• Welcome statement, company history, mission statement, business goals/objectives
• Current firm organizational structure
• Orientation procedures, required employment forms
• Information on employee pay and benefits and eligibility guidelines: holidays, vacation and/or personal time, life and/

or medical insurance, sick leave, maternity leave, bereavement leave, jury duty, paid membership dues or licensing fees, 
continuing education time or expenses, profit sharing

• Compensation information: hours of  work, billable expectations, overtime pay, pay procedures, bonuses, retirement plans
• Definitions of  full-time and part-time employment and any variances in the benefits for each
• Flexible, part-time or other work option policies (such as condensed work weeks) and request procedures
• Policies for addressing unique situations or requests
• Standards of  conduct and discipline policies: workplace violence, sexual harassment, discrimination, alcohol and drug use, 

attendance, grounds for dismissal, grievance filing
• Guidelines for employee performance reviews
• Policies for promotion or demotion to certain positions
• Rules concerning use of  mail, internet and email, telephone, company equipment, company or personal vehicles, and 

moonlighting
• Reimbursement policies:  travel expenses, per diem for meals

Understand the local, state and federal employment provisions  required by employment law.

Align the policies to the goals, vision and culture of  the office.
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Fairness is not sameness: A policy that works for one individual might not be the best policy for another individual. Policies, operating 
within pre-established guidelines, are to be evaluated on a case-by-case basis.

Consistency in enforcement is critical, but policies should be subject to change when necessary and allow management some 
discretion to address unique matters.

Monitor employee perception and/or understanding of  policies.
• Check-in with employees on a regular basis (informally or through employee reviews)
• Survey employees
• Hold office seminars or open forums to discuss and clarify policies

DEFINITIONS
Employee Handbook : A document given to employees by an employer that contains information about company 

policies and procedures.  Synonyms: employee manual or staff  handbook.

 

SOURCES/ REFERENCES
1.  U.S. Small Business Administration, “Employee Handbooks”  http://www.sba.gov/content/writing-employee-handbooks  

(many other related resources here as well)

2. Inc., “What to Include in an Employee Handbook”  http://www.inc.com/guides/2010/06/what-to-include-in-employee-

handbook.html

4. Employee Performance Tools, Sample Employee Manual  http://employeeperformance.biz/Sample_Employee_Manual.pdf

http://www.sba.gov/content/writing-employee-handbooks
http://www.inc.com/guides/2010/06/what-to-include-in-employee-handbook.html
http://www.inc.com/guides/2010/06/what-to-include-in-employee-handbook.html
http://employeeperformance.biz/Sample_Employee_Manual.pdf
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RECOMMENDATION:
Implement a new employee on-boarding program.

Effective employee on-boarding delivers the desired first impression of  the company, 

connects the new hire with their colleagues to ensure they feel welcome and prepared in their 

new positions, and gives them the confidence and resources to hit the ground running. While 

many organizations engage new employees in an orientation that addresses the mechanics 

of  their new role (payroll, benefits, etc.), an on-boarding program provides a more 

comprehensive, strategic process of  bringing a new employee to the organization and 

providing information, training, mentoring and coaching throughout the transition. 

On-boarding programs aim to decrease the time it takes a new hire to reach the expected 

productivity level.

KEY CONSIDERATIONS
How does this relate to and coordinate with an orientation or mentorship program?

How does this relate to professional development and training opportunities?

What length of  time is appropriate for the on-boarding program?

How much of  a time commitment is expected of  the assigned staff  or Shepherd?

Does this apply to part-time employees?

KEY ASPECTS
Program elements should include:
• Role clarity
• Self-efficacy
• Social acceptance
• Knowledge of  organizational culture
• Formal training of  policies, computer software, etc. unique to the firm

Typically, the program encompasses the first 6-12 months of  employment.

DEFINITIONS

An estimated 

37 billion 
dollars each year is 
lost by U.S. and U.K. 
businesses because 

employees don’t fully 
understand their jobs. 

- International Data 
Corporation

Orientation: The process of  enrolling a new employee in the payroll system, signing up for benefits, and 
providing a brief  overview of  the company’s culture, products, and values. 

Professional development : The acquisition of  skills and knowledge for personal development and career advancement.

Mentorship: Personal development relationship in which a more experienced or knowledgeable person helps 
to guide a less experienced or less knowledgeable person.

 
Shepherd: A person assigned to help “guide” a new hire, typically regarding day-to-day items such as office 

supply locations, general software questions, etc.
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SUPPORTING INFORMATION
• U.S. and U.K. employees cost businesses an estimated $37 billion every year because they do not fully understand their jobs, 

according to International Data Corporation (IDC). Their recently released white paper, “$37 billion: Counting the Cost of  

Employee Misunderstanding,” commissioned by international intelligent assessment company Cognisco, quantifies the losses 

that occur as a result of  “actions taken by employees who have misunderstood or misinterpreted — or were misinformed 

about or lack confidence in their understanding — of  company policies, business processes, job function or a combination 

of  the three.” Effective on-boarding helps workers understand their roles and the company they work for, thereby 

significantly cutting these losses.

SOURCES/ REFERENCES
1. “The 10 Commandments of  Employee Onboarding”  http://www.careerbuilder.com/jobposter/small-business/article.

aspx?articleid=ATL_0192ONBOARDINGTIPS_s

2. “New Manager Onboarding Guide” http://www.yorku.ca/hr/documents/Onboarding/New%20Manager%20

Onboarding%20Guide.pdf

3. “How to Build an Onboarding Plan for a New Hire”  http://www.inc.com/guides/2010/04/building-an-onboarding-plan.

html

4. Onboarding New Employees:  Maximizing Success”  http://www.shrm.org/about/foundation/products/documents/

onboarding%20epg-%20final.pdf

5. “Onboarding and Orientation”  http://www.hrpa.ca/ProfessionalDevelopment/Pages/

PDinaBox%E2%84%A2TopicDescriptionOnboarding.aspx

6. “Employee Orientation: Keeping New Employees on Board”  

7. “Orientation vs Onboarding:  What’s the Difference?”  http://leadershiponboarding.blogspot.com/2008/03/orientation-vs-

onboarding-whats.html

8. “Basic Elements of  New Employee Orientation” http://www.aia.org/aiaucmp/groups/ek_members/documents/pdf/

aiap016527.pdf

http://www.careerbuilder.com/jobposter/small-business/article.aspx?articleid=ATL_0192ONBOARDINGTIPS_s
http://www.careerbuilder.com/jobposter/small-business/article.aspx?articleid=ATL_0192ONBOARDINGTIPS_s
http://www.yorku.ca/hr/documents/Onboarding/New%20Manager%20Onboarding%20Guide.pdf
http://www.yorku.ca/hr/documents/Onboarding/New%20Manager%20Onboarding%20Guide.pdf
http://www.inc.com/guides/2010/04/building-an-onboarding-plan.html
http://www.inc.com/guides/2010/04/building-an-onboarding-plan.html
http://www.shrm.org/about/foundation/products/documents/onboarding%20epg-%20final.pdf
http://www.shrm.org/about/foundation/products/documents/onboarding%20epg-%20final.pdf
http://www.hrpa.ca/ProfessionalDevelopment/Pages/PDinaBox%E2%84%A2TopicDescriptionOnboarding.aspx
http://www.hrpa.ca/ProfessionalDevelopment/Pages/PDinaBox%E2%84%A2TopicDescriptionOnboarding.aspx
http://leadershiponboarding.blogspot.com/2008/03/orientation-vs-onboarding-whats.html
http://leadershiponboarding.blogspot.com/2008/03/orientation-vs-onboarding-whats.html
http://www.aia.org/aiaucmp/groups/ek_members/documents/pdf/aiap016527.pdf
http://www.aia.org/aiaucmp/groups/ek_members/documents/pdf/aiap016527.pdf
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RECOMMENDATION:
Implement clear policies regarding discrimination and sexual 
harassment.  Discuss policies openly and regularly.  

According to the iaWia best practices survey, approximately 75% of  women reported that they 

had either experienced discrimination or witnessed discrimination in the work environment.  

Discrimination can take many forms, including discrimination against race, age, gender, 

religion, or marital status.  The survey did not ask respondents to specify the details of  

their experiences, but the survey comments indicated that sexual harassment, experiences at 

construction sites, and a variety of  actions/inactions related to pay, work assignments, and 

advancement were among the discriminatory culprits.  Discrimination can have detrimental 

legal consequences for employers and can permeate the culture of  the architectural 

profession.  In legal cases, employers have been found to bear significant responsibility for 

their own actions and those of  their employees.  Given the high percentage of  women reporting discrimination, and the potential 

for severe repercussions, iaWia is compelled to share our research on the topic and our thoughts for improving this troubling 

statistic.  

43%

34%

41%

Female Responses
Experienced Witnessed Don't Know

13%

28%
67%

Male Responses
Experienced Witnessed Don't Know

Please Note:
•“No” was not an option
•22% of Females skipped the question 
•32% of Males skipped the question

Experienced 
Discrimination

Witnessed
Discrimination

Don’t KnowExperienced 
Discrimination

Witnessed
Discrimination

Don’t Know

of women reported that 
they had either experienced 
discrimination or witnessed 

discrimination in the 
work environment.

- iaWia 2012 survey

75%

IAWIA SURVEY: Have you ever experienced or witnessed discrimination in the work 
environment due to gender, age, and ethnicity? (Select as many as applicable)
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IMPLEMENTATION OPTIONS/ALTERNATIVES
Consult a lawyer when creating and implementing discrimination and sexual harassment policies.

KEY ASPECTS
Inform individuals and firms that they have a choice on the course of  action. 

Allow responses to discrimination issues to be based on personal preference and case-by-case analysis of  each situation. 

Identify the appropriate authority to be notified.

Clarify the meaning of  discrimination.

KEY CONSIDERATIONS
What are the rights of  an employee?

What are the legal protections from discrimination and legal actions in Iowa?

What are the legal protections from discrimination and legal actions at a Federal level?

How is discrimination recognized?

What courses of  legal action can be taken?

What courses of  non-legal action can be taken?

How is discrimination handled in different industries? Are there any differences? 

Does your firm regularly review office policies with employees (at hiring and/or annually), including discrimination and 
harassment policies?

What type of  education is provided for discrimination and harassment issues? 

Are the challenges associated with benevolent stereotyping considered?

What directives/guidelines are in place for employees to recognize, report, and correct discrimination or harassment if  it occurs?
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DEFINITIONS

Discrimination: Discrimination is any action taken on the grounds of  an employee’s race, national origin, religion, 
sex, age, disability, citizenship, marital status or any characteristic protected by law.  Forms of  
discrimination can include improper discipline, discriminatory hiring or promotion decisions, 
derogatory comments, harassment, or any other action or inaction which adversely affects the 
terms or conditions of  employment.

Sexual Harassment: Sexual harassment is behavior of  a sexual nature that is unwelcome and offensive to the targeted 
person or persons. Examples of  harassing behavior may include unwanted physical contact, foul 
language of  an offensive sexual nature, sexual propositions, sexual jokes or remarks, obscene 
gestures, and displays of  pornographic or sexually explicit pictures, drawings, or caricatures. Use 
of  the employer’s computer system for the purpose of  viewing, displaying, or disseminating 
material that is sexual in nature may also constitute harassing behavior.

Benevolent Stereotyping: A set of  interrelated attitudes that view women stereotypically and in restricted roles, but that are 
subjectively positive for the perceiver and tend to elicit behaviors typically categorized as pro-social (e.g., 
helping) or intimacy-seeking (e.g., self-disclosure). Benevolent stereotyping is a subjectively positive 
orientation of  protection, idealization, and affection directed toward women. Like hostile 
sexism, benevolent stereotyping serves to justify women’s subordinate status to men.

 

IAWIA SURVEY: POLICIES/PRACTICES SATISFACTION - DIVERSITY INITIATIVES

Level of satisfaction with firm’s policies/practices (1 = very dissatisfied, 5 = very satisfied):

23%

33%

43%

ALL REPONDENTS
1 -2 3 4 - 5

33%

33%

36%

FEMALE RESPONDENTS
1 -2 3 4 - 5
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SUPPORTING INFORMATION
• iaWia Survey Results: The survey inquired about discrimination with the following question: “Have you experienced or 

witnessed discrimination in the work environment due to gender, age, and ethnicity?” 31 women (nearly half) and 6 men 

reported that they experienced discrimination and 25 women (over 1/3) and 11 men reported that they witnessed 

discrimination.

Law Resources:

• U.S. Equal Employment Opportunity Commission:

   http://www.eeoc.gov/facts/qanda.html

• Association of  Corporate Counsel:

   http://www.acc.com/legalresources/quickcounsel/pdahitw.cfm

• Iowa Civil Rights Commission http://www.state.ia.us/government/crc/

• http://humanrights.iowa.gov/sw/resources_tools/docs/Law2012.pdf

• http://www.iowabar.org/displaycommon.cfm?an=1&subarticlenbr=509

SOURCES/ REFERENCES
1.  http://smallbusiness.chron.com/prevent-discrimination-workplace-2853.html (Houston Chronicle) “How Do I Prevent 

Discrimination in the Workplace?” by Arnold Anderson, Demand Media

2.  http://usatoday30.usatoday.com/money/jobcenter/workplace/diversity/2002-11-15-prevent-tips_x.htm

3.  http://huffingtonpost.com/2011/06/27/men-dont-recognize-benevolent-sexism_n_885430.html

4.  http://www.eeoc.gov/policy/docs/caregiving.html

5.  http://blogs.scientificamerican.com/psysociety/2013/04/02/benevolent-sexism/

6.  Study on women dealing with benevolent stereotyping http://pwq.sagepub.com/content/

early/2012/09/04/0361684312457659.full.pdf  http://www.state.ia.us/government/crc/for_customers/sample_antiharrass.

html 

7.  Glick, P., & Fiske, S. (1996). The Ambivalent Sexism Inventory: Differentiating hostile and benevolent sexism. Journal of  

Personality and Social Psychology, 70 (3), 491-512 DOI:10.1037//0022-3514.70.3.491

8.  Glick et al., 2000, p. 763. http://blogs.scientificamerican.com/psysociety/2013/04/02/benevolent-sexism/

Disclaimer: Iowa Women in Architecture is not qualified to provide legal consult on this matter. Research is ongoing and feedback is welcome. Visit 
www.iawomenarch.org to download updates or obtain feedback contact. 

http://www.eeoc.gov/facts/qanda.html
http://www.acc.com/legalresources/quickcounsel/pdahitw.cfm
http://www.state.ia.us/government/crc/
http://humanrights.iowa.gov/sw/resources_tools/docs/Law2012.pdf
http://www.iowabar.org/displaycommon.cfm?an=1&subarticlenbr=509
http://smallbusiness.chron.com/prevent-discrimination-workplace-2853.html
http://usatoday30.usatoday.com/money/jobcenter/workplace/diversity/2002-11-15-prevent-tips_x.htm
http://huffingtonpost.com/2011/06/27/men-dont-recognize-benevolent-sexism_n_885430.html
http://www.eeoc.gov/policy/docs/caregiving.html
http://blogs.scientificamerican.com/psysociety/2013/04/02/benevolent-sexism/
http://pwq.sagepub.com/content/early/2012/09/04/0361684312457659.full.pdf http://www.state.ia.us/government/crc/for_customers/sample_antiharrass.html
http://pwq.sagepub.com/content/early/2012/09/04/0361684312457659.full.pdf http://www.state.ia.us/government/crc/for_customers/sample_antiharrass.html
http://pwq.sagepub.com/content/early/2012/09/04/0361684312457659.full.pdf http://www.state.ia.us/government/crc/for_customers/sample_antiharrass.html
http://blogs.scientificamerican.com/psysociety/2013/04/02/benevolent-sexism/
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RECOMMENDATION:
Educate employees on how to recognize and respond to discrimination.

Education is the key for individuals in a firm to coexist without hostility and to peacefully work as collaborators without the fear 

of  prejudicial acts. iaWia workshop discussion revealed that a majority of  participants’ employers either did not educate 

about discrimination or provided little supplemental information and awareness on the subject.

IMPLEMENTATION OPTIONS/ALTERNATIVES
Consult a lawyer when considering teaching others about recognizing discrimination and resulting appropriate legal courses of  
action.

Consider conducting a demonstration to show what workplace discrimination looks like.

Consider providing Equal Opportunity Employment Training, particularly to firm management, to help prevent the occurrence 
of  workplace discrimination.

KEY ASPECTS
Inform individuals and firms that they have a choice on the course of  action.

Clarify the meaning of  discrimination.

Address the following questions:

• What are my rights as an employee?

• What are the legal protections from discrimination and legal actions in my state and how am I protected at the Federal      
level?

• How do I recognize discrimination?

• What courses of  legal action can be taken?

• What are some alternatives to legal action, or measures prior to legal action?

• How is discrimination handled in different industries? Are there any real differences?

KEY CONSIDERATIONS
Does your firm consistently review discrimination and harassment policies with employees, such as at the time of  hiring and/or 
annually?

What types of  education are provided for discrimination and harassment issues?

Are the challenges associated with ‘benevolent stereotyping’ included?

What directives and guidelines are in place for employees to recognize, report, and correct discrimination or harassment?
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DEFINITIONS

Discrimination: Discrimination is any action taken against an employee, which affects the terms and conditions 
of  his or her employment, because of  that person’s, or because that person associates with 
another of  a certain, race, color, national origin, religion, sex, age, disability, citizenship, marital 
status or any other characteristic protected by law.  Forms of  discrimination can include 
improper discipline, discriminatory hiring or promotion decisions, derogatory comments, 
harassment, as well as any other action or inaction by another which adversely affects the terms 
or conditions of  employment.

Benevolent Stereotyping: A set of  interrelated attitudes that view women or men stereotypically and in restricted 
roles, but that are subjectively positive for the perceiver and tend to elicit behaviors typically 
categorized as pro-social (e.g., helping) or intimacy-seeking (e.g., self-disclosure). Benevolent 
stereotyping is a subjectively positive orientation of  protection, idealization and affection that may 
unintentionally result in a disadvantage to the recipient. For example, a parent (male or female) with 
a newborn baby may not be asked if  they are interested in an important project that requires 
frequent travel in the next 6 months.  The perceiver is acting benevolently with a stereotypical 
view that the parent of  a newborn would appreciate not being considered for that role.

 

SOURCES/ REFERENCES
1. http://smallbusiness.chron.com/prevent-discrimination-workplace-2853.html (Houston Chronicle) “How Do I Prevent 

Discrimination in the Workplace?” by Arnold Anderson, Demand Media

2. Federal Law Resources: 

 a. U.S. Equal Employment Opportunity Commission: http://www.eeoc.gov/facts/qanda.html

 b. Association of  Corporate Counsel: http://www.acc.com/legalresources/quickcounsel/pdahitw.cfm

3. Iowa State Law Resources:

 a. Iowa Civil Rights Commission http://www.state.ia.us/government/crc/

 b. http://www.iowabar.org/displaycommon.cfm?an=1&subarticlenbr=509

Disclaimer: Iowa Women in Architecture is not qualified to provide legal consult on this matter. Research is ongoing and feedback is welcome. Visit 
www.iawomenarch.org to download updates or obtain feedback contact. 

http://smallbusiness.chron.com/prevent-discrimination-workplace-2853.html
http://www.eeoc.gov/facts/qanda.html
http://www.acc.com/legalresources/quickcounsel/pdahitw.cfm
http://www.state.ia.us/government/crc/
http://www.iowabar.org/displaycommon.cfm?an=1&subarticlenbr=509
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For years, the construction and architecture industries have both been known as “men’s professions”.  Women have slowly 

become a part of  the industry, and while there are now more women in the field than ever, they still represent a minority. The 

iaWia workshop discussions revealed that women continue to experience a negative jobsite culture from time to time and 

may often be overlooked when the opportunity arises for construction site experience.  

IMPLEMENTATION OPTIONS/ALTERNATIVES
Consult a lawyer.

KEY ASPECTS
Establish a dialogue with other related professions. Provide a “full-circle” approach to discrimination prevention because our 
interactions are not limited solely to others in our place of  work.

Make project teams aware that this is still an issue on the jobsite today.

Educate other contractors and consultants who either don’t have access to or don’t provide this information to their employees.

KEY CONSIDERATIONS
Are discrimination policies and resources available to construction workers and other consultants in the field? If  so, how are they 
made available and implemented?

How do firm leaders improve and support positive, professional culture on jobsites? 

What directives/guidelines are in place for employees to recognize, report, and address discrimination or harassment that could 
occur in work settings outside the workplace, such as construction sites or client settings?

SUPPORTING INFORMATION
• The iaWia Survey did not inquire about sources of  discrimination, however, a number of  the comments submitted pertained 

to incidents associated with construction jobsites and contractors on jobsites.

SOURCES/ REFERENCES
1. Discrimination and Harassment in the Workplace: Five Essential Strategies for Smarter Risk Management http://www.

riskinstitute.org/peri/component/option,com_bookmarks/Itemid,44/catid,41/navstart,0/task,detail/mode,0/id,729/

search,*/

2. OSHA: “Women in the Construction Workplace: Providing Equitable Safety and Health Protection” by Health and Safety of  

Women in Construction Workgroup, OSHA and Advisory Committee on Construction Safety and Health Administration

Disclaimer: Iowa Women in Architecture is not qualified to provide legal consult on this matter. Research is ongoing and feedback is welcome. Visit 
www.iawomenarch.org to download updates or obtain feedback contact. 

RECOMMENDATION:
Support positive construction jobsite culture and equal access to 
professional development opportunities that include experiences on 
construction sites.

http://www.riskinstitute.org/peri/component/option,com_bookmarks/Itemid,44/catid,41/navstart,0/task,detail/mode,0/id,729/search,*/
http://www.riskinstitute.org/peri/component/option,com_bookmarks/Itemid,44/catid,41/navstart,0/task,detail/mode,0/id,729/search,*/
http://www.riskinstitute.org/peri/component/option,com_bookmarks/Itemid,44/catid,41/navstart,0/task,detail/mode,0/id,729/search,*/
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RECOMMENDATION:
Conduct a salary audit each year. 

Conduct a salary audit each year to compare compensation for employees in similar positions, with similar experience levels and 

responsibilities and adjust as required. A salary audit gives employees the confidence to discuss pay with employers. It brings 

clarity to actual salaries in the local market and gives both employers and employees something to refer to as a guide during the 

hiring process. 

“According to new data from the U.S. Census Bureau’s annual survey reveal that the gap between the wages paid to women 

and men in this country has not improved in the last 11 years.” reports Debra L. Ness, President of  the National Partnership 

for Women and Families, “Women with full-time, year-round jobs are paid just 77 cents for every dollar paid to men who hold 

full-time, year-round jobs. For women of  color, the wage gap is even more appalling and made worse by racial discrimination. 

African American women are paid 69 cents for every dollar paid to all men, and 64 cents for every dollar paid to white, non-

Hispanic men. Latinas are paid just 58 cents for every dollar paid to all men, and a mere 54 cents for every dollar paid to white, 

non-Hispanic men.” 3 Despite the Equal Pay Act of  1963, pay discrimination continues to be an issue today.

 “Women with full-
time, year-round 

jobs are paid just 77 
cents for every dollar 

paid to men who 
hold full-time, 

year-round jobs.”
(U.S. Census Bureau)

African American women are paid 69 cents for 
every dollar paid to all men, and 64 cents for 
every dollar paid to white, non-Hispanic men.

(U.S. Census Bureau)

69¢ 64¢

Latinas are paid just 58 cents for every dollar 
paid to all men, and a mere 54 cents for every 

dollar paid to white, non-Hispanic men.
(U.S. Census Bureau)

58¢ 54¢ 

77¢
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KEY CONSIDERATIONS
Are there terminable consequences pertaining to discussion of  pay?

What resources are available to determine an approximate pay range?

What are employer responsibilities when it comes to fair payment?

What are employee responsibilities when it comes to fair payment?

How will the firm share the salary audit process and results with employees?

How often does a firm perform a comprehensive review of  employees’ salaries? Is the review based on position, responsibilities 
and experience?
 
What mechanisms are in place to avoid inadvertent salary differentials between employees with similar skills, expertise and 
responsibilities?

DEFINITIONS

SOURCES/ REFERENCES
1. AIA: ARCHITECT Magazine Online http://www.architectmagazine.com/business/architects-salary-survey/

2. AIA: http://www.aia.org/practicing/AIAB095764

3. A Bitter Pill: New Census Data Show Gender-Based Wage Gap is Largely Unchanged Since 2002 http://www.huffingtonpost.

com/debra-l-ness/gender-based-wage-gap_b_3941580.html

4. Wage Discrimination Definition: http://definitions.uslegal.com/w/wage-discrimination/

Disclaimer: Iowa Women in Architecture is not qualified to provide legal consult on this matter. Research is ongoing and feedback is welcome. Visit 
www.iawomenarch.org to download updates or obtain feedback contact. 

Wage Discrimination: Wage discrimination is the discrimination shown in the payment of  wages towards minority groups. 
Targets of  wage discrimination are faced with decreased wage earning for the same job with 
the same performance levels and responsibilities as white males. Wage discrimination is shown 
towards individuals with equivalent educational background and qualifications. Most wage 
discrimination tends to occur in lower-paying positions and involves minorities who are not 
empowered to file a discrimination lawsuit or complain.

 

http://www.architectmagazine.com/business/architects-salary-survey/
http://www.aia.org/practicing/AIAB095764
http://www.huffingtonpost.com/debra-l-ness/gender-based-wage-gap_b_3941580.html
http://www.huffingtonpost.com/debra-l-ness/gender-based-wage-gap_b_3941580.html
http://definitions.uslegal.com/w/wage-discrimination/


BENEFITS
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RECOMMENDATION:
Provide a minimum of six to eight weeks paid maternity leave.   

This policy is intended to support employees that have a new child entering the household.  It describes a minimum 

recommendation for paid leave for a birth parent and a non-birth parent. The duration of  this paid leave is directly related to the 

medical leave requirements that require a doctor’s evaluation and clearance at either the six or eight week mark, depending on the 

type of  delivery.         

IMPLEMENTATION OPTIONS/ALTERNATIVES
Provide a minimum of  six to eight weeks of  paid maternity leave depending on the type of  delivery. National Partnership for 
Women and Families recommends twelve weeks of  maternity leave. 

Provide a minimum of  two weeks paid leave for a non-birth parent. 

Provide additional unpaid leave (may be required to comply with FMLA). 

If  you rely upon short-term disability policies for maternity leave for the birth mother, define a policy with a benefit start date not 
more than one week from the medical event. 

IAWIA SURVEY: LEAVE - CAREER SATISFACTION
Leave | Career Satisfaction 

26% 
23% 

25% 24% 

49% 

35% 

50% 

29% 

40% 

Maternity/Paternity 
Leave 

Bereavement Leave Dependent/Elder 
Care Leave 

All Respondents 

1-2 3 4-5 

Rate how the following policies/practices do or could make the greatest positive difference in your career 
choices/satisfaction (1 = least difference, 5 = most difference): 

18% 
16% 

21% 
16% 

52% 

32% 

66% 

32% 

48% 

Maternity/Paternity 
Leave 

Bereavement Leave Dependent/Elder 
Care Leave 

Female Responses 

1-2 3 4-5 
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Maternity leave: A leave of  absence for an expectant or new mother for the birth and care of  the baby. 

Paternity leave: A leave of  absence from a job for a father to care for a new baby.

Non-birth parent: A father, an adoptive parent, or a same-sex partner. 

Short-term disability: Short-term disability insurance pays a percentage of  your salary if  you 
become temporarily disabled, which means that you are not able to work for a short period of  
time due to sickness or injury not related to your job. Typically, a short term disability policy 
provides you with 40% to 70 % of  your pre-disability base salary. 

Medical leave: Leave for treatment or recovery related to serious health conditions. Refer also to the definition 
offered through FMLA.  The FMLA’s definition of  a serious health condition is broad and 
encompasses pregnancy and many illnesses, injuries, impairments, or physical or 
mental conditions that require multiple treatments and intermittent absences. 

FMLA: Family and Medical Leave Act. Refer to reference material listed in Sources/References.

 

KEY CONSIDERATIONS
How long after employment start date may employee earn this benefit?
  
What are the provisions if  used before wait period? 

What is the connection to sick or vacation time, if  any? 

What legal requirements related to FMLA must be met?
 
What are the provisions for extreme or extenuating circumstances?
  
Does this policy apply to part-time employees?

How is this benefit communicated and what are the procedures for requesting/implementing the policy?  

DEFINITIONS       

SUPPORTING INFORMATION
•  iaWia survey results: Only 15% of  respondents indicated that firms offered maternity/paternity leave. 27% indicated that 

their firm offered maternity leave only, an additional 20% indicated that the firm offered 

neither,  and 31% didn’t know. 

•  iaWia survey results: 70% of  all respondents and 66% of  female respondents with 10 

years or less experience indicated that maternity/paternity leave does or could make a 

positive difference in their career choices. 

•  Google, known to work hard to lure employees, offers five months of  paid leave for 

new mothers and also allows new fathers, adoptive parents, and other parents who don’t 

physically give birth, including same-sex partners, seven weeks of  paid leave. 8 

When Google bolstered 
their paid leave for new 
mothers in 2007 to five 

months, attrition dropped 
by half. 8

50%
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• “We know maternity leave is associated with lower infant mortality rates. This makes sense. As well as receiving more one-

on-one care, infants are more likely to be breast-fed, which lowers illness and hospitalization rates for infants and benefits 

women’s health. Beyond the marked health advantages, paid maternity leave yields economic gains in terms of  reduced 

health care costs, reduced recruitment and retraining and improved long-term earnings for women.” 7 

SOURCES/ REFERENCES
1. FMLA defined: refer to http://www.dol.gov/whd/ for the US Department of  Labor’s Wage and Hour Division website or 

http://www.dol.gov/whd/fact-sheets-index.htm for fact sheet on Family and Medical Leave Act of  1993. 

2. The Center for American Progress:  http://www.americanprogress.org/ (working to draft new legislation around paid family 

leave)   

3. Families and Work Institute:  http://www.familiesandwork.org/   

4. National Partnership for Women and Families:  http://www.nationalpartnership.org/  

5. Institute for Women’s Policy Research:  http://www.iwpr.org/  

6. Working Mother compiles a list of  the “100 Best Companies” in the US each year: http://www.workingmother.com/   

7. “Children’s Chances: How Countries Can Move From Surviving to Thriving” by Jody Heymann, Dean of  the Fielding School 

of  Public Health at the University of  California, Los Angeles.   

8. Spring 2013 New York Times article:  http://www.nytimes.com/2013/02/23/your-money/ustrails-much-of-the-world-in-

providing-paid-family-leave.html?pagewanted=1&_r=0  

9. AIA firm survey:  Refer to 2005 AIA Demographic Data Study Final Report and contact AIA Iowa for access to results of  

2009 and 2012 AIA Firm Survey and 2011 and 2013 Firm Compensation Surveys.   

IAWIA SURVEY: LEAVE - POLICY SATISFACTION
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http://www.dol.gov/whd/
http://www.dol.gov/whd/fact-sheets-index.htm
http://www.americanprogress.org/
http://www.familiesandwork.org/
http://www.nationalpartnership.org/
http://www.iwpr.org/
http://www.workingmother.com/
http://www.nytimes.com/2013/02/23/your-money/ustrails-much-of-the-world-in-providing-paid-family-leave.html?pagewanted=1&_r=0
http://www.nytimes.com/2013/02/23/your-money/ustrails-much-of-the-world-in-providing-paid-family-leave.html?pagewanted=1&_r=0
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RECOMMENDATION:
Provide a minimum of three weeks paid time off (including sick, 
vacation, and personal time).  

This recommendation is intended to support work-life balance and to ensure a solid base to any benefits package. Based 

on outcomes of  the iaWia Human Resources Panel Discussion and several sources cited in the introduction to this 

research, good benefits are one factor which contributes to low employee turnover. This best practice describes a 

minimum recommendation for the amount of  paid time off  (PTO) an employee should receive, but does not make specific 

recommendations about how that time should be administered.        

IMPLEMENTATION OPTIONS/ALTERNATIVES
Three weeks of  paid time off  designed as combinations of  these types of  options: 

• 3 weeks personal time off  (PTO) taken as desired 
• 2 weeks of  vacation, 1 week sick time 
•  Floating holidays 
•  Add personal time off  (PTO) or vacation with years of  service 

KEY CONSIDERATIONS
When may an employee earn and use this benefit (no wait, rolling basis, after 6 months, after 12 months, annual basis, etc. . .)? 

Are provisions in place if  time off  is used before a wait period? 
 
Are there provisions for increasing PTO with employee tenure? 
  
Are there provisions for “banking” time off  year to year?
 
May an employee “cash in” unused time? 
  
Are there provisions for extreme or extenuating circumstances? 

Are holidays and/or days an office is closed paid or unpaid? 

How does this benefit and policy relate to leave policies (new child leave, dependent care leave, bereavement leave, jury duty, 
military duty, and others)?  [Refer to best practice recommendation, “Benefits: Provide a minimum of  six to eight weeks paid 
maternity leave” for more information.] 

How does paid time off  relate to insurance coverage, such as short or long-term disability, that may be offered or may be 
supplemental? [Refer to best practice recommendation, “Benefits: Provide paid medical insurance for employees” for more 
information.] 

How is this benefit communicated and what procedures are in place for implementation, such as requirements for scheduling or 
reporting time off? 
  
How does this benefit apply to part time employees in a fair and equitable way?  
 
 Is proportional paid time off  provided for part time employees?       
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KEY ASPECTS
Firms must determine an appropriate model for administering paid time off  that aligns with other benefits and policies, whether 
that is in the form of  PTO (personal time off)  or traditional sick/vacation time models.  In either model, a “rollover” policy 
should be clearly defined and communicated.   

Organizations should consider offering compensatory “comp” time and clearly define and communicate a policy for time off  as 
repayment for salaried employees working “overtime.”

Legal requirements related to FMLA should be reviewed and taken into account when developing a policy around paid time off, 
especially as this policy may relate to other leave policies.

DEFINITIONS

PTO: Paid time off  or personal time off  is a policy in some employee handbooks that provides a bank 
of  hours in which the employer pools sick days, vacation days, and personal days together 
allowing employees to use them as the need or desire arises. 

Vacation Time: Paid vacation days are time off  work that an organization voluntarily provides employees as a 

benefit. 

Sick Time: Sick time is time off  from work for illness or medical issues that an organization voluntarily 
provides employees as a benefit.  

Compensatory Time: Compensatory or “comp” time is time worked by an employee beyond their required number of  work 
hours, often calculated at 40 for exempt employees. A policy that provides remuneration for the 
extra hours worked most often pays it as time off  from work, or comp time, which compensates 
for the extra hours worked by an employee. 

Full-time Employee: An employee who is employed on average at least 30 hours of  service per week with respect to any given 
month. 9, 10 

Short-term disability: Short-term disability insurance pays a percentage of  your salary if  you become temporarily disabled, 
which means that you are not able to work for a short period of  time due to sickness or injury 
not related to your job.  Typically, a short-term disability policy provides you with 40% to 70% 
of  your pre-disability base salary. 

Medical leave: Leave for treatment or recovery related to serious health conditions.  Refer also to the definition 
offered through FMLA.  The FMLA’s definition of  a serious health condition is broad and 
encompasses pregnancy and many illnesses, injuries, impairments, or physical or mental 
conditions that require multiple treatments and intermittent absences.

FMLA: Family and Medical Leave Act. Refer to reference material listed in Sources/References.
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SUPPORTING INFORMATION
•  Great Place to Work reports that managers of  people at design firm McMurry receive quarterly reports that indicate how 

much PTO their employees have taken along with their unused inventory. Employees are encouraged to take time off  by 

their managers, while blogs and stories by the CEO reinforce the importance of  time away.  Making managers accountable 

for their team’s time off  helps ensure that workload is evenly distributed among teams, and that employees have the mental 

and physical energy they need to bring their best selves to work.  Further, unused vacation time costs employees and 

employers. Not taking vacation is shown to be detrimental to an employee’s health and productivity, and yet many 

employees report losing unused vacation time or being afraid to request time off. 1    

•  The Society for Human Resource Management and their online publication, HR magazine, reports that companies offer 

benefits to part-time employees because leaders are aware of  the difficulty of  attracting and retaining qualified employees. 11   

SOURCES/REFERENCES
1. Great Place to Work:  http://www.greatplacetowork.com/publications-and-events/blogs-andnews/

2. World at Work conducts research on Human Resources practices and trends.  Results of  research conducted in 2010 titled 

“Paid Time Off  Programs and Practices” can be found at: http://www.worldatwork.org/ 

3. FMLA defined: refer to http://www.dol.gov/whd/ for the US Department of  Labor’s Wage and Hour Division website or  

http://www.dol.gov/whd/fact-sheets-index.htm for fact sheet on Family and Medical Leave Act of  1993.   

4. Families and Work Institute:  http://www.familiesandwork.org/ 

5. National Partnership for Women and Families:  http://www.nationalpartnership.org/ 

6. Institute for Women’s Policy Research:  http://www.iwpr.org/ 

7. Working Mother compiles a list of  the “100 Best Companies” in the US each year:  http://www.workingmother.com/ 

8. AIA firm survey:  Refer to 2005 AIA Demographic Data Study Final Report and contact AIA Iowa for access to results of  

2009 and 2012 AIA Firm Survey and 2011 and 2013 Firm Compensation Surveys.   

9. US Code:  http://www.gpo.gov/fdsys/pkg/USCODE-2011-title26/pdf/USCODE-2011-title26subtitleD-chap43-sec4980H 

pdf

10. Workforce.com article:  http://www.workforce.com/articles/irs-notice-gives-employers-clarityon-definition-of-full-time

11. Society for Human Resource Management; HR Magazine:  http://www.shrm.org/Publications/hrmagazine/

EditorialContent/2012/1112/Pages/1112-part-time-worker-benefits.aspx  

  

http://www.greatplacetowork.com/publications-and-events/blogs-andnews/
http://www.worldatwork.org/ 
http://www.dol.gov/whd/
http://www.dol.gov/whd/fact-sheets-index.htm
http://www.familiesandwork.org/
http://www.nationalpartnership.org/
http://www.iwpr.org/
http://www.workingmother.com/
http://www.gpo.gov/fdsys/pkg/USCODE-2011-title26/pdf/USCODE-2011-title26subtitleD-chap43-sec4980H pdf
http://www.gpo.gov/fdsys/pkg/USCODE-2011-title26/pdf/USCODE-2011-title26subtitleD-chap43-sec4980H pdf
http://www.workforce.com/articles/irs-notice-gives-employers-clarityon-definition-of-full-time
http://
http://
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RECOMMENDATION:
Clearly state procedures for dependent care leave.    

This policy is intended to support employees that have a dependent relying on them for care.  It describes a minimum 

recommendation of  clearly stating parameters and procedures around any benefit or policy that defines dependent care leave for 

employees in order to eliminate ambiguity or confusion. 

   

IMPLEMENTATION OPTIONS/ALTERNATIVES
Align dependent care leave with PTO policy
 
Offer an extended leave policy for dependent care 

Offer an extended leave policy for elder care 

Provide additional unpaid leave (may be required to comply with FMLA)

KEY CONSIDERATIONS
How long after an employment start date may an employee earn this benefit? 

What are the provisions if  used before any wait period? 

What is the connection to sick or vacation time, if  any?
 
What legal requirements related to FMLA must be met? 

What are the provisions for extreme or extenuating circumstances? 

Does this policy apply to part-time employees? 
  
How is this benefit communicated and what procedures are in place for implementation, such as requirements for scheduling or 
reporting time? 

How does this policy relate to PTO and other leave policies (new child leave, bereavement leave, jury duty, military duty, and 
others)?  [Refer to best practice recommendation, “Benefits: Provide  a minimum of  six to eight weeks paid maternity leave” for 
more information.]      

KEY ASPECTS
Firms must determine an appropriate model for administering leave that aligns with other benefits and policies.  
 
Legal requirements related to FMLA should be reviewed and taken into account when developing a policy around dependent care 
leave, especially as this policy may relate to other paid time off  and leave policies.      

DEFINITIONS

Dependent Care:  Care provided for persons, particularly children and handicapped or elderly individuals, who are 
dependent on others for part or all of  the activities of  daily living.   

Elder Care: Care that refers to the fulfillment of  the special needs and requirements that are unique to 
senior citizens.  
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SUPPORTING INFORMATION
• Efficiency can be gained by offering clarity around policies and procedures, as well as how they are implemented. 

• Several organizations and sources offer information and research around paid family leave and the benefits it reaps in terms 

of  attracting and retaining desired employees, and promoting employee loyalty and positive company culture. 2,3,4   

SOURCES/ REFERENCES
1. FMLA defined: http://www.dol.gov/whd/ for the US Department of  Labor’s Wage and Hour Division website or http://

www.dol.gov/whd/fact-sheets-index.htm for fact sheet on Family and Medical Leave Act of  1993.     

2. The Center for American Progress:  http://www.americanprogress.org/ (working to draft new legislation around paid family 

leave). 

3. Families and Work Institute:  http://www.familiesandwork.org/ 

4. National Partnership for Women and Families:  http://www.nationalpartnership.org/ 

5. Institute for Women’s Policy Research:  http://www.iwpr.org/ 

6. Working Mother compiles a list of  the “100 Best Companies” in the US each year: http://www.workingmother.com/  

7. AIA firm survey: refer to 2005 AIA Demographic Data Study Final Report and contact AIA Iowa for access to results of  

2009 and 2012 AIA Firm Survey and 2011 and 2013 AIA Compensation Survey: http://www.aia.org/practicing/economics/

AIAB090947. 

8. AIA Best Practice Series, Human Resources:  http://www.aia.org/practicing/bestpractices/AIAB091192 

Medical Leave: Leave for treatment or recovery related to serious health conditions.  Refer also to the definition 
offered through FMLA.  The FMLA’s definition of  a serious health condition is broad and 
encompasses pregnancy and many illnesses, injuries, impairments, or physical or mental 
conditions that require multiple treatments and intermittent absences. 

FMLA: Family and Medical Leave Act. Refer to reference material listed in Sources/References.

PTO/Vacation Time/Sick 
Time: 

Refer to best practice recommendation for paid time off  for definitions.   

Short-Term Disability: Short-term disability insurance pays a percentage of  your salary if  you become temporarily 
disabled, which means that you are not able to work for a short period of  time due to sickness 
or injury not related to your job.  Typically, a short-term disability policy provides you with 40% 
to 70% of  your pre-disability base salary.

http://www.dol.gov/whd/
http://www.dol.gov/whd/fact-sheets-index.htm
http://www.dol.gov/whd/fact-sheets-index.htm
http://www.americanprogress.org/
http://www.familiesandwork.org/
http://www.nationalpartnership.org/
http://www.iwpr.org/
http://www.workingmother.com/
http://www.aia.org/practicing/economics/AIAB090947
http://www.aia.org/practicing/economics/AIAB090947
http://www.aia.org/practicing/bestpractices/AIAB091192
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RECOMMENDATION:
Provide paid medical insurance for employees.  

This policy is intended to support employees during foreseen and unforeseen medical events.  For some firms insurance is 

required by law or the firms would face a penalty charge (Affordable Care Act).  It is typically easier for employees to purchase 

insurance as part of  a group rather than as individuals. Providing a medical insurance option, such as an HMO or PPO, to 

employees may also contribute to employee retention.  

IMPLEMENTATION OPTIONS/ALTERNATIVES
Provide options for spouse and/or family coverage in addition to employee coverage; cost sharing with employees. 

Offer a cafeteria (flex) plan program for employees to use with pre-tax dollars. 

Additional or supplemental insurance options. (AFLAC) 

Short-term disability. 

Long-term disability.
 
Life insurance, with or without voluntary value increase options. 

KEY CONSIDERATIONS
When may an employee earn these benefits (no wait, 6 months, 12 months, other)? 

How does this benefit apply to part-time employees in a fair and equitable way?
  
Medical insurance:  

•  What is the cost for self-coverage?  
•  What is the cost for adding family members? 
•   Is there an employee plus one dependent option? 
•  What added benefits are covered; does it include pharmacy, dental, vision? 

Flex plan programs; every employee has different needs: 
•  Dependent care 
•  Medical 

Supplemental insurance:  
•  What is the cost?  
•  What different types of  insurance are offered?  
•  These may include short-term disability options if  the firm does not offer that option to all employees 

Short-term disability:  
•  Consider the appropriate wait time for entry 
•  If  an employer  utilizes short term disability for maternity leave, benefits from the short term disability policy should   
 begin within 7 days of  any incident, including child birth 
•  Coordinate with long-term disability coverage 

Long-term disability:  
•  When does coverage start?  
•  Coordinate with short-term disability 

Life insurance:  
•  Provide minimum amount to all employees  
•  Consider voluntary option where employees can pay for additional coverage  
•  Consider option for covering additional family members, including children       
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DEFINITIONS

Full-time Employee:  An employee who is employed on average at least 30 hours of  service per week with respect to 
any given month. 6,7 

Cafeteria/flex plan: An employee benefits program designed to take advantage of  Section 125 of  the Internal 
Revenue Code. A cafeteria plan allows employees to pay certain qualified expenses (such as 
health insurance premiums) on a pre-tax basis, thereby reducing their total taxable income and 
increasing their spendable/take-home income. 

Short-term disability: Short-term disability insurance pays a percentage of  your salary if  you become temporarily 
disabled, which means that you are not able to work for a short period of  time due to sickness 
or injury not related to your job. Typically, a short term disability policy provides you with 40% 
to 70 % of  your pre-disability base salary. 

Long-term disability:  An illness or injury where it is determined that the employee is incapable of  performing the 
essential duties of  his/her job and is being treated by a physician for the related illness or injury. 
The terms and conditions of  long-term disability pay will depend upon the insurance coverage. 

Life insurance: Insurance that pays out a sum of  money either upon the death of  the insured person or after a 
set period of  time. 

HMO: Health Maintenance Organization is an organization that provides or arranges managed care 
for health insurance, self-funded health care benefit plans, individuals and other entities in 
the United States and acts as a liaison with health care providers (hospitals, doctors, etc.) on a 
prepaid basis.

PPO: Preferred Provider Organization is a managed care organization of  medical doctors, hospitals, 
and other health care providers who have an agreement with an insurer or a third-party 
administrator to provide health care at reduced rates to the insurer’s or administrator’s clients.

AFLAC: American Family Life Assurance Company of  Columbus is an example of  a provider of  
supplemental health and life insurance policies.  Employees may opt for this type of  coverage to 
enhance policies offered by their employer.

 

SUPPORTING INFORMATION
• The Society for Human Resource Management and their online publication, HR magazine, reports that companies offer 

benefits to part-time employees because leaders are aware of  the difficulty of  attracting and retaining qualified employees. 8  

• Great Places to Work reports that benefits such as medical, dental, and vision insurance for both employee and 

family are considered typical benefits.  These perks are expected for employers to stay competitive with other 

firms. 4 
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SOURCES/ REFERENCES
1. FMLA defined: refer to http://www.dol.gov/whd/ for the US Department of  Labor’s Wage and Hour Division website or 

http://www.dol.gov/whd/fact-sheets-index.htm for fact sheet on Family and Medical Leave Act of  1993. 

2. ACA implementation and regulation links: http://www.hhs.gov/healthcare/rights/index.html; http://www.hhs.gov/

healthcare/rights/law/index.html; http://www.hhs.gov/healthcare/facts/timeline/timeline-text.html; http://www.hhs.gov/

healthcare/facts/bystate/ia.html  

3. Summary of  key provisions for businesses: http://www.sba.gov/healthcare/  

4. Great Place to Work:  http://www.greatplacetowork.com/publications-and-events/blogsand-news/1704

5. AIA firm survey:  Refer to 2005 AIA Demographic Data Study Final Report and contact AIA Iowa for access to results of  

2009 and 2012 AIA Firm Survey and 2011 and 2013 Firm Compensation Surveys.   

6. US Code:  http://www.gpo.gov/fdsys/pkg/USCODE-2011-title26/pdf/USCODE-2011-title26subtitleD-chap43-sec4980H 

pdf

7. Workforce.com article:  http://www.workforce.com/articles/irs-notice-gives-employers-clarityon-definition-of-full-time

8. Society for Human Resource Management; HR Magazine:  http://www.shrm.org/Publications/hrmagazine/

EditorialContent/2012/1112/Pages/1112-parttime-worker-benefits.aspx

http://www.dol.gov/whd/
http://www.dol.gov/whd/fact-sheets-index.htm
http://www.hhs.gov/healthcare/rights/index.html
http://www.hhs.gov/healthcare/rights/law/index.html
http://www.hhs.gov/healthcare/rights/law/index.html
http://www.hhs.gov/healthcare/facts/timeline/timeline-text.html
http://www.hhs.gov/healthcare/facts/bystate/ia.html
http://www.hhs.gov/healthcare/facts/bystate/ia.html
http://www.sba.gov/healthcare/
ttp://www.greatplacetowork.com/publications-and-events/blogsand-news/1704
http://www.gpo.gov/fdsys/pkg/USCODE-2011-title26/pdf/USCODE-2011-title26subtitleD-chap43-sec4980H pdf
http://www.gpo.gov/fdsys/pkg/USCODE-2011-title26/pdf/USCODE-2011-title26subtitleD-chap43-sec4980H pdf
http://www.workforce.com/articles/irs-notice-gives-employers-clarityon-definition-of-full-time
http://www.shrm.org/Publications/hrmagazine/EditorialContent/2012/1112/Pages/1112-parttime-worker-benefits.aspx
http://www.shrm.org/Publications/hrmagazine/EditorialContent/2012/1112/Pages/1112-parttime-worker-benefits.aspx
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RECOMMENDATION:
Support professional development with an annual allowance of time 
and money.   

Licensed professionals require ongoing engagement with a continuously evolving knowledge base in order to do 

their jobs. This can occur in early stages of  a career, through internship and exams, as well as post-licensure, where continuing 

education is required to maintain licenses and certifications.  

IMPLEMENTATION OPTIONS/ALTERNATIVES
Paid time off  for continuing education 

Monetary allowance for continuing education (including conferences, seminars, etc.); this may include a limit each year; consider 
establishing limits based on position 

Paid time off  for professional exams 

Full or partial payment for exams, professional licenses, certifications, etc. 

Tuition reimbursement 

Sabbatical 

Monetary reward for milestone achievements (registration, certification) 

Time off, monetary support, and/or recognition for professional or community service  

KEY CONSIDERATIONS
When may employee earn this benefit (no wait, after 6 months, after 12 months, etc.)? 

How is benefit related to rank, seniority, position? 

What are requirements for requesting leave or reimbursement? 

What are requirements for documenting or reporting activity? 

How do these policies align with the value your firm places on licensure, continuing education,  certification, knowledge and 
expertise?       

DEFINITIONS

Professional Development: “Process of  improving and increasing capabilities of  staff  through access to education and 
training opportunities through the workplace, through outside organization, or through 
watching others perform the job.” (BusinessDictionary.com)

Continuing Education: A structured learning activity approved by a professional organization for maintaining skills 
and knowledge; may be referred to as CPD (continuing professional development) or CPE 
(continuing professional education); may be earned as a CEU (continuing education unit) or in 
hours. 
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SUPPORTING INFORMATION
•  iaWia Survey results: The majority of  Iowa firms provide financial reimbursement and time off  for taking the Architectural 

Registration Exam; half  or fewer provide financial support for continuing education and professional memberships. 

•  Firm leader discussions: Discussion addressed the alignment of  policies with benefits. For instance, if  licensure is 

important to your firm, do you pay for exams, offer time off  for taking exams, and/or give a raise or bonus when exams are 

completed?

•  According to the 2013 AIA Compensation Survey, 77% of  all firms offer a salary premium for licensure; approximately 1/3 

offer some tuition reimbursement. 1 

•  General professional development, including mentorship, in-house and on-the-job 

training, and formal training in the form of  continuing education, along with a 

sound human resources package, contribute to staff  development and retention. 2,3,4 

•  Professional development programs are shown to increase employee job satisfaction, 

morale, and motivation.  In addition, well-trained employees may be more efficient, 

increasing the potential for financial benefits for a company. 5,6 

•  Professional development and continuing education opportunities reduce employee 

turnover and improve company image while improving their track record for risk 

management. 5 

of all firms offer a salary 
premium for architectural 

licensure according 
to the 2013 AIA 
Compensation 

Survey. 1

77%

Certification and Licensure: May include professional licensure by states for design and engineering professionals, connected 
to professional organizations, that require specific periods of  training, registration exams, 
and continuing education; may also include specialized certifications such as those offered by 
Construction Specifications Institute (CSI), Leadership in Energy and Environmental Design 
(LEED) and others.  

Tuition Reimbursement: “An employee benefit in which the employer pays all or part of  the 
employee’s tuition for coursework or training.” (FindLaw Legal Dictionary)

Sabbatical: “A leave often with pay granted after [a predetermined time period] for rest, travel, 
or research.” (Merriam-Webster) 
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SOURCES/ REFERENCES
1. 2013 AIA Compensation Survey: http://www.aia.org/practicing/economics/AIAB090947

2. Briefing Notes: Best Practices in Professional Development  (2003, Center for Applied Research; www.cfar.com)  

3. AIA Best Practice Series, Professional Development:  http://www.aia.org/practicing/bestpractices/AIAB091194  

4. AIA Best Practice Series, Human Resources:  http://www.aia.org/practicing/bestpractices/AIAB091192 

5. Professional Development Path website:  http://www.professionaldevelopmentpath.com/benefits-of-professional-

development.html  

6. Free Management Library website: http://managementhelp.org/training/basics/reasons-fortraining.htm

 

http://www.aia.org/practicing/economics/AIAB090947
www.cfar.com
http://www.aia.org/practicing/bestpractices/AIAB091194
http://www.aia.org/practicing/bestpractices/AIAB091192
http://www.professionaldevelopmentpath.com/benefits-of-professional-development.html
http://www.professionaldevelopmentpath.com/benefits-of-professional-development.html
http://managementhelp.org/training/basics/reasons-fortraining.htm
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RECOMMENDATION:
Implement a retirement savings plan for employees.   

This policy is intended to support employees after retirement.  These plans offer a sense of  future for an employee with 

a firm, and also contribute to retention.   Often times this benefit makes a firm competitive with other firms, sectors, and 

industries, along with adding to the salary benefit package for employees.        

IMPLEMENTATION OPTIONS/ALTERNATIVES
Provide a defined contribution plan such as a Pension or 401K
 
Offer a matching contribution to employee retirement savings plans 

Consider benefit plans such as profit sharing or employee stock options 

Supply financial planning or consulting services to employees 

Offer retirement savings plans that allow employees to guide investment options 

KEY CONSIDERATIONS
When may an employee earn this benefit (no wait, after 6 months, after 12 months, etc.) 

Will the firm provide a match for employee contributions?   How much?  Is the employer contribution competitive with other 
firms, sectors, and industries? 

Does this benefit apply to full time and part-time employees in a fair and equitable way? Are the eligibility requirements clearly 
communicated and documented?  
 
Who is responsible for the management and oversight of  the retirement savings plan? What are the annual plan fees and 
expenses? Can the firm claim a tax deduction for its contributions to an employee’s retirement savings plan? 

What is the vesting schedule for employer contributions? 

Are you familiar with the reporting and disclosure requirements of  a 401(k) plan? Are you prepared to monitor the plan’s service 
providers?        

DEFINITIONS
Pension: A regular payment made during a person’s retirement from an investment fund to which that 

person or their employer has contributed during their working life.  The employer generally 
chooses the funds, administers the accounts, and maintains the account throughout your life. 9   

401K: A defined contribution plan, the employee can make contributions from his or her paycheck 
before taxes are taken out. The contributions go into a 401(k) account, with the employee often 
choosing the investments based on options provided under the plan. 2  

IRA: Individual Retirement Account is an individual account that provides tax advantages for 
retirement savings in the United States.  Individuals may set aside personal savings up to a 
certain amount, and the investments grow, tax deferred. 2
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Roth IRA: An Individual Retirement Account is a retirement plan that is not taxed, provided certain 
conditions are met. 8 The tax law of  the United States allows a tax reduction on a limited 
amount of  saving for retirement. The Roth IRA’s principal difference from most other tax 
advantaged retirement plans is that, rather than granting a tax break for money placed into the 
plan, the tax break is granted on the money withdrawn from the plan during retirement.

SUPPORTING INFORMATION
• The Society for Human Resource Management and their online publication, HR magazine, reports that companies offer 

benefits to part-time employees because leaders are aware of  the difficulty of  attracting and retaining qualified employees. 6 

• Employer retirement plans, specifically 401(k) plans are an appealing benefit to an employee when an employer matches part 

of  the employee’s contribution. 4 

SOURCES/ REFERENCES
1. Principal Financial Group, 10 Best Practices for Retirement Benefits: http://www.principal.com/theprincipal10best/2008/

bestpractices/retirement_bestpractices.htm  

2. What you should know about your retirement plan: http://www.dol.gov/ebsa/publications/wyskapr.html 

3. 401(k) Plans for Small Business: http://www.dol.gov/ebsa/publications/401kplans.html 

4. Small Business and Employee Retirement Savings Plans: http://www.ncpa.org/pdfs/SmallBusiness-and-Employee-Retirement-

Savings-Plans.pdf

5. Workforce.com article:  http://www.workforce.com/articles/irs-notice-gives-employers-clarityon-definition-of-full-time

6. Society for Human Resource Management; HR Magazine:  http://www.shrm.org/Publications/hrmagazine/

EditorialContent/2012/1112/Pages/1112-parttime-worker-benefits.aspx

7. US Code:  http://www.gpo.gov/fdsys/pkg/USCODE-2011-title26/pdf/USCODE-2011-title26subtitleD-chap43-sec4980H.

pdf

8. Types of  Retirement Plans: http://www.irs.gov/Retirement-Plans 

9. IRA vs 401K: Making your money Work for you!: http://www.iravs401kcentral.com 

http://www.principal.com/theprincipal10best/2008/bestpractices/retirement_bestpractices.htm
http://www.principal.com/theprincipal10best/2008/bestpractices/retirement_bestpractices.htm
http://www.dol.gov/ebsa/publications/wyskapr.html
http://www.dol.gov/ebsa/publications/401kplans.html
http://www.ncpa.org/pdfs/SmallBusiness-and-Employee-Retirement-Savings-Plans.pdf
http://www.ncpa.org/pdfs/SmallBusiness-and-Employee-Retirement-Savings-Plans.pdf
http://www.workforce.com/articles/irs-notice-gives-employers-clarityon-definition-of-full-time
http://www.shrm.org/Publications/hrmagazine/EditorialContent/2012/1112/Pages/1112-parttime-worker-benefits.aspx
http://www.shrm.org/Publications/hrmagazine/EditorialContent/2012/1112/Pages/1112-parttime-worker-benefits.aspx
http://www.gpo.gov/fdsys/pkg/USCODE-2011-title26/pdf/USCODE-2011-title26subtitleD-chap43-sec4980H.pdf
http://www.gpo.gov/fdsys/pkg/USCODE-2011-title26/pdf/USCODE-2011-title26subtitleD-chap43-sec4980H.pdf
http://www.irs.gov/Retirement-Plans
http://www.iravs401kcentral.com
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APPENDIX A.1: SURVEY RESULTS OVERVIEW

APPENDIX A: SUMMARY OF WORK-LIFE BALANCE/HUMAN RESOURCES SURVEY

OVERVIEW
In response to discussion at a June 2012 event on work-life balance and human resources practices, Iowa Women in Architecture 

(iaWia) conducted a survey to explore human resources trends in Iowa firms whose work involves design and construction of  the 

built environment. The survey was available via “Survey Monkey” for approximately three weeks in November 2012 and collected 

responses from a broad range of  people, working in a variety of  contexts, with multiple types and levels of  experience. Survey 

data, along with information collected through a series of  roundtables with firm leaders, was used to describe the current state of  

human resources in Iowa firms and to generate recommendations for best practices for human resources.

APPENDIX A IS DIVIDED INTO THE FOLLOWING SECTIONS:
• A.1 - Survey Results Overview

• Describes survey findings that highlighted areas for potential improvement in Iowa firms

• A.2 - Survey Graphic Overview

• Illustrates key survey findings via charts

RESPONSE HIGHLIGHTS
• 151 responded to the survey (57 males; 93 females [1 abstained])

• 66% had dedicated HR staff  and/or department

• Nearly 90% were design professionals of  some type (ranging from intern – principal/partner/owner); 

• ~10% were administrative, marketing, etc.; 14% were principal/partner/owners

• Nearly 90% were employed full time; 7% reported working 30-39 hours/week
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• Over a quarter reported working more than 50 hours/week

• Nearly 80% reported working in ‘traditional practice’

• ~85% were employed by workplaces that employed more than 10 people

• Experience level was balanced  

(largest group = 5-10 years at 28%; all other categories ranged from 13-23%)

• Flex time and telecommuting were the most commonly reported alternative working arrangements

• ~40% reported formal maternity and/or maternity/paternity leave policies

• 18% reported paid maternity leave for all or part of  their leave

• ~95% reported encouragement to participate in philanthropic activities 

• ~75% reported feeling comfortable discussing work-life balance issues w/ supervisors

• 35% of  women reported feeling uncomfortable discussing work-life balance issues w/ supervisors

• 12% of  men reported feeling uncomfortable discussing work-life balance issues w/ supervisors

• Highest levels of  dissatisfaction with current policies/practices were:  options for a condensed work week, sabbaticals, 

telecommuting, job sharing, stress release activities, and maternity/paternity leave

• 50% or more of  responses indicated that the following would make a big difference in their career satisfaction:  stress 

relief  activities, maternity/paternity leave, flexible work hours, effective feedback, telecommuting and condensed work 

week

APPENDIX A.2: SURVEY GRAPHIC OVERVIEW

The charts on the following pages illustrate key survey findings via charts and graphs:
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Years of Experience 

47% 

35% 

18% 

53% 

33% 

13% 

25% 

39% 

26% 

0-10 years 10-20 years 20+ years 

Average Female Male 

Demographics [individual]

14% 

1% 

37% 

10% 

18% 

3% 
5% 

1% 

11% 

4% 
2% 

30% 

14% 

22% 

3% 

9% 

2% 

14% 

30% 

0% 

47% 

4% 

12% 

2% 
0% 0% 

5% 

Owner, Principal, 
Partner 

Human Resources 
Manager 

Architect, Project 
Archiect, Project 

Manager 

Design Pofessional Intern Architect Technical Staff Academic 
Personnel, Educator 

Student Other 

All Respondents Female Male 

Professional Responsibility 

NUMBER OF RESPONDENTS YEARS OF EXPERIENCE

PROFESSIONAL RESPONSIBILITY

Respondents 

151 
Total 

93 Females 

57 Males 

61% 38% F M 

90% Design Professionals 

10% Admin / Marketing 

14% Principal / Partner / Owner 

Professional Responsibility 

Years of Experience 

47% 

35% 

18% 

53% 

33% 

13% 

25% 

39% 

26% 

0-10 years 10-20 years 20+ years 

Average Female Male 



Appendix A                      Iowa Women in Architecture 2016                                   Version 02 | p.102

12% 

83% 

5% 

Employment Status 
0-39 Hours 40+ Hours Other 

Hours / Week 

13% 

60% 

27% 

Actual Hours 
0-39 Hours 40-49 Hours 50+ Hours 

HOURS / WEEK

Hours / Week 

•27% of respondents in 10-50 person firms 
reported 0-39 hour status… only 13% are 
working 0-39 hours 
 
•19% of respondents with 20+ years 

experience reported 0-39 hour status … 
only 7% are working 0-39 hours 
 
•Only 9% of respondents with 0-10 years 

experience reported 0-39 hour status… 
but 13% are working 0-39 hours 

Hours Inconsistency  

•Over ¼ of respondents 
 
•32% of respondents in large (50+ 

employee) firms 
 
•52% of respondents with 20+ years 

experience 

50+ Hours 

Hours / Week 

100% of Males Reported Full-Time Status 

79%  of Females Reported Full-Time Status 
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Type of Practice 

Traditional 
Architectural Practice 

Traditional Practice, 
Related Disciplines 

Government 

Facilities 
Management 

Academia, 
Education 

Consulting 

Construction 

Other 

56% 

23% 

2% 

2% 

6% 

4% 

1% 

6% 

TYPE OF PRACTICE

Firm Size 

14% 

25% 

57% 

5% 

0-10 

10-50 

50+ 

N/A 

# of Employees 

FIRM SIZE

Demographics [firm]
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Yes 

No 

Don't Know 

Skipped Question 

Human Resources 

32% 65% Y N 

DEDICATED HR DEPARTMENT?

33% 
YES 

62% 

5% 

1-10 Employees 
Yes No Don't Know 

Human Resources 

46% 
YES 

51% 

3% 

10-50 Employees 
Yes No Don't Know 

Dedicated HR Personnel or Department [Firm Size] 

84% 
YES 

16% 

50+ Employees 
Yes No Don't Know 

DEDICATED HR PERSONNEL OR DEPARTMENT [FIRM SIZE] 
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Career Development
Community Service 

51% 45% 

2% 

3% 

Yes + time allowed 

Yes, no formal procedure 

No 

Don't Know 

Policies/Practices 

Q: Does your firm 
encourage staff involvement 
in philanthropic or 
community service 
activities? 

Office Activities 

88% 
YES 

  

Yes 

No 

Team Building / Stress Reducing 

Q: Does your firm offer team 
building/ stress reducing 
activities such as lunch outings, 
attending games, potluck 
events, etc. 

COMMUNITY SERVICE POLICIES OFFICE ACTIVITIES

 Does your firm encourage staff involvement in 

philanthropic or community service activities?

Does your firm offer team building / 

stress reducing activities?

Community Service 

21% 

19% 

60% 

19% 

25% 

56% 

21% 

16% 

63% 

21% 

11% 

68% 

1-2 

3 

4-5 

20+ Years 10-20 Years 

0-10 Years Average 

18% 

33% 

49% 

24% 

31% 

45% 

16% 

35% 

49% 

5% 

32% 

63% 

1-2 

3 

4-5 

20+ Years 10-20 Years 

0-10 Years Average 

Rate how the Policies/Practices do or could 
make the greatest positive difference in your 
career choices/satisfaction (5 = greatest): 

Rate your level of satisfaction with your firm’s 
policies/practices (5 = very satisfied): 

Policies/Practices [Satisfaction + Years of Experience]: 

Community Service 

21% 

19% 

60% 

19% 

25% 

56% 

21% 

16% 

63% 

21% 

11% 

68% 

1-2 

3 

4-5 

20+ Years 10-20 Years 

0-10 Years Average 

18% 

33% 

49% 

24% 

31% 

45% 

16% 

35% 

49% 

5% 

32% 

63% 

1-2 

3 

4-5 

20+ Years 10-20 Years 

0-10 Years Average 

Rate how the Policies/Practices do or could 
make the greatest positive difference in your 
career choices/satisfaction (5 = greatest): 

Rate your level of satisfaction with your firm’s 
policies/practices (5 = very satisfied): 

Policies/Practices [Satisfaction + Years of Experience]: 
COMMUNITY SERVICE POLICIES

Yes + time allowed Yes, no formal procedure No Don’t Know
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Policies/Practices Satisfaction 

24% 
21% 

29% 
33% 

19% 

25% 

43% 

60% 

46% 

Diversity Initiatives Community 
Service 

Stress Relieve 
Activites 

All Respondents 

1-2 3 4-5 

Level of satisfaction with firm’s policies/practices (1 = very dissatisfied, 5 = very satisfied): 

32% 

27% 

33% 33% 

20% 

27% 

36% 

54% 

40% 

Diversity Initiatives Community 
Service 

Stress Relieve 
Activites 

Female Respondents 

1-2 3 4-5 

Career Satisfaction 

34% 

18% 
15% 

36% 
33% 

26% 
30% 

49% 

59% 

Diversity Initiatives Community 
Service 

Stress Relieve 
Activites 

All Respondents 

1-2 3 4-5 

Rate how the following policies/practices do or could make the greatest positive difference in 
your career choices/satisfaction (1 = least difference, 5 = most difference): 

26% 

21% 

15% 

40% 

32% 
27% 

33% 

47% 

58% 

Diversity Initiatives Community 
Service 

Stress Relieve 
Activites 

Female Respondents 

1-2 3 4-5 

LEVEL OF SATISFACTION WITH FIRM’S POLICIES / PRACTICES [1= very dissatisfied, 5=very satisfied]

Policies / Practices

CAREER SATISFACTION 
Rate how the following policies / practices do or could make the greatest positive difference

 in your career choices / satisfaction [ 1=least difference, 5=most difference]

ALL RESPONDENTS FEMALE RESPONDENTS

ALL RESPONDENTS FEMALE RESPONDENTS

1-2 3 4-51-2 3 4-5

1-2 3 4-51-2 3 4-5
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Work Options

Work Options 

7% 

5% 

6% 

32% 

17% 

23% 

27% 

48% 

3% 

7% 

11% 

19% 

17% 

47% 

Don't know 

None of the above 

Job sharing 

Telecommuting 

Condensed work week 

Part time employment w/o benefits 

Part time employment w/ benefits  

Flex time/flexible working hours 

Firm Policies/Practices 

Formal Policy Case by Case Basis Other 

FLEXIBLE WORK OPTIONS
Does your firm offer any of the following flexible work options? 

If so, how are work options determined?
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Work Options | Policy Satisfaction 

21% 

26% 24% 

51% 

38% 37% 
36% 

14% 

28% 

39% 

21% 

29% 

43% 44% 

66% 

46% 

37% 

28% 

33% 

19% 21% 

Flexible Working 
Hours 

Effective feedback Part Time 
Employment 

Condensed Work 
Week Option 

Telecommuting Job Sharing Sabbaticals 

All Respondents 

1-2 3 4-5 

Level of satisfaction with firm’s policies/practices (1 = very dissatisfied, 5 = very satisfied): 

Work Options | Policy Satisfaction 

25% 

32% 32% 

57% 

49% 48% 
45% 

13% 

31% 31% 

22% 21% 

33% 
38% 

62% 

37% 38% 

22% 

30% 

18% 17% 

Flexible Working 
Hours 

Effective feedback Part Time 
Employment 

Condensed Work 
Week Option 

Telecommuting Job Sharing Sabbaticals 

Female Respondents 

1-2 3 4-5 

Level of satisfaction with firm’s policies/practices (1 = very dissatisfied, 5 = very satisfied): 
1-2 3 4-51-2 3 4-5

FEMALE RESPONDENTS

ALL RESPONDENTS

POLICY SATISFACTION
Rate your level of satisfaction with firm’s policies / practices

[1=very dissatisfied, 5=very satisfied]
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Work Options | Career Satisfaction 

3% 
6% 

29% 

16% 

24% 

47% 

35% 

5% 
11% 

22% 
18% 

26% 

33% 34% 

92% 

83% 

49% 

66% 

50% 

21% 

31% 

Flexible Working 
Hours 

Effective feedback Part Time 
Employment 

Condensed Work 
Week Option 

Telecommuting Job Sharing Sabbaticals 

All Respondents 

1-2 3 4-5 

Rate how the following policies/practices do or could make the greatest positive difference in your career 
choices/satisfaction (1 = least difference, 5 = most difference): 

Work Options | Career Satisfaction 

1% 1% 

13% 11% 
16% 

38% 

27% 

4% 

12% 

21% 
18% 

29% 

38% 38% 

95% 

87% 

65% 
71% 

55% 

25% 

35% 

Flexible Working 
Hours 

Effective feedback Part Time 
Employment 

Condensed Work 
Week Option 

Telecommuting Job Sharing Sabbaticals 

Female Respondents 

1-2 3 4-5 

Rate how the following policies/practices do or could make the greatest positive difference in your career 
choices/satisfaction (1 = least difference, 5 = most difference): 1-2 3 4-51-2 3 4-5

FEMALE RESPONDENTS

ALL RESPONDENTS

CAREER SATISFACTION
Rate how the following policies/practices do or could make the greatest positive difference in your career 

choices/satisfaction [1=very dissatisfied, 5=very satisfied]
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Communications

8% 

28% 

30% 

34% 

2% 

10% 

26% 

62% 

6% 

21% 

30% 

43% 

Very Uncomfortable 

Somewhat Uncomfortable 

Somewhat Comfortable 

Very Comfortable 

All Responses Male Responses Female Responses 

Communication 
Comfort Level 

Q: Do you feel comfortable discussing work-life balance issues with your supervisor? 

36% 

64% 

12% 

88% 

27% 

73% 

Very or Somewhat 
Uncomfortable 

Very or Somewhat 
Comfortable 

28% difference 

24% difference 

Communication 
Feedback Mechanisms + Comfort Level 

Q: Does your firm offer any of the following feedback mechanisms for employees to share ideas about the 
firm? 

 

Note the difference between male and female 
responses… 

Q: Do you feel comfortable discussing work-life balance issues with your supervisor? 

COMFORT LEVEL
Do you feel comfortable discussing work-life balance issues with your supervisor?
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0% 

0% 

61% 

83% 

67% 

50% 

28% 

39% 

89% 

3% 

2% 

43% 

72% 

72% 

50% 

13% 

20% 

84% 

Other 

None of the above 

Exit interviews 

Open-door policy 

Staff meetings (within office) 

Staff retreats (outside office) 

Employee satisfaction surveys (third party) 

Employee satisfaction surveys (in-house) 

Annual Reviews 

All Responses Principal/Owner/Partner Responses 

Communication 
Feedback Mechanisms 

Q: Does your firm offer any of the following feedback mechanism s for employees to share ideas about the 
firm? 

5% 

4% 

33% 

65% 

63% 

42% 

10% 

13% 

76% 

0% 

0% 

60% 

83% 

87% 

64% 

17% 

32% 

98% 

Other 

None of the above 

Exit interviews 

Open-door policy 

Staff meetings (within office) 

Staff retreats (outside office) 

Employee satisfaction surveys (third party) 

Employee satisfaction surveys (in-house) 

Annual Reviews 

Male Responses Female Responses 

Communication 
Feedback Mechanisms 

Q: Does your firm offer any of the following feedback mechanisms for employees to share ideas about the 
firm? 

22% difference 

27% difference 

18% difference 

24% difference 

19% difference 

22% difference 

FEEDBACK MECHANISMS
Does your firm offer any of the following feedback mechanisms for employees to share ideas about the firm?
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Discrimination & Inclusion

Discrimination 

43% 

34% 

41% 

Female Responses 

Experienced Witnessed Don't Know 

13% 

28% 

67% 

Male Responses 

Experienced Witnessed Don't Know 

Please Note: 
•“No” was not an option 
•22% of Females skipped the question  
•32% of Males skipped the question 
 
 

Have you experienced or witnessed discrimination in the work environment due to gender, age, or ethnicity? 

[Select as many as applicable]
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Benefits
Leave 

Maternity + Paternity 

Maternity Only 

Neither 

Don't Know 

Q: Does your firm have 
an official Maternity / 
Paternity leave policy 
beyond the FMLA? 

Maternity/Paternity [FMLA] 

Please Note: 
•11% skipped the question  

26% 55% 
NO 

14% 

5% 
55% 

Leave 

Maternity + Paternity 

Maternity Only 

Neither 

Don't Know 

Q: Does your firm have 
an official Maternity / 
Paternity leave policy 
beyond the FMLA? 

Maternity/Paternity [FMLA] 

Please Note: 
•11% skipped the question  

26% 55% 
NO 

14% 

5% 
55% 

Leave 

14% 

38% 

48% 

Yes No Don't Know 

Employees may take a limited amount of paid 
leave (firm pays 100% of employee’s salary; 
not including PTO) 

4% 

40% 
56% 

Yes No Don't Know 

Employees may take a limited amount of paid 
leave (firm pays __%  of employee’s salary; 
not including PTO) 

Maternity/Paternity [Paid Leave] 

Leave 

14% 

38% 

48% 

Yes No Don't Know 

Employees may take a limited amount of paid 
leave (firm pays 100% of employee’s salary; 
not including PTO) 

4% 

40% 
56% 

Yes No Don't Know 

Employees may take a limited amount of paid 
leave (firm pays __%  of employee’s salary; 
not including PTO) 

Maternity/Paternity [Paid Leave] 

Leave 

14% 

38% 

48% 

Yes No Don't Know 

Employees may take a limited amount of paid 
leave (firm pays 100% of employee’s salary; 
not including PTO) 

4% 

40% 
56% 

Yes No Don't Know 

Employees may take a limited amount of paid 
leave (firm pays __%  of employee’s salary; 
not including PTO) 

Maternity/Paternity [Paid Leave] 

MATERNITY / PATERNITY

Does your firm have an official Maternity / 

Paternity leave policy beyond the FMLA?

MATERNITY / PATERNITY [PAID LEAVE]

Employees may take a limited amount of paid 

leave (firm pays 100% of employee’s salary; not 

including PTO)

Leave 

14% 

38% 

48% 

Yes No Don't Know 

Employees may take a limited amount of paid 
leave (firm pays 100% of employee’s salary; 
not including PTO) 

4% 

40% 
56% 

Yes No Don't Know 

Employees may take a limited amount of paid 
leave (firm pays __%  of employee’s salary; 
not including PTO) 

Maternity/Paternity [Paid Leave] 

MATERNITY / PATERNITY [PAID LEAVE]

Employees may take a limited amount of paid 

leave (firm pays__% of employee’s salary; not 

including PTO)
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Leave 

30% 

38% 

6% 
2% 

24% 

Yes (PTO) 

Yes (Bereavement Leave) 

Yes (Unpaid) 

No 

Don't Know 

Q: Does your firm offer 
bereavement leave for the 
death of an employee’s 
immediate family? 

Bereavement – Immediate Family 

Leave 

30% 

38% 

6% 
2% 

24% 

Yes (PTO) 

Yes (Bereavement Leave) 

Yes (Unpaid) 

No 

Don't Know 

Q: Does your firm offer 
bereavement leave for the 
death of an employee’s 
immediate family? 

Bereavement – Immediate Family 

BEREAVEMENT LEAVE

Does your firm offer bereavement leave for the 

death of an employee’s immediate family?

Leave 

23% 

12% 

19% 

46% Yes (PTO) 

Yes (Unpaid Leave) 

No 

Don't Know 

Q: Does your firm offer 
dependent/elder care leave? 

Dependent / Elder Care 

DEPENDENT / ELDER CARE

Does your firm offer dependent / 

elder care leave?

Leave 

23% 

12% 

19% 

46% Yes (PTO) 

Yes (Unpaid Leave) 

No 

Don't Know 

Q: Does your firm offer 
dependent/elder care leave? 

Dependent / Elder Care 

Leave 

•7% of 50+ employee firm respondents 
•31% of 0-10 employee firm respondents 

40% reported either Maternity + Paternity or Maternity Only 
compared to:  

•32% of female respondents, 39% are dissatisfied or very dissatisfied 
•41% of 0-10 Year Experience Level respondents are dissatisfied or very 
dissatisfied 

40% reported they are satisfied or very satisfied with existing 
policies/practices compared to: 

•70% of 0-10 Year Experience Level respondents rated as 4 or 5 
•66% of female respondents rated this as 4 or 5 

50% rated this a 4 or 5 as making the greatest positive difference 
in their career choice/satisfaction compared to: 

Maternity/Paternity 
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Leave | Policy Satisfaction 

31% 

15% 

24% 

29% 

36% 

47% 

40% 

50% 

29% 

Maternity/Paternity 
Leave 

Bereavement Leave Dependent/Elder 
Care Leave 

All Respondents 

1-2 3 4-5 

Level of satisfaction with firm’s policies/practices (1 = very dissatisfied, 5 = very satisfied): 

39% 

17% 

24% 

29% 

37% 

50% 

32% 

46% 

26% 

Maternity/Paternity 
Leave 

Bereavement Leave Dependent/Elder 
Care Leave 

Female Respondents 

1-2 3 4-5 

LEAVE | POLICY SATISFACTION

Level of satisfaction with firm’s policies / practices 

[ 1=very dissatisfied, 5=very satisfied]
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Leave | Career Satisfaction 

26% 
23% 

25% 24% 

49% 

35% 

50% 

29% 

40% 

Maternity/Paternity 
Leave 

Bereavement Leave Dependent/Elder 
Care Leave 

All Respondents 

1-2 3 4-5 

Rate how the following policies/practices do or could make the greatest positive difference in your career 
choices/satisfaction (1 = least difference, 5 = most difference): 

18% 
16% 

21% 
16% 

52% 

32% 

66% 

32% 

48% 

Maternity/Paternity 
Leave 

Bereavement Leave Dependent/Elder 
Care Leave 

Female Responses 

1-2 3 4-5 

LEAVE | POLICY SATISFACTION

Rate how the following policies / practices do or could make the greatest positive difference in your 

career choices / career satisfaction

[ 1=very dissatisfied, 5=very satisfied]

Male Respondents                                            Female Respondents
1-2 3 4-51-2 3 4-5
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Summary

Policies/Practices Satisfaction 

All Respondents 

1-2 3 4-5 

Level of satisfaction with firm’s policies/practices (1 = very dissatisfied, 5 = very satisfied): 

Policies/Practices Satisfaction 

Female Respondents 

1-2 3 4-5 

Level of satisfaction with firm’s policies/practices (1 = very dissatisfied, 5 = very satisfied): 

POLICIES / PRACTICE SATISFACTION

Level of satisfaction with firm’s policies/practices 

[ 1=very dissatisfied, 5=very satisfied]

FEMALE RESPONSES

ALL RESPONSES

1-2 3 4-5

Str
ess

 Re
lie

f A
cti

viti
es

Str
ess

 Re
lie

f A
cti

viti
es
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Career Satisfaction 

30% 

50% 

29% 

40% 

92% 

83% 

49% 

66% 

50% 

21% 

31% 

49% 

59% 

33% 

66% 

32% 

48% 

95% 

87% 

65% 
71% 

55% 

25% 

35% 

47% 

58% 

4-5 (All Respondents) 4-5 (Female Respondents) 

Rate how the following policies/practices do or could make the greatest positive difference in your career 
choices/satisfaction (1 = least difference, 5 = most difference): 

CAREER SATISFACTION

Rate how the following policies/practices do or could make the greatest positive difference 

in your career choices/satisfaction 

[ 1=very dissatisfied, 5=very satisfied]
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Policies/Practice Satisfaction 
Satisfied / Very Satisfied 

All Respondents 

•Flexible Working Hours 66%  
 
•Community Service 60% 

 
•Bereavement Leave 50% 

 
•Stress Relief Activities 46% 

 
•Effective Feedback 46% 

Female Respondents 

•Flexible Working Hours 62% 
 
•Community Service 54% 

 
•Bereavement Leave 46% 

 
•Stress Relief Activities 40% 

All Respondents 

•Condensed Work Week 51%  
 
•Telecommuting 38% 

 
•Job Sharing 37% 

 
•Sabbaticals 36% 

 
•Maternity/Paternity Leave 31% 

 
•Stress Relief Activities 29% 

 
•Effective Feedback 26% 

Female Respondents 

•Condensed Work Week 57% 
 
•Telecommuting 49% 

 
•Job Sharing 48% 

 
•Sabbaticals 45% 

 
•Maternity/Paternity Leave 39% 

 
•Stress Relief Activities 33% 

 
•Effective Feedback 32% 

Policies/Practice Satisfaction 
Dissatisfied / Very Dissatisfied 

All Respondents 

•Flexible Working Hours 92% 
 
•Effective Feedback 83% 

 
•Condensed Work Week Option 66% 

 
•Stress Relief Activities 59% 

 
•Maternity/Paternity 50% 

 
•Telecommuting 50% 

 
•Part Time Employment 49% 

 
•Community Service 49% 

Female Respondents 

•Flexible Working Hours 95% 
 
•Effective Feedback 87% 

 
•Condensed Work Week Option 71% 

 
•Maternity/Paternity 66% 
 
•Part Time Employment 65% 

 
•Stress Relief Activities 58% 

 
•Telecommuting 55% 

 
•Dependent/Elder Care Leave 48% 

Career Satisfaction 
Most Positive Difference [4-5] 

All Respondents 

•Flexible Working Hours 92% 
 
•Effective Feedback 83% 

 
•Condensed Work Week Option 66% 

 
•Stress Relief Activities 59% 

 
•Maternity/Paternity 50% 

 
•Telecommuting 50% 

 
•Part Time Employment 49% 

 
•Community Service 49% 

Female Respondents 

•Flexible Working Hours 95% 
 
•Effective Feedback 87% 

 
•Condensed Work Week Option 71% 

 
•Maternity/Paternity 66% 
 
•Part Time Employment 65% 

 
•Stress Relief Activities 58% 

 
•Telecommuting 55% 

 
•Dependent/Elder Care Leave 48% 

Career Satisfaction 
Most Positive Difference [4-5] 

Policy/Practices Satisfaction Summary
SATISFIED /

VERY SATISFIED
DISSATISFIED /

VERY DISSATISFIED
M
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NOTES:
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