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INTRODUCTION

Dating back to the 1960s, “Employee Resource Groups (ERGs) are voluntary, 

employee-led groups whose aim is to foster a diverse, inclusive workplace aligned 

with the organizations they serve.”

Often, their main purpose is to improve working conditions for underrepresented 

employees, create safe working environments, and foster a sense of community.1 

Serving their mission, ERGs often partner with executive sponsors to create helpful 

and reasonable company and public policies that support the needs of business 

stakeholders. With as many as 90% of Fortune 500 companies having Employee 

Resource Groups (ERGs), ERGs are great communities to spur meaningful change.2 

While this toolkit focuses on women’s ERGs, we realize women are multifaceted, 

and intersectionality3 must be taken into account when strategizing advocacy work. 

Throughout the toolkit, we recommend leveraging multiple stakeholders — including 

other ERGs — to advance positive policy changes internally and externally.

In this guide, you’ll learn how ERGs can partner with corporate 

leaders to influence internal change as well as engage in corporate 

advocacy to support public policy that can dramatically impact the 

economic well-being and fair treatment of all women.
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The Business Case

The business case for gender equity, 

diversity, and inclusion is conclusive and 

growing stronger.4 But lately, decades 

worth of work to attract and retain 

women5 employees have vanished. Just 

as women surpassed men to become the 

largest population in the U.S. workforce,6 

the coronavirus pandemic boomeranged 

households back to stereotypical and 

harmful gender roles that hinder women’s 

ability to remain and thrive in the 

workforce. Women were set back to 1980s 

levels of workforce participation7 and 

backslid 22 years in pay equity progress.8 

Women were the first to lose their jobs 

and working mothers took on as much as 

20 extra hours of unpaid work each week.9

Alongside the loss in diversity, businesses 

are losing the benefits a diverse 

workforce provides. McKinsey finds that 

gender diverse businesses are more 

innovative and 19% more profitable than 

homogenous counterparts.10 Additionally, 

“a 19-year, 215-company study out of 

Pepperdine University found a strong 

correlation between companies hiring 

women executives and their profitability, 

resulting in 18-69% boosts for the Fortune 

500 firms with the best records of 

promoting women.” 11

Without swift and substantial action in corporate and public policy, women at all levels — 

including part-time workers — will continue to leave their jobs in droves and businesses will 

continue to suffer the consequences. 

While companies figure out how to attract, support, and retain women employees across 

their organizations, women’s ERGs want to help. In this guide, you’ll learn how ERGs can 

partner with corporate leaders to influence internal change as well as engage in corporate 

advocacy to support public policy that can dramatically impact the economic well-being and 

fair treatment of all women.

Diverse businesses are 19% more profitable.

https://www.mckinsey.com/featured-insights/diversity-and-inclusion
https://time.com/5766787/women-workforce/
https://time.com/5766787/women-workforce/
https://www.cnbc.com/2021/02/08/womens-labor-force-participation-rate-hit-33-year-low-in-january-2021.html
https://www.cnbc.com/2021/02/08/womens-labor-force-participation-rate-hit-33-year-low-in-january-2021.html
https://www.fastcompany.com/90649589/childcare-alone-wont-solve-our-economic-woes-this-is-how-to-get-women-back-to-work
https://www.marketwatch.com/story/the-numbers-dont-lie-diverse-workforces-make-companies-more-money-2020-07-30
https://www.marketwatch.com/story/the-numbers-dont-lie-diverse-workforces-make-companies-more-money-2020-07-30
https://www.marketwatch.com/story/the-numbers-dont-lie-diverse-workforces-make-companies-more-money-2020-07-30
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Influence Mapping

The most influential people understand that every stakeholder has their own needs 

and priorities. Organizations like Out and Equal have found that the best way to engage 

businesses and business leaders is to bring together employee and stakeholder needs, a 

business imperative, and public policy. ERGs can bridge the gaps between internal priorities 

and external market forces, changes in the legislative landscape, and evolving needs of the 

broader identity group reflected in the ERG. 

As such, ERGs play a vital role for company leaders assessing their public policy interests. 

ERGs can work with key decision-makers to gather data on corporate and public policies 

that impact women and suggest solutions like: informing corporate political giving, signing 

a “friend of the court” brief, sharing public statements of support for federal and state 

legislation, testifying at public hearings, educating members of Congress, and more.12

To make this happen, it’s important to understand:

Who are the decision makers at the company? 

What do they care about and why? 

How do they want to be engaged?

https://outandequal.org/
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Misconceptions About 
Corporate Advocacy
As an ERG leader who wants to empower company leaders to support advocacy efforts, 

it’s important to understand how to overcome the major misconceptions and pushback. 

Here are some of the major objections and helpful talking points to overcome them: 

It’s quite common for companies and their Political Action Committees (PACs) to make 

donations to candidates for office, party committees, and other organizations that donate 

money to candidates. At least 65% of the Fortune 250 did so in the 2020 election cycle, 

according to one study.13

If your company says it doesn’t get involved in politics, what it might be trying to say is that 

it doesn’t take stands on particular political debates, or that it makes political contributions 

in a bipartisan manner. But all donations have repercussions on public policy that impact 

the workforce, even if those affects are unintended. ERGs can help companies understand 

how unintended consequences of political donations may hurt the company’s workforce.

As for specific issues, the trend is for corporations to weigh in more, rather than less. 

America’s 50 biggest public companies and their foundations collectively committed14 at 

least $49.5 billion to addressing racial inequality since George Floyd’s murder in May 2020. 

Hundreds of companies15 spoke out against North Carolina’s proposed “bathroom bill” 

in 2017, and more than 75 businesses have called on Congress to pass legislation taxing 

carbon.16

It’s easy to dismiss corporate advocacy as political. However, it’s not about taking a 

stand on partisan politics. Instead, it’s about supporting public policy that improves the 

business.17

The company doesn’t get involved in politics.OBJECTION 1

https://www.washingtonpost.com/business/interactive/2021/george-floyd-corporate-america-racial-justice/
https://www.ft.com/content/7d03a170-1574-11e7-b0c1-37e417ee6c76
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Companies have a responsibility to support a variety of stakeholders including 

shareholders, customers, communities, and employees. Supporting stakeholders 

sometimes means making internal changes, and other times means supporting 

external changes. Most companies lean in to their responsibility to be good citizens and 

at a minimum, “give back” through charitable giving, employee volunteer efforts, and 

other means, including speaking out on matters of public policy. A turning point was 

reached in 2019, when 181 CEOs endorsed the Business Roundtable’s “Statement on the 

Purpose of a Corporation,”18 which declared that companies should serve not only their 

shareholders, but also deliver value to their customers, invest in employees, deal fairly 

with suppliers and support the communities in which they operate.

Public policy and regulations directly impact businesses, and in turn, a company’s 

shareholders, customers, communities, and employees. As one example, several 

leading companies have supported a national paid family and medical leave program 

to level the playing field across states and workplaces. Considering diverse, inclusive, 

and equitable workplaces are more profitable, corporations that advocate for gender 

equality are improving business results. Plus, Pew Research found that 79% of all adults 

say that “it’s very important for women to have equal rights with men.”19

It’s not the company’s responsibility.OBJECTION 2

Corporate Advocacy isn’t good for business.OBJECTION 3

https://www.businessroundtable.org/business-roundtable-redefines-the-purpose-of-a-corporation-to-promote-an-economy-that-serves-all-americans
https://www.businessroundtable.org/business-roundtable-redefines-the-purpose-of-a-corporation-to-promote-an-economy-that-serves-all-americans
https://paidleave.us/business-sign-on-letter
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It’s no surprise that corporate America was built to support certain demographics, even at 

the expense of others. Women have struggled to climb the corporate ladder, achieve equal 

pay, and feel the support — both from corporate and government leaders — that allows 

for a successful and balanced life. Barriers and challenges to equity are particularly acute 

for women of color who face multiple forms of structural discrimination.20 Considering the 

widespread lack of equality and support, it’s going to take widespread efforts to reverse the 

recent regression and put companies on a path to gender equality success. 

Companies are looking to their ERGs to learn more about how they can get involved in key 

issues. That means ERG leaders and members are in a great position to lead the charge 

in their company’s involvement in public policy and corporate advocacy. This section 

will provide an overview, key data points, and resources that ERGs can use to advise 

organizations on lobbying priorities, corporate spending, charitable and political donations, 

and other means by which companies can seek to advance their gender and racial equity 

commitments. ERGs can help the corporate community understand and address issues that 

impact women’s lives detrimentally like the wage gap, family care, paid time off, workplace 

safety, and healthcare — all of which are discussed below.

“Other countries have social safety nets.  

The US has women.”

- Ann Helen Peterson

Public Policy That Supports 
Working Women

https://annehelen.substack.com/p/other-countries-have-social-safety
https://leanin.org/research/state-of-black-women-in-corporate-america
https://leanin.org/research/state-of-black-women-in-corporate-america
https://annehelen.substack.com/p/other-countries-have-social-safety
https://annehelen.substack.com/p/other-countries-have-social-safety
https://annehelen.substack.com/p/other-countries-have-social-safety
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Exacerbated by the pandemic, millions of families had to make tough choices about how 

to manage both financial and household responsibilities. A significant factor that led many 

women and working mothers to step down from their positions — even at senior levels — 

was the wage gap. “Gender norms and expectations paired with lower earnings for women 

… almost ensure[d] that women [would] be the ones to resign or quit their jobs,” says the 

Institute for Women’s Policy Research in their All Work and Little Pay report.21

According to Equileap, 85% of companies globally do not publish any information on the 

differences between the salaries of male and female employees.22 And only 15 companies 

globally have closed their gender pay gap (i.e. published a mean, unadjusted gender pay 

gap of 3% or less, overall or in bands). The great news about the wage gap is that it’s entirely 

solvable — and the issue has widespread support. Fair pay is consistently a top policy priority 

among every demographic of women.23 Policies to support working women are popular, 

well-received, and contribute to positive work cultures and long-term economic benefits. 

Despite widespread support, women in the U.S. still average just 82 cents per every dollar 

men make — and it’s even lower for women of color.24 Beyond simply dollars on a paycheck, 

other factors like discrimination, paid leave, harassment, job segregation, and family 

caregiving all contribute to gender wage gaps. 

Companies can resolve those issues through several internal and external actions like 

conducting regular pay audits, increasing pay transparency, standardizing compensation 

and eliminating salary negotiations, tying compensation to measurable and consistent 

standards, implementing processes to eliminate unconscious bias, and empowering 

managers and holding them accountable for fair and equal pay.25

The Wage Gap & Pay Equity

https://equileap.com/wp-content/uploads/2021/07/Equileap_Global_Report_2021.pdf
https://ywomenvote.org/wp-content/uploads/2019/12/YWomenVote-Report_FNL_12-11-19.pdf
https://nwlc.org/wp-content/uploads/2017/03/Equal-Pay-Practices-4.19.17.pdf
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While these innovative approaches allow employers to take action internally, there are 

also ways to advocate for equal pay externally. ERGs can partner with internal leaders to 

support public policies like: 

• The Paycheck Fairness Act, which would close loopholes in The Equal Pay Act of 

1963, break patterns of pay discrimination, increase employee protections, and assist 

companies in countering wage inequality.26

• The Raise the Wage Act, which would raise the federal minimum wage to $15 by 

2025, leading to an increase in pay for 26.7% (19.5 million) of working women.27 

Women, especially women of color, are disproportionately represented in low-wage 

work, contributing to the wage gap and making it harder for families to make ends 

meet.

• Lack of Paid Family & Medical Leave is one of the greatest contributors to the wage 

gap, and costs the economy $650 billion a year and women and families $237 

billion in wages. Paid leave helps women remain in the workforce, provide for their 

families, and save for retirement. Advocates are fighting to include paid leave and 

social insurance in Congress’ current Build Back Better plan.28

• The Pregnant Workers Fairness Act would help end discrimination of pregnant 

workers and require businesses to offer reasonable accommodations like chairs and 

water bottles. In addition to protecting the economic security of pregnant women, 

this would decrease turnover costs for workplaces.29

Through internal changes and support for the public policy indicated above, organizations 

can make a real difference for their own business performance, as well as families and the 

global economy. 

The Wage Gap & Pay Equity
(continued)(continued)

https://www.nwlc.org/wp-content/uploads/2016/06/Advancing-Equal-Pay-Innovative-Employer-Approaches.pdf
https://www.nationalpartnership.org/our-work/resources/economic-justice/fair-pay/the-paycheck-fairness-act.pdf
https://www.nationalpartnership.org/our-work/resources/more/congressional-relations/npwf-statement-for-the-record-equal-pay-day-hearing-3-24-21.pdf
https://www.nationalpartnership.org/our-work/resources/economic-justice/other/cost-of-inaction-lack-of-family-care-burdens-families.pdf
https://www.nationalpartnership.org/our-work/resources/economic-justice/pregnancy-discrimination/fact-sheet-pwfa.pdf
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As women leave the workforce and businesses lose the innovation and revenue that a 

diverse workforce provides, it’s important to note that a lack of child care plays a critical role 

in this.30 With 7 in 10 mothers in the workforce today, families need affordable, high-quality 

child care and early learning so parents can keep working and children can get a strong 

start.31

Unpaid caregiving either for children or elder family members impacts 65 million women 

— making it a compelling policy for ERGs to get involved in.32 Internally, ERGs can improve 

conditions by pushing for increased employee benefits and flexible work options. Adding 

benefits like internal or subsidized child care can significantly help, and companies like 

Kindercare are already offering and finding success with benefits like this. Additionally, 29% 

of women who said they were considering leaving their workplace said increasing flexible 

and work from home options would keep them at work.33

ERGs can request corporate support for public policy including the American Families Plan, 

which proposes direct support to families and would provide $200 billion for free universal 

preschool for all 3- and 4-year-old children.34 Experts suggest that investments in childcare 

see $4 to $9 returns on every dollar spent. Even more, supporting a child care infrastructure 

would help the U.S. gain back the $57 billion each year in lost earnings, productivity, and 

revenue.35

Child and Elder Care 

https://nwlc.org/take-action/
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Child and Elder Care 
(continued)(continued)

Resources that can help ERGs learn more and engage corporate leaders include:

• National Women’s Law Center’s (NWLC) Child Care and Early Learning research

• How Unemployment Insurance Is Failing Working Caregivers — And How to Fix It

• On the Precipice: State Child Care Assistance Policies 2020

• A Lifetime’s Worth of Benefits: The Effects of Affordable, High-Quality Child Care 

on Family Income, the Gender Earnings Gap, and Women’s Retirement Security

• Immigrant Care Providers Have Been Ignored For Too Long 

• It’s Time to Recognize Women’s Emotional Labor

• The Administration for Children and Families’ Office of Childcare

• How to Access Your Benefits Under the American Rescue Plan

https://nwlc.org/issue/child-care-early-learning/
https://nwlc.org/resources/how-unemployment-insurance-is-failing-working-caregivers-and-how-to-fix-it/
https://nwlc.org/resources/on-the-precipice-state-child-care-assistance-policies-2020/
https://nwlc.org/resources/a-lifetimes-worth-of-benefits-the-effects-of-affordable-high-quality-child-care-on-family-income-the-gender-earnings-gap-and-womens-retirement-security/
https://nwlc.org/resources/a-lifetimes-worth-of-benefits-the-effects-of-affordable-high-quality-child-care-on-family-income-the-gender-earnings-gap-and-womens-retirement-security/
https://nwlc.org/blog/its-time-to-recognize-womens-emotional-labor/
https://nwlc.org/blog/its-time-to-recognize-womens-emotional-labor/
https://childcare.gov/
https://nwlc.org/resources/how-to-access-your-benefits-under-the-american-rescue-plan/
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Paid family and medical leave allows individuals to continue to earn their pay while they take 

time away from work to address a serious health condition (including pregnancy), or care 

for a new child or a family member with a serious health condition. Currently, the U.S. has no 

federal paid leave policy, leaving millions of working people across the country without even 

a single day of paid leave to care for themselves or their families. This deficit is costing the 

economy $650 billion a year and women and families $237 billion in wages.36

Earlier this year, President Biden proposed legislation for a permanent national paid family 

and medical leave program that would transform workplaces and the lives of millions of 

Americans, including the 48 million family caregivers that are often forced to make difficult 

choices between keeping their jobs and caring for their loved ones. Not only is this the 

first time in U.S. history that a President has ever proposed a specific national paid leave 

program, but the inclusion of Biden’s proposal in current legislative discussions happening 

in Congress right now means that the United States is closer to establishing a national paid 

leave program than ever before.

The reason paid leave is an incredibly important part of gender equality conversations is 

because a lack of paid leave contributes to significant gender wage gaps. In fact, National 

Partnership reported that “over a 15-year period, women are paid just 49 cents to the typical 

man’s dollar, in large part due to time spent out of the labor force.”37

Paid Leave and Paid Time Off 

https://www.nationalpartnership.org/our-work/resources/economic-justice/other/cost-of-inaction-lack-of-family-care-burdens-families.pdf
https://www.nationalpartnership.org/our-work/resources/economic-justice/other/cost-of-inaction-lack-of-family-care-burdens-families.pdf
https://www.nationalpartnership.org/our-work/resources/economic-justice/fair-pay/paid-leave-will-help-close-gender-wage-gap.pdf
https://www.nationalpartnership.org/our-work/resources/economic-justice/fair-pay/paid-leave-will-help-close-gender-wage-gap.pdf
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With legislation actively being considered in Congress, the next few months will be decisive 

for paid leave, and businesses have an opportunity to make an impact. ERGs can request 

company leaders take action by Signing the Open Letter from over 300 businesses calling 

on Congress to prioritize paid family and medical leave in upcoming economic recovery 

packages.38 Additionally, Paid Leave in the United States (PL+US) is partnering with 

businesses to engage investors, employees and customers and speak out publicly.

For more information on paid family and medical leave, additional resources include: 

• Paid Leave and the Pandemic: Effective Workplace Policies and Practices For a 

Time of Crisis and Beyond

• A New Approach to Paid Family and Medical Leave: What Doctors and Experts 

Tell Us About Designing a Paid Family & Medical Leave Program that Works for All

• Evaluation of the California Paid Family Leave Program

• Resources to support businesses adopt new or expand existing paid family and 

medical leave policies.

Paid Leave and Paid Time Off 
(continued)(continued)

https://paidleave.us/biz-for-paid-leave
https://paidleave.us/paidleaveandthepandemic
https://paidleave.us/paidleaveandthepandemic
https://paidleave.us/recommendations
https://paidleave.us/recommendations
http://www.bayareaeconomy.org/report/evaluation-of-the-california-paid-family-leave-program/
https://paidleave.us/business
https://paidleave.us/business
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Organizations have a responsibility to provide “safe and healthful working conditions.”39 

These conditions can appear as job security, worker protections from discrimination, sexual 

harassment, and more. 

Despite this, many employees still face discrimination in a variety of forms and are bound 

by harmful forced arbitration policies that limit employee rights and protect abusers. In 

fact, a 2007 report found that employee turnover from workplace discrimination costs the 

U.S. economy $64 billion a year.40 More recently, sexual harassment alone costs the average 

Fortune 500 company over $14 million per year because of absenteeism, low productivity, 

and staff turnover.41

Improving protections for employees can significantly improve business productivity and 

performance and enhance the economy. That could look like improving protections for 

pregnant workers as well as ending forced arbitration. “Nearly 85% of women will become 

mothers at some point in their working lives and increasingly, more women choose to 

work during their pregnancies,” according to the Joint Economic Committee.42 That’s why 

protecting pregnant workers is crucial to advancing gender and racial equality.

Although existing laws prohibit “employers from discriminating against employees based 

on pregnancy, childbirth, or related medical conditions...pregnancy discrimination persists,” 

says the ACLU.43 That’s why additional protections in the Pregnant Worker Fairness Act 

are needed to close the gaps and create safer spaces for pregnant employees including a 

mandate for reasonable accommodations, promotion of healthy pregnancies, and protecting 

the economic security of pregnant women and their families. 

In addition to increased protections, banning forced arbitration is a must. Forced arbitration 

significantly limits the rights of employees and victims who are harmed at work or by co-

workers. In cases of sexual harassment, it even prevents the public, including investors, from 

accessing a company’s history of sexual harassment claims and how they were handled.

Workplace Safety and Discrimination

http://www.lpfi.org/wp-content/uploads/2015/05/corporate-leavers-survey.pdf
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The ACLU reports that forced arbitration currently impacts 60 million workers and is projected 

to impact more than 85 million workers within the next 3 years.44 In order to prevent these 

predatory practices, ERGs can garner support for ending forced arbitration internally while 

pushing for corporate advocacy and public support of policies like the Forced Arbitration 

Injustice Repeal (FAIR) Act.45

ERGs can find their company’s arbitration policies with the help of Force the Issue’s 

database.46 If their company does force arbitration for sexual harassment cases, the guide 

offers some suggested questions to start internal conversations:

• Companies like Salesforce, Microsoft, and Goldman Sachs have all abolished forced 

arbitration for sexual harassment. Why hasn’t our company adopted similar best 

practices?47

• Forced arbitration has been shown to make women and Black workers more vulnerable, 

and silence victims of sexual harassment. How does this policy align with our corporate 

values?

• What is the company’s stance on sexual harassment and does its position on forced 

arbitration for sexual harassment enhance or contradict that? 

ERGs can also encourage corporate leaders to support ongoing legislation at the state and 

national levels like the Forced Arbitration Injustice Repeal (FAIR) Act and the Pregnant 

Workers Fairness Act.

Additional resources to help companies understand the implications of workplace 
discrimination and harassment include: 

Paying Today and Tomorrow: Charting the Financial Costs of Workplace Sexual 

Harassment 48

Workplace Safety and Discrimination
(continued)(continued)

http://forcetheissue.org/
https://www.congress.gov/bill/116th-congress/house-bill/1423/text
https://www.nationalpartnership.org/our-work/resources/economic-justice/pregnancy-discrimination/fact-sheet-pwfa.pdf
https://www.nationalpartnership.org/our-work/resources/economic-justice/pregnancy-discrimination/fact-sheet-pwfa.pdf
https://iwpr.org/iwpr-publications/paying-today-and-tomorrow-report/
https://iwpr.org/iwpr-publications/paying-today-and-tomorrow-report/
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Like child care and equal pay, the quality and availability of healthcare plays a critical role 

in women’s participation in the workforce. Major contributions to the health care gap stem 

from lack of care for part-time workers, limited access to comprehensive reproductive 

healthcare including abortion, and expensive or lack of coverage for families.49 Achieving 

gender equality will require us to close the healthcare gaps and make an effort to support 

families. Simply put, it is not possible for companies to succeed in building a diverse and 

inclusive workforce without policies that support employees in accessing quality, affordable 

coverage including comprehensive reproductive health care50 and family planning, fertility 

management,51 quality maternal health care and caregiving services after delivery. 

Women who have the access to the health care they need to manage family planning are 

more likely to be healthy, have healthy children if they choose to do so, use fewer costly 

healthcare services, and remain in the workforce. These needs are particularly acute given 

the setbacks to workforce participation by women that have resulted from the pandemic.   

Furthermore, comprehensive maternal health care benefits can help attract women back 

into the workplace or remove a reason for leaving in the first place.

How can organizations and ERGs do that? ERGs can support internal policies like extending 

health benefits to part-time employees within the company and improving coverage for 

beneficiaries and families. According to the U.S. Department of Labor, in 2020, nearly 35 

million of employees work part-time, and 63% of these workers are women.52 In Equileap’s 

2019 study Gender Equality in the U.S., of the 100 companies analyzed, they found only 3 

companies offered health benefits for employees working part-time at 20 hours per week, 

meaning most part-time employees work without healthcare.53 Moreover, even when 

companies offer health coverage for employees, it’s not always available or accessible due 

to high costs or lack of coverage for families. Advocating for better and more widespread 

coverage will significantly close the healthcare gaps and get women back to the workforce.

HEALTHCARE

https://rhiaventures.org/corporate-engagement/hidden-value-the-business-case-for-reproductive-health/
https://hbr.org/2020/11/employers-its-time-to-talk-about-infertility
https://www.familyplanning2020.org/sites/default/files/Data-Hub/ROI/FP2020_ROI_OnePager_FINAL.pdf
https://www.nationalpartnership.org/our-work/resources/health-care/maternity-care-in-the-united.pdf
https://www.mckinsey.com/featured-insights/diversity-and-inclusion/seven-charts-that-show-covid-19s-impact-on-womens-employment
https://www.dol.gov/agencies/wb/data/latest-annual-data/full-and-part-time-employment#Employed-workers-by-full-time-and-part-time-status-sex-race-and-Hispanic-ethnicity
https://www.dol.gov/agencies/wb/data/latest-annual-data/full-and-part-time-employment#Employed-workers-by-full-time-and-part-time-status-sex-race-and-Hispanic-ethnicity
https://equileap.com/wp-content/uploads/2019/05/Equileap_Gender-Equality-in-the-US-02-2019.pdf
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 In addition to closing coverage gaps internally, companies can advance public policies 

promoting equitable reproductive and maternal health outcomes by:

Publicly affirming the company’s support for comprehensive reproductive and 

maternal health care. Multiple opportunities are available, such as partnering 

with organizations on initiatives to expand access to such healthcare; adding 

the company’s name to business amicus briefs or issuing statements to defend 

against the erosion of access to healthcare; and more.

Directly encouraging lawmakers to expand access to quality, affordable health 

care to all workers and to repeal or avoid implementing restrictions.

Reviewing internal criteria for making political contributions, to assess whether 

the company is inadvertently funding politicians or political committees working 

to undermine or limit access to quality maternal and reproductive health care.

HEALTHCARE
(continued)(continued)

For more information on healthcare, gender equality and inclusivity, these resources  
can provide additional insights. 

• Gender Equality in the U.S. - December 2020

• The Business Case for More Fertility-Related Benefits and Support

• Infertility in America 2015 Survey and Report

• From Here To Maternity: The Business Case for Strong Maternal Healthcare 

Benefits in the Corporate Sector 

• Hidden Value: The Business Case For Reproductive Health

• The Costs of Reproductive Health Restrictions

https://equileap.com/wp-content/uploads/2020/12/Equileap_US_Report_2020.pdf
https://www.wsj.com/articles/business-case-for-fertility-benefits-support-11627396218
http://www.rmanj.com/wp-content/uploads/2015/04/RMANJ_Infertility-In-America-SurveyReport-_04152015.pdf
https://rhiaventures.org/corporate-engagement/from-here-to-maternity/
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Decide which issues or policies that your ERG wants to advocate on for change

Determine the stakeholders involved at your company and build out your strategy to get buy-in

Develop external partnerships with experts working on your policy issue(s) 

next steps

With a better understanding of how companies can support gender equality, it’s now time to 

act. As an ERG leader or member, you now have the key data points, resources, and talking 

points you need to be an advocate for positive change and gender equality — both internally 

and public policy-wise. 

Leverage your influence and knowledge to create the change we want and need to see to 

achieve equality in the U.S. 

Taking Action
ISSUES: 

PARTNERS:

INFLUENCE MAP:
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ABOUT FAIRYGODBOSS

ABOUT Galvanize: The New Rules of Work

Fairygodboss is an employer branding and recruitment marketing solution that helps 

companies attract, engage, and hire professional and technical women. Our career 

community for women, employee reviews, curated content, hiring events, and job platform 

help companies enhance their employer brand, develop diversity-focused recruitment 

marketing, and build diverse candidate pipelines. 

Founded in 2015, Fairygodboss partners with over 200 enterprise organizations like Apple, 

Johnson & Johnson, Home Depot, and Deloitte to meet diversity recruiting goals and connect 

with the 15 million women who trust FGB each year to navigate their careers and find their 

next job.

Galvanize by Fairygodboss is a one-of-a-kind event focused on making women’s employee 

resource groups powerful. The event brings together like-minded men and women spanning 

industries, backgrounds, and timezones who are looking to make connections with influential 

peers driving and shaping corporate culture.

This year’s event addresses the new rules of work, including policies and practices we’ll 

need to evolve to support the changing needs of the workforce in 2021. From flex working to 

360-degree feedback, learn how companies (and ERGs!) can be advocates for change that 

support women and underrepresented employees in the workplace.

https://fairygodboss.com/employers
https://fgbgalvanize.com/
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Out & Equal

Executive Leadership Council

National Women’s Law Center

National Partnership for Women & Families

Rhia Ventures

PL+US (Paid Leave in the United States)

American Civil Liberties Union

Tara Health Foundation

Force the Issue

We encourage our community to share additional resources 

for this toolkit as well as real world examples on how this 

toolkit has benefited you or your organization here. 

Fairygodboss would like to thank the following 

organizations for their guidance on this toolkit:

acknowledgements

https://fairygodboss.typeform.com/to/x01gjo1I
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