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IBI surveyed 253 HR decision-makers about their organizations' employer-sponsored caregiving leave programs,
defined as custom, non-mandated leave specifically designated for employees caring for a family member, and
distinct from PTO, FMLA, or other statutory benefits.

Benefit Offering

79.8%

of employers offer a custom employer-
sponsored caregiving leave benefit

93.6%

of employers offer paid
caregiving leave benefit

62.1%

planning to offer caregiving
benefit in next 12 months

Company size

Revenue

average.

Industry

Adoption rates vary by organization size: 74.6% for smaller companies
(50-999 employees) and 87.7% for mid-sized organizations
(1,000-4,999 employees).

Smaller organizations with revenues of $10M or less lag at 66.1%,
over 20 percentage points behind the top two tiers at 86.7% and
86.4%. The $11M-$40M range is at 79.5%, close to the overall

Caregiving leave adoption rates are highest in Technology (84.1%),
Manufacturing (81.0%), and Healthcare (78.4%),

Benefit Design

% of Wages Paid during Leave

100% of salary [l 7.6%
76-90% of salary [N 14.6%
51-75% of salary [N 51.0%
25-50% of salary [N 26.8%

76.4%

offer to full time employees

Outcomes and Concerns

Success Metrics

Participation rates
I 77.4%

Employee Feedback

67%
Retention
[ ] 61.7%

Non-Adopters (n=44)

62.1%

plan to roll out an employer
sponsored caregiving leave

in the next 12 months

Key implications

Measuring retention, time-to-
fill, and engagement, not just
participation, is what sustains
leadership investment over

time.

Sponsored by:

Mellie

www.mellie.com

with Infrastructure/Construction having the lowest at 66.7%.

Duration of Leave

<tweek N 15.6%
t-sweeks | 2.5
5-8weeks [ 121%

9-12weeks [5-1%

Exactly 12 weeks s 1%

13+weeks NN 18.6%

Flexibility & Eligibility

63.1%

eligible immediately on hire

65.6%

offer both continuous
and intermittent leave

Measurable Talent Loss

reported workforce impacts
due to caregiving demands

52.6%

Took a less demanding internal role 48.9%
Left the organization entirely 47.4%

Retired without seeking new opportunities 3.8%

16.2%

were not sure what their
organization plans to do

21.7%

do not plan to launch an
employer sponsored
caregiving leave

Cost concerns are
manageable through
intermittent structures, tiered
wage replacement, and built-in
coordination from the start.

Most programs align with FMLA
today, but chosen family and
expanded care types are
appearing. Build in definitional
flexibility now to avoid costly
redesigns later.

This data is from the Integrated Benefits Institute's Leave Benchmarking Series, focusing on employer-
sponsored leave programs and their effects on workforce health and productivity. It includes insights
from HR decision-makers across various industries, company sizes, and regions regarding leave benefit
design and implementation.
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