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EXECUTIVE SUMMARY



Bene�t Design: Leave o�erings that align 
with employees’ real-life events are more 
strongly associated with satisfaction and 
retention than the sheer number of leave 
types o�ered.

Cost: While leave is often viewed through 
a cost lens, the evidence suggests that 
satisfaction with leave bene�ts is 
meaningfully associated with intent to 
stay, job satisfaction, and employer 
advocacy, which highlights the 
importance of measuring value, not just 
expense.

Compliance: Compliance establishes the 
necessary �oor for leave programs, but 
programs driven solely by legal 
requirements risk fragmentation and 
reduced employee understanding.
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The landscape of employee bene�ts has 
evolved rapidly in recent years, with 
employer-provided leave policies emerging 
as a critical factor in workforce satisfaction 
and retention. This paper explores the 
relationship between leave bene�ts and 
employee satisfaction, seeking to answer, 
How do employer-provided leave bene�ts 
in�uence employee satisfaction, 
engagement, and retention? And what 
practices maximize their positive impact?

To address the research question, DMEC, in 
partnership with Unum, employed a mixed 
methods approach. This included discussions 
with employers of various sizes and across 
industries to capture �rsthand perspectives 
on leave policy design, communication 
practices, value measurement, and observed 
outcomes. We also surveyed employees to 
understand their experiences with and 
perceptions of leave bene�ts in practice. In 
addition, we conducted a comprehensive 
literature review of academic research, 
industry surveys, and organizational reports 
published between 2020 and 2025 to ground 
our �ndings in existing evidence.

The �ndings from this research point to a 
clear conclusion: The impact of leave 
programs is shaped not by any single policy 
decision, but by how key elements work 
together as an integrated system. Employers 
seeking to maximize the value of their leave 
investments should focus on the following 
outcomes:
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Employers that move beyond minimum requirements create more 
coherent and trusted leave experiences.

Communication: Awareness of available leave options is a critical 
driver of perceived value. Employees who better understand their 
leave bene�ts report higher satisfaction and stronger attachment to 
their employers, underscoring communication as a high-impact lever.

Culture: Policies alone do not determine use. Manager behavior, 
leadership modeling, and cultural norms strongly in�uence whether 
employees feel safe and supported when taking leave.

Measurement: Organizations that connect leave data to workforce 
outcomes, such as satisfaction, retention intent, and advocacy, are 
better positioned to demonstrate return on investment (ROI), re�ne 
programs, and sustain leadership support over time.

Together, these �ndings reinforce the need for a systems-based 
approach to leave impact in which bene�t design, cost, compliance, 
communication, culture, and measurement are intentionally aligned to 
drive meaningful outcomes for both employees and employers.

CORRELATION BETWEEN LEAVE SATISFACTION AND KEY EMPLOYEE OUTCOMES

Overall job satisfaction 0.58

0.53

0.48

0.34

0.36

Satisfaction with current role
and responsibilities

Likelihood to recommend
the employer

Perceived productivity

Intent to stay
with the employer

0.0 0.1 0.2

Correlation (r)

0.3 0.4 0.5 0.6


