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Our mission at Platform55 is to create more inclusive workplaces for parents.  We believe that

those who want to, should be able to have both a fulfilling family life and career.  We

shouldn't have to choose one or the other.   

When we do this well - everyone benefits.  The individual feels more engaged.  You get 

happier and more productive team members.   And the business benefits as you'll be able to

attract and retain talent. 

On average 55% of workforces are parents.  Up to 90% are already parents or would like to be

in the future.  

From our research, 62% of managers say that they don't feel equipped to have conversations

about modern parenting challenges.   We want to change that.  We want to give you the

skills and confidence to be able to create an environment where everyone can bring their

best selves to work.  

This workbook sits alongside the Managers Matter: Leading Modern Families workshop.  In

it you'll find reflective exercises, best practice and additional science and information.  

We'd encourage you to use this as a resource after the workshop.  Use it as a guide to refer

back to, or to initiate conversations with your team.  

If your company is a Platform55 Member, look out for our quarterly group coaching sessions.  

During these sessions you can come along and ask one of our expert facilitators any

questions, and hear what other Managers are doing.  You also have quick reference checklists

to keep you on track. 

Plus, your team have access to Maternity Matters and Paternity Matters.  These are

workshops for people about to return, or recently returned from Maternity/Paternity/Adoptive

leave. Make sure they get signed up. 

HELLO 
CREATING  MORE  INCLUSIVE  WORKPLACES

FOR  PARENTS

 Platform55.comTeam P
latform

55
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READY?
Lets go!
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On average, over 55% of workforces are parents (varies according to industry).  Up to 90%
are parents or hope to be in the future.

For some the path to parenthood isn't easy.  People who are coping with fertility issues

and miscarriage pay an emotional and physical toll.  We have those looking to adopt or

use a surrogate, and those who are going it alone.  For some it may not work out as they'd

hoped.

You may think your team are young and not thinking about having a family just yet.  But

when they do will they want to stay in your organisation?  Is this somewhere they

believe they can have both a family and a career?

When you get it right and provide support to parents, whatever path they're on, you'll reap
the rewards.  You'll have an engaged team who are willing to go the extra mile for you. 

 Plus, you'll keep the talent you've invested in.  

The question shouldn't be "why are we investing in parents?", rather it should be "what will
happen if we don't?".      

T H E N E E D T O S U P P O R T P A R E N T S

WHY BOTHER

of dads say their
manager doesn't
understand their

parenting
challenges 

43%

of women
consider not

returning after
maternity leave 

80% 62%54%

of managers don't
feel equipped to
handle modern

parenting
conversations

of parents would
take a pay cut to
work somewhere

more family
friendly 
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the support you give before, during and after leave

ongoing support to those with older children 

your confidence in handling conversations around fertility, miscarriage, 

How would you rate the support you currently give to parents, or would-be
parents? Consider: 

      adoption etc

Use the space below to give yourself a score out of 10 (1 being poor, 10 being best in

class).  This is only for your reference.  Reflect on what you do well.  What would move

your score up a few places?  

How family-friendly do you think your organisation is?  Reflect on what you see

and hear from your experience. What score would you give the overall organisation 

(1-10) and why?

HOW  DO  YOU  STACK  UP ?
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CHALLENG ING

ASSUMPT IONS

SENIOR  ROLES  CAN 'T  BE

DONE  ON  A  PART  TIME  BASIS  

TO  GET  AHEAD  YOU  HAVE  TO

PUT  IN  THE  HOURS

ASKING  FOR  FLEXIBILITY  OR

PART  TIME  HOURS  IS  A

CAREER  KILLER

WOMEN  AREN 'T  AS

INTERESTED  IN  THEIR  CAREER

ONCE  THEY  HAVE  A  FAMILY

REFLECT: how many of the statements on the left have you heard before?  These beliefs  no

longer reflect the world we live in.  What if we started to challenge these assumptions.  What
if we asked ourselves "what if ....?" more often?   What beliefs do you need to challenge?

ITS  JUST  BETTER  WHEN

EVERYONE  IS  IN  THE  OFFICE  

SENIOR  ROLES  COULD BE

DONE  ON  A  FLEXIBLE  OR

PART  TIME  BASIS  

PEOPLE  WERE  MEASURED  ON

OUTPUTS  NOT  HOURS

PEOPLE  COULD  ASK  FOR

FLEXIBILITY  AND PROGRESS

IN  THEIR  CAREER  

THERE  WERE  EQUAL

OPPORTUNITIES  FOR  ALL  TO

CARE  AND PROGRESS  

HYBRID  WORKING  GIVES  AN

OPPORTUNITY  TO  INCREASE

PRODUCTIVITY  & ENGAGEMENT

WHAT IF?TRADITIONAL THINKING
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SUPPORT BEFORE,
DURING & AFTER

LEAVE 

Practical actions 
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The thought of returning to work after any extended period of leave can be daunting.  Individuals

may be experiencing a range of emotions from excitement to apprehension, or often a mix of

both when returning from Maternity, Paternity, Adoptive or extended Parental Leave.

Gallup research reveals that up to 70% of employee engagement scores are down to the
relationship individuals have with their line manager.  There's a real opportunity to help
employees to be at their best at work and home, by supporting them through this major life

event - becoming a parent. 

When you do this well - everyone benefits.  The individual is able to ramp up faster, and is more

engaged.   As a Manager you'll have a more productive and motivated team.  

Providing support isn't an exact science.  Every situation is different.  What works for one person

may not be what another needs or wants from you. The best thing you can do for each individual

is to ask.  

The return to work and the emotional journey isn't always a linear process.  Understanding how

people react to change is helpful.  Even when someone is looking forward to returning, the initial

excitement can often be followed with doubt and overwhelm.   This can last anywhere between a  

few hours to several months.  When we provide support we can help people move to a more
proactive mindset, faster.  Plus, providing support isn't exclusive to first-time parents. 

 Subsequent returns can be just as challenging.  

On the following pages you'll find some simple yet effective ways to support your returner.  We'd

encourage you to get creative and add to these.  Discuss them within your organisation.   Look for

ways to share ideas and call out people who are doing a great job of supporting returners.   

Plus, look out for our Group Coaching sessions to explore 

ideas in more detail.   
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 BEFORE ,

DURING  &  AFTER

LEAVE

"as a new Dad,

no-one ever

asked me how

I was doing"
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Respond to their news with "congratulations".  Whilst

your immediate concern may be the impact their leave

is going to have on the team, now isn't the time to show

this.   

Agree when and how they'd like to share their news with

colleagues and stakeholders.  Respect confidentiality. 

Find out the key policy facts from HR e.g. duration of

paid/unpaid leave and workplace assessments.  In the

case of adoption or surrogacy, talk to HR about leave

entitlements. 

Discuss practical issues e.g. time off for appointments;

anticipated start/end dates of leave.

Encourage the individual to start their handover as soon
as possible.  If appropriate get them involved in

recruiting the person covering their leave. 

Prepare for an early departure.  Babies can arrive

earlier than expected or medical conditions may require

bed rest.  Plan for the unexpected.  

Ask whether or not they'd like to keep in touch* during

their leave.  Are there any particular things they'd like to

be made aware of whilst on leave e.g. structural changes,

job opportunities, team nights out?   If they would like to

be kept up to date, what method of communication

would they prefer?  Whatever they decide, make a note

of it and respect their wishes. 

Begin to explore what their return to work might look

like.   Reassure them they won't be held to anything they

say, but it's helpful to have an idea of how long they are

planning to take off. Many people find a staggered return

helps ease the transition back.  Often after an extended

leave, individuals find it helpful to use holidays or

parental leave to do shorter weeks for a period of time.    

BEFORE  LEAVE
PLANN ING  AND  PREPARAT ION

YOUR NOTES

Ask what you can do to support them.

For example if their job requires a lot of

travel, standing for long periods, or has

very stretching targets ask them to

share what they need from you.  Some

people don't want to be treated any

differently.  Others will welcome a shift

in pace for the last month or so. 

Have conversations with  both
parents.   Ask partners what

appointments they need time off for. 

 Discuss flexible working arrangements

with everyone.    

*please check with your local HR team
to confirm the policy for your specific
location.   
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 Commit to what has been agreed prior to going on

leave.  If the individual has asked to be left alone, respect

that.  If they have asked to be kept updated, make sure

that you, or someone in the team has responsibility for

checking in with them. 

As their Manager, you should initiate contact 4-6 weeks

prior to their planned return to work.  Bear in mind that

plans may have changed.  They may wish to return

earlier, or to extend their leave.  

Ask how they are feeling about coming back to work.  If

you have experience of returning yourself, share how you

felt.  If you don't, simply ask and tune into what they're

saying and how they're saying it.  This can give you

valuable information.  Are they excited, apprehensive, or

perhaps a mixture of both?  Ask what you can do to help

their transition back to work. 

Find out if they will need a private area and storage
facilities for expressing milk.  Talk to your facilities team

to make arrangements (a toilet cubicle isn't hygienic or

suitable). 

Re-visit your conversations about returning to work. 

 Many people find doing a phased return helpful,

starting off with a couple of days the first week and

building up to their regular hours.  

Suggest you meet up informally for a coffee. 

 Depending on logistics and practicalities this can be

done virtually or in person. 

Arrange a buddy.  Individuals may not feel comfortable

sharing with their Manager exactly how they're feeling

about their return.  An informal buddy who has been in

their situation before can provide great support

immediately before, and after their return.  

DUR ING  LEAVE
"OUT  OF  S IGHT ,  NOT  OUT  OF  MIND "

YOUR NOTES

Create an onboarding plan for the first

few weeks.  Don't just leave them to 'get

on with it', even if they've returned

several times before.   

Get organised.  Make sure they have all

the necessary access/ technology they

need.  Let people know when they are

returning.  

Set clear goals for each week to help

them pace their return.  

Arrange time in other people's diaries

in advance to get the individual up to

speed.  

Pacing the first few weeks back will

actually help the individual to transition

back faster.       
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One size fits no-one.  Have a conversation about their 

 expectations.  Be open to exploring different options,

just because something hasn't been done before,

doesn't mean it can't be done. 

Clarify their working arrangements.  Are they

returning to site, or hybrid working?  How will their

working pattern fit with the rest of the team?  Be open

to suggesting trial periods if you want to try something

out before committing. 

Give regular feedback.  Confidence is often lower after

any extended period away from work.  Give specific

examples of what they're doing well.  Give guidance if

there are things that they need to do differently. 

Commit to regular 1:1s.  As well as talking about work-

related goals, make time to ask how they're getting on. 

 Be curious and create a space for them to talk about

how they're finding things. 

Ask questions about career expectations. Are they

looking to progress?  Do they want to stay where they

are for the time being?  Rather than assuming - ask. 

Discuss ‘pressure points’ for  example if the child is

unwell and has to remain at home.  This is often a great

source of stress for parents.  Tackling it before it happens

reduces anxiety.  Will they be able to work at home?  Do

they have to make up their hours?  Are they sharing the

caring with their partner?   

Re-adjusting can take time - be patient.  The first month

back can be an emotional rollercoaster.  Your support

will be invaluable.

RETURN ING  FROM  LEAVE
" FAST  TRACK  THE IR  TRANS I T ION  BY  PLANN ING  &  PAC ING "

YOUR NOTES

There may be times when you can't

accommodate someone's request.  Your

role as a Manager is to find that sweet
spot where you can balance the
needs of the individual, the team, and
the business.  If you have to say 'no'

make sure you're as transparent as

possible and outline why.  Be open to

exploring alternatives where possible. 

Have conversations with all returning
parents, regardless of their gender.  Talk

about parental leave, flexibility, when

the child is unwell, time off for medical

appointments.  If someone's partner is

still on leave, encourage them to initiate

a conversation with you when that

person returns to work. They may need

to re-establish their working hours to

accommodate drop-offs or pick-ups.  
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Families come in all shapes and sizes.  The challenges of

parenting aren't limited to the early years.  Many parents

say that whilst the physical demands caused by poor

sleep lessen, the mental and emotional demands

increase.  Helping children settle into school, concerns

over cyber safety and supporting teens can present

ongoing challenges.  It's little wonder that 85% of
working parents say they've felt overwhelmed in the

last month.   What as a manager can you do to help the

people in your team be at their best?

Create a psychologically safe environment within your

team.  This means that individuals can share what's

going on for them, without fear of being judged.  It's

hard to admit you're struggling  (see 'Status' below

right).   You can start by leading by example. How open

are you about challenges you've had?  You don't have to

reveal everything about yourself - but a little bit of

vulnerability goes a long way in creating an open

environment. 

Identify likely ‘pressure points’ throughout the year e.g.

peak holiday times.  Be proactive as a team and identify

how and when people will be working.   Make sure non-

parents feel like they're being treated fairly, and that

parents aren't getting preferential treatment. 

Create a team charter around how and when you’ll

communicate in a hybrid office environment. 

Encourage employees to have healthy boundaries
between work and home. Watch out for the dark side of

flexibility where people over-compensate by working

longer hours.  

Create a team culture where people are measured on
their outputs vs the hours they do.

   

5 Psychological needs individuals have:
Neuroscientist David Rock created the

SCARF model.   It outlines the basic needs

we have as humans. When these needs are

met - it activates the reward response - we

feel good.  When they're not met it activates

our threat response - and we feel vulnerable.    

  

Status - my need to feel valued, important

and respected

Certainty - my need to predict what is

going to happen

Autonomy - my need to have control over

what I do and how I do it

Relatedness - my need to feel safe and

connected to those around  me 

Fairness - my need to feel that I'm being

treated fairly 

How can you meet these needs?  Asking
questions, listening, sharing and being
transparent  are good places to start.  

ONGO ING  SUPPORT
ENGAGED  &  PRODUCT IVE  TEAMS

YOUR NOTES
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The path towards parenthood isn't always an easy, or successful one.  Research suggests

that up to one third of couples will seek fertility treatment, and 1 in 4 women will suffer a

miscarriage.  However, only two thirds of people are likely to share this with their Manager. 

The emotional and physical toll of fertility issues is high.  Up to 29% of women surveyed had

to resign from their jobs due to the difficulty of working through fertility treatments. 

 Partner's are often overlooked - yet they too are experiencing a range of emotions.  

Talk to your HR team and find out if your company has specific policies for Miscarriage and

Fertility Treatments.  If they do, educate yourself on what they entail.   Policies aside, the

most important thing you can do as a Manager is to show empathy and understanding.   

In our research 62% of managers said they didn't feel equipped to have conversations

around modern parenting.  This rose to 80% when we asked about having conversations

regarding miscarriage, fertility or surrogacy.  In many cases this results in the manager

saying nothing, for fear of getting it wrong, or because they feel uncomfortable.  

Rather than worrying about getting it right, just be there for the individual, or their partner. 

 Try not to assume what they want (based on what you might want if you were in their

shoes). Instead, ask them what you can do.  Listen.  Reassure.  Come up with a plan

together.    You don't have to have all the answers, neither do you have to be a counsellor.  If

someone is really struggling, encourage them to see a professional or to reach out to your

Employee Assistance Programme.  

The fact that they've opened up and shared with you is an honour.   You have an

opportunity to make a real difference to the lives of your employees.   

 EMPATHETIC

CONVERSATIONS

"People will forget what you say, but they'll never forget how you made them feel"
Maya Angelou
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You may never know that someone on your team, or

their partner has suffered a miscarriage.  Only two thirds

of people share this information.  As a Manager, all you

can do is create a psychologically safe environment. 

 This means people feel they can share personal

information with you, if they want to,  without fear of

being judged.  Check if your organisation has a specific

miscarriage policy.  

If someone does share that they have suffered a

miscarriage we would suggest:

Acknowledge their loss.  Some people grieve privately

and some people want and need the support of their

team.  Its not just the mother's loss, their partner will also

be grieving. 

Ask how you can support them.  Some people need

time off to come to terms with what's happened, others

want the distraction of work. 

Inform HR, Let the individual know that you will do this.   

It can be distressing for someone to have to explain

what's happened repeatedly.  Make sure their absence

has been recorded correctly. 

Ask them how they'd like to explain their absence to
the team.  Respect their wishes whatever they decide.  

Recognise that they may be on an emotional
rollercoaster.  They may have good days and bad days

in the coming months.  Around the time when the baby

would have been born will be a particularly sensitive

time.  Some extra understanding around this time will

be appreciated.  

   

YOUR NOTES

 Try not to worry about saying the 'right

thing'.  Showing empathy and
compassion is what matters most. 

 Regardless of whether your

organisation has a policy in place  -  this

is about using your discretion to do

what's right by the individual.    

  

TALK ING  ABOUT  MISCARR IAGE

 

"My partner's boss was brilliant.
They asked if they wanted time

off and told them they could
do shorter days to spend time

with me.  It was a great
comfort"
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With up to one third of couples seeking fertility treatment,

there is a good chance that this will apply to someone in your

team at some point.  

Will you know?  It depends on the relationship that you have

with those you manage, and if the individual want to share this

with you.  Up to 29% of women resign from work due to the

difficulty of working through fertility treatments.  There is a

huge emotional and physical toll when undergoing fertility

treatment.    There's a lot you can do as a Manager to support

someone on this journey. Not only is it the decent thing to
do, the loyalty and engagement you'll get in return will
outweigh any accommodations you've had to make.  
 Remember to check if your organisation has a specific policy

in place.   

Your initial reaction is important.  Showing empathy rather

than shock or discomfort will pave the way for future

conversations. 

Confidentiality - respect that you've been trusted with very

private information

Ask what they need from you.  They may only want to make

you aware, or they may welcome the chance to work at home

more often during treatments. 

Go for 'good enough'.   Have clear goals and standards that

they're working towards.  You can still mange under

performance and poor attitude, but accept that during

treatments 'good enough' rather than 'excellence' is okay. 

Allow sick days for any procedures and flexi time for

appointments.

Understand that a person undergoing fertility treatment may

have lots of guilt and concerns e.g. time off, running out of

holiday/sick days, uncertainty as to how they are being

perceived in work, worrying if it will cause issues with

promotions, money worries.  Where possible, reassure them. 

YOUR NOTES

Try not to worry about saying the 'right

thing'.   Showing empathy and

compassion is what matters most. 

 Regardless of whether your

organisation has a policy in place  -  this

is about how you use your discretion to

do what's right by the individual.    

  

SUPPORT  THROUGH  FERT I L I T Y

TREATMENT

 

"My boss was so kind. 
 Because of that I was
happy to log in to my
emails during the two
week sick leave  to do

urgent emails".
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we may not offer a new parent a stretching assignment as we don't want to put them

under pressure

perhaps we overly rely on some people more than others because they don't have any

dependents

do we assume that because someone has returned to work before that they don't need

our support?

Whether we like it or not, we are all naturally biased.   We make assumptions based on our

own values and beliefs.  

Often we make decision with the best of intentions, without realising the impact of our
actions.   For example:

Harvard's Dr Amy Cuddy suggests that we ask ourselves two fundamental questions about

people - Do I like you?  Can I trust you?  Our answers to these questions influence our

relationship with them.  

Consider the matrix below.  In your own time, reflect where the people in your team sit on the

grid.  Now ask yourself how this influences your decision making.  Are you being fair and
consistent? 

   

MANAG ING  B IAS
TREAT ING  PEOPLE  FA IR LY
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Build greater psychological safety within your team.  Start by sharing some of your own

challenges or by being a little more vulnerable. Lead by example if you want others to

open up to you. 

Do an audit.  Use this session as an opportunity to create a discussion within your team. 

 When it comes to supporting individuals, what are you doing well?  What could be

improved?  How do non-parents on the team feel?  

Lead by example.  How do you show your team that its okay to make space for the things

that matter most in your life.  Everyone has something that's important to them. 

Ask 'what if...?' more often.  If we want to move from a traditional way of operating, we

need to have an open mind.  Begin by challenging some of your team norms and explore

'what if... ' you tried something different.  

Call it out.  You may already have a very supportive environment within your team.  What

about your peer group?  What unsupportive or biased behaviours have you noticed?  How

can you call out their actions?  If you don't call it out, who will? 

Now its time to think about what you're going to take away from this session.  We know that

its easy to get drawn back into business as usual.  However, lets remember the consequences

of not taking action, and the benefits of making small changes to our work environment. 

If every person attending a workshop did just one thing differently, imagine the shifts we

could make together.  

Everyone has a different starting point.  Some of you may already be implementing much of

what we've covered.  For others, there will have been lots of new information and things to

think about.  

We've suggested some starting points below - depending on the experience you already have:

1.

2.

3.

4.

5.

   

Use the space on the next page to record your specific actions and hold yourself to account.  

If your organisation is a Platform55 member, sign up to one of the group coaching sessions

where you can share how you're getting on.  

YOUR  COMMITMENTS
"DO  OR  DO  NOT ,  THERE  I S  NO  TRY "  -  YODA
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I  WILL :

I 'LL  KEEP  ON  TRACK  BY :  

COMMITMENT 1:  

ITS  IMPORTANT  BECAUSE :

COMMITMENT 2: 

COMMITMENT 3

MY  COMMITMENTS

I  WILL : ITS  IMPORTANT  BECAUSE :

I 'LL  KEEP  ON  TRACK  BY :  

I  WILL : ITS  IMPORTANT  BECAUSE :

I 'LL  KEEP  ON  TRACK  BY :  
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Members:
remember to

sign up for
group coaching
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N O T E S  A N D  M U S I N G S  
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