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Making the business case for



At a glance
This report highlights the benefits of companies’ adoption of childcare support 
initiatives and introduces UNFPA’s family-friendly workplace model. Companies can 
use the model to design, implement and evaluate effective strategies for adopting 
childcare support initiatives while maximizing their operational impacts.

Key potential outcomes: 

2.3% increase in 
productivity

50.0% reduction in 
staff turnover

35.7% reduction in 
absenteeism

18.4% increase in the 
attraction of women 

Many children in the Eastern Europe and Central 
Asia region lack access to affordable and quality 
early childhood education and care services in the 
first years of their lives.

Only half the countries and territories in the 
region¹ have established a national childcare 
system for children aged 0–2 years, and most 
of them still experience a childcare policy gap, 
where there are very limited options for the period 
between the end of existing parental leave and the 
beginning of public statutory care.

The UNFPA Expanding Choices programme 
partners with the private sector and governments 
to champion gender-responsive family policies and 

practices in the Eastern Europe and Central Asia 
region.

The family-friendly workplace model was 
developed to help companies design, implement 
and evaluate effective gender-responsive 
workplace policies that support women in 
entering, remaining in and advancing in the labour 
force by promoting more inclusive and equal 
workplaces. Such policies also enable women and 
men to balance their work responsibilities with 
their family, care and domestic obligations.

This business case demonstrates the benefits of 
childcare support initiatives for companies and 
their workforces. By highlighting key findings 

1.	 UNFPA Eastern Europe and Central Asia Regional Office, Mapping of gender-responsive family policies in the Europe and Central Asia region 
(Istanbul, 2024). The countries and territories covered in this report that have established a national care system for children below 2 years old 
are Albania, Belarus, Bosnia and Herzegovina, Georgia, Hungary, Kazakhstan, North Macedonia, Poland, Serbia, Ukraine and Kosovo. Hereafter, 
Kosovo is referred to in the context of United Nations Security Council Resolution 1244 (1999).

Background
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from a broader systematic literature review on 
the impact of gender-responsive family-friendly 
initiatives on workplace and labour market 
outcomes, commissioned by the UNFPA Eastern 
Europe and Central Asia Regional Office and 
written by Good Business Lab, the report shows 
that such initiatives are a sound investment, 
with demonstrated impacts on productivity, 
absenteeism, staff turnover and general employee 
well-being.

Childcare support
Corporate childcare support initiatives vary 
widely in nature, extending from flexible working 
arrangements for parents – which take into 
consideration both statutory childcare leave 
and the availability of publicly funded childcare 
services – to on-site breastfeeding or lactation 
rooms and childcare facilities and subsidies or 
partnerships with local childcare providers.

Investments in high-quality early-childhood 
services can deliver an annual return on 
investment of 13 per cent per child on upfront 
costs through better outcomes in education, 
health, employment and social behaviour in the 
decades that follow.

For companies, childcare support reduces parents’ 
unpaid burden while increasing labour force 
participation – primarily for women – and makes 
a positive contribution to a better work–life 
balance, with positive impacts on companies’ key 
operational outcomes.

Research findings 
Research shows that the effectiveness of employer-
provided childcare support varies according to 
each regional, cultural and economic context. 

Working parents’ uptake of childcare services 
seems to be heavily dependent on contextual 

factors, including cultural preferences, 
affordability, access, employment compatibility 
and the perceived quality of childcare options. 
Companies should consider these factors when 
designing and implementing childcare support 
initiatives to maximize their benefits both for 
themselves and for their employees.

While on-site childcare facilities are required 
by law in some countries and territories (with 
companies bearing their costs), in others the 
provision of nursery vouchers has had little impact 
on the uptake of public childcare services due 
to the health, safety and quality of the services, 
as well as social and cultural barriers, including 
a strong preference for family-based care over 
nursery care. These findings highlight how deeply 
embedded social norms can limit service use.

Productivity
Employer-provided childcare has been associated 
with enhanced productivity, as it allows employees 
to work without the distraction of childcare 
concerns. Even though productivity gains have 
not been quantified, studies have found that 
companies offering daycare benefits reported 
increased employee productivity due to decreased 
work–family conflict, as employees could focus 
more effectively on their roles.

For subsidized public childcare, on the other 
hand, studies found a 2.3 per cent increase 
in productivity linked to the availability and 
affordability of these services.

The introduction of childcare support in male-
dominated companies was shown to result in the 
hiring of mothers who might otherwise have been 
less interested in working for such companies, thus 
contributing to productivity gains, sales growth 
and labour efficiency thanks to a more efficient 
allocation of human capital. 
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Absenteeism
Studies analysing the positive impact of on-site 
childcare facilities have found an increase in daily 
attendance rates, especially in industries that tend 
to employ more women than men, with a reported 
35.7 per cent reduction in absenteeism.

These studies found that access to childcare is 
more impactful for mothers of daughters than for 
mothers of sons, given that in some geographical 
contexts workers with sons received more informal 

childcare support from social networks beyond the 
workplace.

Staff turnover
Studies indicate that access to on-site childcare 
reduces turnover rates, with a reduction in staff 
turnover of up to 50 per cent, particularly among 
female employees. This finding highlights the 
importance of childcare for employee retention. 

Companies with daycare programmes reported 
that few employees intended to leave their jobs. 
Employees are more likely to want to remain due 
to reduced work–family conflict, especially among 
single mothers or mothers with more limited 
family support.

Additionally, childcare support has been found 
to encourage quicker returns to work following 
parental leave, with higher retention rates among 
mothers who might otherwise delay their return.

The experience of IMACO
Bosnia and Herzegovina

IMACO offers a benefits package for 
employees who already have – or want 
to have – children. These benefits enable 
employees to fulfil their role as parents 
without fearing a reduction in income or 
the loss of their jobs. Benefits include a paid 
daily 30-minute break for pregnant women, 
a baby start package, a re-entry adaptation 
programme entailing a flexible work schedule 
for women’s first month back at work after 
giving birth and other childcare benefits 
that last until employees’ children become 
adults, at which point they can also benefit 
from company-sponsored scholarships and 
professional internships. During maternity 
leave, IMACO tops up state benefits to 
ensure women receive their full salary.

“Through the introduction of benefits, 
we have achieved measurable results: 
productivity has increased by 40%, while 
the sick leave rate has been reduced by 
30%. These figures confirm to us that 
investing in the family is not a cost, but our 
best investment.” 

Company information

The experience of Cacttus
Kosovo*

Cacttus is committed to promoting a gender-
responsive, family-friendly workplace 
through a wide range of policies and practices 
aimed at improving employees’ work–life 
balance. Among other things, the company 
has established a fully equipped space in its 
offices for employees’ children in order to 
help parents meet their childcare needs.

“As a company, we strive to maintain family-
friendly policies for our employees. Given 

that our employees’ average age is only 
28, we need policies which enable them to 
create a balance between family and work, 

so that they can raise healthy families.” 

Armend, Executive Director

*	 Hereafter referred to in the context of United Nations Security Council Resolution 1244 (1999).
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Talent attraction and job search 
behaviour
Research has confirmed links between employer-
provided childcare and companies’ access to 
broader talent pools, reflected in an 18.4 per cent 
increase in job applications from women when on-
site childcare was offered. This increase was more 
pronounced for companies in industries requiring 
highly skilled or flexible workers, highlighting 
the importance of childcare policies for talent 
attraction in competitive sectors.

The number of job applications from women 
increases because childcare support positively 
influences job search behaviours, with companies 
offering such benefits being more attractive to 
potential hires, as women at the peak of their 
child-bearing years often prefer on-site childcare 
over the equivalent in salary.

Access to a more diverse talent pool has been 
linked to enhanced collaboration and innovation, 
as companies are able to engage with a broader 
workforce. This effect is especially evident in 
the number of women applying for leadership 
positions.

Childcare programmes and subsidies also enhance 
long-term labour force attachment by reducing 
barriers to workforce entry and mitigating 
career disruptions. In addition, they increase the 
likelihood that women will be promoted, including 
into managerial roles.

Employee well-being and job 
satisfaction
Childcare support initiatives are crucial for 
achieving work–life balance because they enable 
parents to return to work more easily. In the case 
of women, such initiatives have been linked to 
greater opportunities for career development after 
giving birth.

Additionally, many studies have noted links 
between job satisfaction and a supportive 
workplace culture and the existence of childcare 
support – especially for women. These links vary, 
however, with women’s level of education. While 
highly educated mothers often leverage childcare 
to advance in professional settings, those with less 
education benefit from opportunities to enter or 
re-enter the labour market.

Women’s labour force participation
Studies have confirmed the close link between 
childcare provision – through universal childcare 
programmes, targeted subsidies, employer-
provided childcare and financial incentives for 
home caregiving – and women’s labour force 
participation, with a focus on entry, re-entry and 
hours worked.

The effectiveness of childcare interventions 
depends on several conditions, with impacts 

The experience of Panilino
Moldova

Panilino’s family-friendly policies are a core 
part of its business model: the company 
offers flexible hours, a daycare centre and 
policies that support parents. The daycare 
centre is a specially designed room on the 
company’s premises where children are 
supervised by a qualified individual employed 
by the company while their parents carry out 
their work responsibilities.

“The management supported me ..., which 
helped me succeed in both roles: as a 

mother and as an employee. A person will 
be a loyal and productive employee for 

the company when they know their family 
needs are met at work and the company 

management supports work–life balance.”

Anastasia, HR Specialist
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differing across educational and income levels, as 
well as family structures. 

Accessibility and affordability are critical factors, 
but cultural and institutional contexts also 
moderate the impacts of childcare policies.

Universal childcare programmes and subsidies 
tend to have higher impacts in developed 
countries and territories, which benefit from 
quality childcare services, than in developing 
contexts, where childcare services are regarded 
as untrustworthy or limited and cultural norms 
influence mothers’ decision to leave their children 
in the care of childcare providers.

Overall, however, the evidence suggests that 
while childcare support can enhance the uptake 
of childcare services, the extent of this increase 

depends to a large extent on contextual factors, 
including cultural preferences, affordability, access, 
employment compatibility and the perceived 
quality of childcare options. Addressing these 
considerations is essential for expanding the reach 
and impact of childcare policies across diverse 
socioeconomic contexts.

Men and household income
For fathers, the impact of childcare services on 
labour force participation is relatively limited. 
While most studies find no impact, a couple 
of studies have found a positive impact. These 
findings confirm that childcare primarily 
supports maternal workforce engagement, 
with paternal roles in caregiving showing less 
flexibility in response to childcare availability, 
highlighting entrenched norms where caregiving 
responsibilities fall disproportionately on women.

Despite these findings, some positive impacts on 
men have been found – especially in developing 
countries and territories – since childcare support 
can alleviate the burden of household labour, 
enabling fathers to diversify and intensify their 
labour market activities, ultimately enhancing 
household income and economic stability.

Household income also tends to increase, driven 
primarily by women’s increased participation in 
the labour force. This finding underscores that 
access to childcare, whether through subsidies 
or direct provision, tends to enhance maternal 
earnings and wages by supporting consistent 
employment and increasing work hours. 

However, the magnitude of the impact varies, with 
stronger effects seen in lower-income households 
and regions where formal childcare is a significant 
enabler of mothers’ economic participation.

The experience of Flow Ninja
Serbia

Flow Ninja introduced a new childcare 
benefit that supports employees during key 
moments in their children’s lives: employees 
are granted a day off when their child starts 
kindergarten or school, allowing them to be 
fully present on this important day.

“For me personally, this benefit was quite 
significant when my son was starting 
kindergarten. On that day, first of all I 
didn’t have to take a day off. I was able to 
devote my time to my child and, together 
with my husband, take our child to 
kindergarten in the morning. I didn’t have 
to think about work or meetings. I had the 
freedom and opportunity to spend that day 
with my child, and that means so much for 
every parent in our society.” 

Milica, Project and Account Manager 
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Potential outcomes
The comprehensive review of childcare services, 
subsidies and policies across diverse contexts 
that was conducted for this report highlights their 
transformative potential in shaping labour market 
dynamics, household well-being and company-
level outcomes.

Childcare support consistently demonstrates 
significant impacts on maternal labour force 

participation, with notable increases in 
employment rates, working hours and earnings.

For companies, offering childcare support has 
led to reduced turnover, higher productivity and 
greater appeal in the job market. These findings are 
reflected in better employee health, job satisfaction 
and work–life balance, factors that contribute to a 
supportive workplace culture.

The quantified benefits for companies that have 
promoted flexible working policies are as follows:

However, cultural norms and caregiving 
responsibilities remain critical barriers in 
some contexts, particularly in low- and middle-
income countries and territories. Addressing 
such structural barriers alongside scaling up 
quality programmes can enhance labour force 
participation and economic outcomes more 
equitably.

The experience of Comfy Angel
North Macedonia

Comfy Angel has been supporting parents 
in the long term by offering scholarships for 
their children’s higher education. At the same 
time, the company is reviewing its procedure 
for opening a daycare centre within its 
facilities. 

“The scholarship for my child’s education 
is not just financial assistance; it paves the 
way for the child’s future opportunities, 
and it gives me peace of mind to be 
more focused on my work. Every parent 
wants the best for their children, and the 
opportunity to provide them with the 
best education without the huge financial 
burden is something that is truly life-
changing. It is a direct investment in my 
child’s future and a huge support that I feel 
from the company.”

Rubin, Production Plant Manager

2.3% increase in productivity

35.7% reduction in absenteeism

50.0% reduction in staff turnover

18.4% increase in the attraction 
of women 
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Research backs the general idea that companies’ 
support for childcare through policies and 
initiatives is good for business, even though the 
return on investment of such support remains 
limited and is still evolving.

When caregiving responsibilities are supported 
and shared more equitably, women are less likely 
to take career breaks or reduce their working 
hours, enabling them to achieve greater financial 
independence and close gender pay gaps. In turn, 
companies enjoy higher productivity, experience 
fewer disruptions from absenteeism and staff 
turnover, and gain access to broader talent pools.

Furthermore, childcare support policies do not 
necessarily need to be backed by employer-
provided childcare, such as on-site childcare 
facilities or childcare subsidies. Where quality 
public childcare is available, flexible working 
arrangements can be an effective way to encourage 
parents, especially mothers, to return to work and 
continue investing in their careers.

To support companies that introduce gender-
responsive family policies into their workplace 
dynamics, the UNFPA Eastern Europe and Central 
Asia Regional Office developed a family-friendly 
workplace model that outlines the knowledge, 
evidence and tools that companies need to create 
and implement long-term, sustainable change 
based on global best practices.

By following the suggested five-step journey, 
companies can design and implement family-
friendly workplace initiatives that are tailored to 
their needs, address the business challenges they 
face and support their priorities.

Implementing tailor-made gender-responsive 
family-friendly policies in the workplace can also 
improve company branding, market value and 
public recognition and communication, ensuring 
that any investment in these policies provides 
value for money.

UNFPA family-friendly workplace model

This publication was commissioned by the UNFPA Eastern Europe and Central Asia Regional Office, under the technical guidance 
of Gabriela Alvarez Minte, Regional Gender Advisor, and Marie Toulemonde, Regional Gender Specialist. Good Business Lab was 
the primary author of the publication, which was adapted for the purposes of this business case by the international consultant 
Miguel Proença. UNFPA is grateful to Cacttus, Comfy Angel, Flow Ninja, IMACO and Panilino for their input.

Learn more about UNFPA’s Expanding Choices 
through Family-Friendly Policies initiative and 
the family-friendly workplace model.


