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BEST PRACTICE RECOMMENDATIONS - CASE STUDIES

PAID MATERNITY & PAID PATERNITY LEAVE
RDG PLANNING & DESIGN
Category: Benefits
Related Best Practice Recommendations: Provide a minimum of six to eight weeks paid maternity 
leave.

ABSTRACT
Which Best Practice Recommendation did your firm implement?

• What is your firm’s policy? 

- Three weeks parental leave to be taken within 6 weeks of  arrival of  child.  Applies to men and women equally and 

includes natural birth, foster, and adoption.  Benefit applies to a birth arrival or permanent placement of  a child.  Parental 

leave is in addition to the employees built up PTO time.    

• Does your policy have any innovative characteristics/aspects?

- The board of  directors was adamant from the beginning that new Moms and Dads have the same benefit.  The whole 

policy was designed to allow equal time available for any new parent.  This equal time off  concept is an innovative 

approach.  

- Flexible to be used with in the first 6 weeks.

- RDG allows transitional time, or re-entry, negotiated on a per person basis prior and following the event.  

SUMMARY OF KEY OBJECTIVES AND LESSON LEARNED
• RDG’s objective was to make sure there was a sense of  fairness and equality, parenting is about connections with baby by 

both parents, no matter gender.  

• Families have unique designs in current times. The objective was to allow employees to define their family and who is in their 

family.  Having a non-gender specific policy allows flexibility for families of  all types.  RDG hoped to create a culture of  

inclusivity for all family types.  
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• Women specifically have been leaving the design profession and this forward looking policy is one of  RDG’s responses.  

Providing a paid leave benefit for women is a rarity among the design profession.  Paternity leave is even rarer, but research 

is beginning to indicate that paternity leave is critical to women feeling successful in the global workplaces because it 

establishes that fathers are equal partners in childcare from the time of  birth.  

• The new policy was enacted on 9/1/15 and has been used by 5 individuals (3 men and 2 women) since adopted.  No 

modifications have been needed to date.  

• Feedback from employees has been very positive.  

• A business cost analysis helped determine the length of  time to be provided for all new parents.  

PERSPECTIVES
Background of  Workplace:

• What was your policy or circumstances prior to implementing the BPR? 

- There was no specific maternity leave benefit.  Women could take sick leave and then vacation leave. After that, unpaid 

time could be used up to a maximum of  12 weeks paid and unpaid time.  

- Men could use emergency leave (24 hours out of  sick leave bank), and after that vacation time.  

• What was the reason for implementing the change? What was the turning point that pushed your firm to make a change? 

What prompted the need for change?  Was it a first time occurrence?

- The main reason for implementing the change was to be inclusive and responsive to employee needs.  RDG also wants to 

be a firm that sets trends and takes an active role in helping women find a way to stay in the workplace.  

- Several items prompted a need for a change.

o RDG staff  did a Quantum Workplace Survey (out of  OMA office).

o The company leaders received feedback from employees that they were behind the times on encouraging women to 

remain in the workplace.

oRDG had women employees active in iaWia, and engaged in developing the best practices (BPR) document.  These 

individuals were talented members of  the firm and really pushed for internal changes.

• What is your firm make-up? How would you describe your firm culture? What is your firm history?

- RDG is a multi-discipline firm including A/E/LA/Interiors/Multi media/Art Studio services.  

- The benefit applies to 85 people in this one business unit, across 4 offices.

- Firm history link:  https://www.youtube.com/watch?v=0pseGSCy3sw
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Viewpoints and Challenges of  Employer and Employee

• Who initiated the process of  change? Was it an employee or employer driven decision process? Was it a management 

decision or grass roots initiative?

- Both. Employer was looking at data from employee survey and at the same time employees were actively involved with 

the BPR development

- RDG included key women in the process to help determine what changes should be made by the firm and also to help 

determine costs to the business.     

• Employer Perspective: What were considered to be financial challenges with implementing a new policy?  What were 

considered to be scheduling and resource management challenges with implementing the new policy?

- Scheduling can be planned in advance.  Three weeks is not too long for one team member to be out of  the office.  

Employees cover for each other during the team member’s time off.  Teams know the event is coming and can plan 

accordingly, so scheduling has not been a huge issue. 

- A business cost analysis helped determine the length of  time to be provided for all new parents.  Leaders engaged 

employees to help run through the cost analysis.  This gave employees an understanding of  the costs of  the benefits they 

were asking to have implemented.  Ultimately this is how RDG arrived at the time frame of  3 weeks for all new parents.  

• Employee Perspective:  What are the employee retention benefits considered when implementing the new policy?

- Employees are very supportive of  an equal parental leave policy. Rather than committing available resources to mothers 

only we believe strongly in the role fathers play in keeping women in the workplace. This also reflects our support for all 

parents actively engaging with children they love.

- RDG’s culture allows for the company to proactively approach employees that have indicated challenges with work/life 

balance or a desire to reduce hours.  Management has implemented a philosophy that contributes to a more open dialog 

between employer and employee.  RDG finds this allows them to retain top talent, while creating an environment which is 

inclusive to many different types of  people.  

IMPLEMENTATION QUESTIONS
• How long after employment start date may an employee earn this benefit? 

- It begins on the first day of  employment.

• How does this policy relate to PTO and other leave policies (new child leave, bereavement leave, jury duty, military duty, and 

others)? 

- It is in addition to PTO.
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• How does this policy relate to FMLA? 

- The policy runs concurrently with FMLA.

• What are the provisions for extreme or extenuating circumstances?

- RDG has always taken an individual approach to such situations, approving exceptions to a policy based on 

circumstances.   

• Are there provisions for increasing this benefit with employee tenure? 

- No.

• Are there provisions for “banking” time off  year to year?

- PTO can be banked to a maximum of  320 hours.  There is no yearly requirement to take time, and no time is lost from 

year to year as long as the balance is less than 320.   

• May an employee “cash in” unused time? 

- No.

• 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.  

- RDG looked at having less PTO and buying a short term disability policy.  They determined STD would actually cost 

more and not as many people would be able to access.  The leaders wanted to spend money to allow people to have more 

direct access to time off  for what they wanted vs. the restrictions associated with STD policy.   

• How is this benefit communicated and what procedures are in place for implementation, such as requirements for 

scheduling or reporting time off? 

- Human Resources talks with the employee about benefits when they start. Electronic time sheets have parental leave as a 

cost code.  Scheduling is just a communication with supervisor and HR.  

• How does this benefit apply to part time employees in a fair and equitable way? 

- Only available to full time employees (30 hours or more).  

• How do these policies align with the value your firm places on licensure, continuing education, certification, knowledge and 

expertise? 

- The whole idea is to keep knowledge and expertise at RDG - policies are 100% about retention.


