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Note on reading this document

This document includes generic text used in all GRI Standards. This text s highlighted in grey and
cannot be changed — please do not comment on this text.

Underlined terms in the draft Standard indicate terms for which definitions have been provided. Most
of these terms are already defined in the GRI Standards Glossary — these definitions are highlighted
in grey in the Glossary and cannot be changed. The proposed new definitions are not highlighted in
grey and are open for review.
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Introduction

GRI PARE: Working Parents and Caregivers 202X contains disclosures for organizations to report
information about their impacts related to working parents and caregivers and how they manage
these impacts.

The Standard is structured as follows:

e Section 1 contains one disclosure, which provides information about how the organization
manages its impacts related to working parents and caregivers.

e Section 2 contains one disclosure, which provides information about the organization’s
impacts related to working parents and caregivers.

e The Glossary contains defined terms with a specific meaning when used in the GRI
Standards. The terms are underlined in the text of the GRI Standards and linked to the
definitions.

e The Bibliography lists authoritative intergovernmental instruments and additional references
used in developing this Standard.

The rest of the Introduction section provides a background on the topic, an overview of the system of
GRI Standards and further information on using this Standard.

Background on the topic

This Standard addresses the topic of working parents and caregivers.

According to the International Labour Organization (ILO) Workers with Family Responsibilities
Convention 1981 (No. 156 ) [2], workers with family responsibilities are workers with responsibilities in
relation to their dependent children and to other members of their immediate family who clearly need
their care or support (e.g., workers caring for aging parents). Individuals with family responsibilities
who are currently employed or wish to seek employment should have the right to do so without facing
discrimination and, where possible, minimize any conflicts between their work and family obligations.

Enabling working parents and caregivers to:'manage both their work and family is crucial for both
sustainable economic growth and social equity. For example, robust policies providing paid parental
leave contribute to a more equitable society, poverty reduction, and sustainable growth. Children
whose parents have adequate parental leave are also more likely to be breastfed, receive the health
care they need, and form nurturing bonds that bolster socioemotional development.

See [6] in resources in the Bibliogrpahy.

The Standard covers the organization’s employees and workers who are not employees and whose
work is controlled by the organization, hereafter ‘workers who are not employees’. Workers who are
not employees perform work for the organization but are not in an employment relationship with the
organization. Control of work implies that the organization directs the work performed or has control
over the means or methods for performing the work. See the Control of Work Standard Interpretation
to GRI 2: General Disclosures 2021 for more information.

System of GRI Standards

This Standard is part of the GRI Sustainability Reporting Standards (GRI Standards). The GRI
Standards enable an organization to report information about its most significant impacts on the
economy, environment, and people, including impacts on their human rights, and how it manages
these impacts.

The GRI Standards are structured as a system of interrelated standards that are organized into three
series: GRI Universal Standards, GRI Sector Standards, and GRI Topic Standards (see Figure 1 in
this Standard).
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Universal Standards: GRI 1, GRI 2 and GRI 3

GRI 1: Foundation 2021 specifies the requirements that the organization must comply with to report in
accordance with the GRI Standards. The organization begins using the GRI Standards by consulting
GRI 1.

GRI 2: General Disclosures 2021 contains disclosures that the organization uses to provide
information about its reporting practices and other organizational details, such as its activities,
governance, and policies.

GRI 3: Material Topics 2021 provides guidance on how to determine material topics. It also contains
disclosures that the organization uses to report information about its process of determining material
topics, its list of material topics, and how it manages each topic.

Sector Standards

The Sector Standards provide information for organizations about their likely material topics. The
organization uses the Sector Standards that apply to its sectors when determining its material topics
and when determining what to report for each material topic.

Topic Standards

The Topic Standards contain disclosures that the organization uses to report information about its
impacts in relation to particular topics. The organization uses the Topic Standards according to the list
of material topics it has determined using GRI 3.

Figure 1. GRI Standards: Universal, Sector and Topic Standards

[ GRI Standards }

e N N O N
Universal Standards Sector Standards Topic Standards

Requirements and
principles for using the
GRI Standards

GRI 201
Disclosures about the
reporting organization

Disclosures and
guidance about the
organization's material

GRI 415

topics
AN AN J
Apply all three Universal Use the Sector Standards that Select Topic Standards to report
Standards to your reporting apply to your sectors specific information on your

material topics
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Using this Standard

This Standard can be used by any organization — regardless of size, type, sector, geographic location,
or reporting experience — to report information about its impacts related to working parents and
caregivers. In addition to this Standard, disclosures that relate to this topic can be found in GRI
EMPL: Employment 202X and GRI REWO: Remuneration and Working Time 202X.

An organization reporting in accordance with the GRI Standards is required to report the following
disclosures if it has determined working parents and caregivers to be a material topic:

e Disclosure 3-3 in GRI 3: Material Topics 2021.

e Any disclosures from this Topic Standard that are relevant to the organization’s impacts
related to working parents and caregivers(Disclosure PARE 1 through Disclosure PARE 2).

See Requirements 4 and 5 in GRI 1: Foundation 2021.
Reasons for omission are permitted for these disclosures.

If the organization cannot comply with a disclosure or with a requirement in a disclosure (e.g.,
because the required information is confidential or subject to legal prohibitions), the organization is
required to specify the disclosure or the requirement it cannot comply with, and provide a reason for
omission together with an explanation in the GRI content index. See Requirement 6 in GRI 1 for more
information on reasons for omission.

If the organization cannot report the required information about an item specified in a disclosure
because the item (e.g., committee, policy, practice, process) does not exist, it can comply with the
requirement by reporting this to be the case. The organization can explain the reasons for not having
this item, or describe any plans to develop it. The disclosure does not require the organization to
implement the item (e.g., developing a policy), but to report that the item does not exist.

If the organization intends to publish a standalone sustainability report, it does not need to repeat
information that it has already reported publicly elsewhere, such as on web pages or in its annual
report. In such a case, the organization can report a required disclosure by providing a reference in
the GRI content index as to where this information can be found (e.g., by providing a link to the web
page or citing the page in the annual report where the information has been published).

Requirements, guidance and defined terms
The following apply throughout this Standard:

Requirements are presented in bold font and indicated by the word 'shall’. An organization must
comply with requirements to report in accordance with the GRI Standards.

Requirements may be accompanied by guidance.

Guidance includes background information, explanations, and examples to help the organization
better understand the requirements. The organization is not required to comply with guidance.

The Standards may also include recommendations. These are cases where a particular course of
action is encouraged but not required.

The word ‘should’ indicates a recommendation, and the word ‘can’ indicates a possibility or option.

Defined terms are underlined in the text of the GRI Standards and linked to their definitions in the
Glossary. The organization is required to apply the definitions in the Glossary.
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1. Topic management disclosures

An organization reporting in accordance with the GRI Standards is required to report how it manages
each of its material topics.

An organization that has determined working parents and caregivers to be a material topic is required
to report how it manages the topic using Disclosure 3-3 in GRI 3: Material Topics 2021. The
organization is also required to report any disclosure from this section (Disclosure PARE 1) that is
relevant to its impacts on working parents and caregivers.

This section is therefore designed to supplement — and not replace — Disclosure 3-3 in GRI 3.

Disclosure PARE 1 Policies for workers with family
responsibilities

REQUIREMENTS
The organization shall:

a. describe its policies on paid leave for employees and workers who.are not employees with
family responsibilities, including:

i. maternity leave;
ii. paternity leave;
iii. parental leave;
iv. caregiver leave;

b. describe how it encourages employees and workers who are not employees to take paid
leave for family responsibilities;

c. describe its policies on reintegrating employees and workers who are not employees after
taking leave for family responsibilities, including maternity leave;

d. describe its policies on working arrangements to support employees and workers who are
not employees with family responsibilities, including:

i. breastfeeding and lactation breaks;
ii. employer-supported childcare;

e. describe how workers’ representatives are involved in developing policies for employees
and workers who are not employees with family responsibilities.

GUIDANCE

For clarity, the term ‘workers who are not employees’ refers to workers who are not employed by the
organization but whose work is controlled by the organization. See the Control of Work Standard
Interpretation to GRI 2: General Disclosures 2021 for more information.

The organization is required to separately report the information in PARE 1-a-i to e for employees and
workers who are not employees.

The organization can describe its unpaid leave policies for employees and workers who are not
employees with family responsibilities.

Guidance to PARE 1-a

The organization should report any paid leave it provides to its employees and workers who are not
employees to fulfill their family responsibilities, such as caring for a dependent child. The organization
should describe the circumstances in which the paid leave policies are applied, e.g., until a child is
eight years old. The organization should describe the differences in paid leave policies between types
of employees, including part-time or temporary employees.
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The organization should report the statutory number of days or weeks of paid leave that employees
and workers who are not employees with family responsibilities are entitled to be absent from work,
according to by relevant legislation, and collective bargaining agreements. The organization should also
report the additional non-statutory number of days or weeks of paid leave provided by the organization.

The organization should report whether it contributes to social protection during workers’ leave. For
each type of paid leave reported under PARE 1-a, he organization should report whether it makes social
protection contributions to an employee and a worker who is not an employee,See Disclosure REWO 6 in
GRI REWO: Remuneration and Working Time 202X.

In accordance with the International Labour Organization's (ILO) Workers with Family Responsibilities
Convention, 1981 (No. 156) [2], terminating a worker’s employment due to their family responsibilities
is not a valid justification. See Disclosure EMPL 5 in GRI EMPL: Employment 202X.

Guidance to PARE 1-a-i and PARE 1-a-ii

Maternity leave is granted to women workers for the birth or adoption of a child. Under the
ILO Maternity Protection Convention, 2000 (No. 183) [1], all women workers are expected to be entitled
to paid maternity leave of at least 14 weeks, including prenatal and postnatal phases.

Paternity leave is granted to employees and workers who are not employees whose partner gives birth to a
child or the adoption of a child.

The organization should report whether it provides the same paid leave benefits to parents in a same-
sex relationship. The organization can use the gender-neutral terms of primary and secondary
caregiver leave terminologies instead of maternity and paternity leave.

The organization can describe its policies on providing paid maternity and paternity leave to
employees and workers who are not employees who are part of same-sex couples.

Guidance to PARE 1-a-iii
Parental leave is granted to either parent following maternity or paternity leave to care for a child.
Guidance to PARE 1-a-i, PARE 1-a-ii and PARE 1-a-iii

Adoption leave is granted to workers who have adopted a child. The ILO Maternity Protection
Recommendation, 2000 (No. 191) [3] indicates that adoptive parents should have the same leave,
benefits, and employment protection as biological parents. The organization should report whether it
provides the same paid leave benefits to those adopting a child.

Guidance to PARE 1-a-iv

Caregiver leave is granted to workers who care for family or household members, for example, when
ill.

The organization can describe its policies on providing unpaid caregiver leave to its employees and
workers who are not employees.

Guidance to PARE 1-b

An organization can encourage its employees to utilize the leaves for family responsibilities. This can
include, for example, providing access to information and training programs for managers and
managers and communication via multiple channels that increase awareness about applying
procedures for leave and changing work cultures to encourage employees to take family care leave.
The organization should report how it engages with managers, human resources, and other staff
responsible for implementing leave policies.

The organization should describe how it addresses gender differences in relation to using leave for
family responsibilities. For example, fear of discrimination and gender stereotypes can discourage
men employees and workers who are not employees from taking leave for family responsibilities. The
organization can describe how it encourages men employees and workers who are not employees to
take leave for family responsibilities by creating a supportive work culture and amending its leave
policies so that they are more inclusive for men.
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Guidance to PARE 1-c

Examples of reintegration after taking leave for family responsibilities include phased return-to-work
options, such as gradually increasing working hours or workload, and flexible working time
arrangements.

Guidance to PARE 1-d

Working arrangements include arrangements on working time and space. Flexible working
arrangements, such as part-time hours, compressed work weeks, or remote work. Flexible working
time arrangements help employees and workers who are not employees to combine work with their
family responsibilities.

For working time policy, see Disclosure REWO 2 in GRI REWO: Remuneration and Working Time
202X.

Guidance to PARE 1-d-i

Breastfeeding and lactation policies bring more satisfied workers, retention of women workers,
reduction of sick leave taken for children's illnesses, and reduction of absenteeism and turn over rate.
Breastfeeding and lactation breaks are reductions of working hours provided for breastfeeding or
expressing milk during working hours. The World Health Organization (WHO) recommends that
infants exclusively breastfeed for the first six months of their lives. Often, women return to work during
this period, so it is essential for working mothers to find ways to continue breastfeeding after returning
to work. According to the ILO Maternity Protection Convention, 2000 (No. 183) [1], workers are
expected to be given the right to one or more daily breaks or a daily reduction of working hours to
breastfeed their child, and these breaks or reduced daily hours of work count as working time and are
remunerated accordingly.

See resources [5] in the bibliography.
Guidance to PARE 1-d-ii

Employer-supported childcare can include providing on-site childcare facilities, referrals to childcare
services, and subsidies for childcare costs.

Guidance to PARE 1-e

The organization can report how often it adjusts its paid leave policies for employees and workers
with family responsibilities based on consultations with workers’ representatives to ensure alignment
with benchmarks.

The organization can also report whether it considers any other stakeholder feedback, such as from
civil society organizations, in developing paid leave policies for employees and workers who are not
employees with family responsibilities.
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2. Topic disclosures

An organization reporting in accordance with the GRI Standards is required to report any disclosure
from this section (Disclosure PARE-2) that is relevant to its impacts on working parents and
caregivers.

Disclosure PARE 2 Maternity, paternity, and parental
leave

REQUIREMENTS
The organization shall:
a. report, for each significant location of operation, the percentage of employees entitled to:

i. paid maternity leave that took paid maternity leave;
ii. paid paternity leave that took paid paternity leave;
iii. paid parental leave that took paid parental leave and a breakdown by gender;

b. report, for each significant location of operation, the average number of paid weeks an
employee takes for leave as an absolute number and percentage of the maximum number
of weeks of paid leave for:

i. maternity leave;
ii. paternity leave;
iii. parental leave and a breakdown by gender;

c. report the retention rate of employees that remain in an employment relationship a year
after returning from maternity leave;

d. report the definition used for ‘significant locations of operation’;

e. report contextual information necessary to understand how the data has been compiled,
including standards, methodologies,; and assumptions used.

GUIDANCE

In addition to reporting maternity, paternity, and parental leave metrics, the organization can report
caregiver leave metrics, and maternity, paternity, parental, and caregiver leave for workers who are
not employees. For example, the percentage of employees or workers who are not employees
entitled to caregiver leave that took it, or employees or workers who are not employees take
caregivers' leave as a percentage of the maximum number of days of caregiver leave.

Guidance to PARE 2-a

Employees entitled to leave are those eligible for paid leave according to national laws as well the
organization policies. The percentage of employees who are entitled to and took each type of leave is
calculated using the following formula:

Percentage of employees = Total number of employees that took paid leave X100
who are entitled to and
that took paid leave for

family responsibilities

Total number of employees entitled to paid
leave
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Guidance to PARE 2-b

The average number of weeks an employee takes for paid maternity, paternity, and parental leave is
calculated using the following formula:

Average number of weeks an = Total number of weeks of paid leave taken by
employee takes for paid leave employees

Total number of employees that took the leave

Guidance to PARE 2-a and PARE 2-b

Therefore, in the context of these requirements, paid leave is considered leave where employees
receive at least 70% of their basic pay.

See Table 1 for an example of how to present the information on PARE 2-a and PARE 2-b.

Table 1. Example template for presenting information on maternity, paternity, and parental
aid leave

Percentage of employees that are entitled and took the paid leave

Maternity | Paternity Parental leave (PARE 2-a-iii)

leave leave
Total Men Women | Other* Not

(PARE 2- | (PARE 2-a- disclosed**
a-i) ii)

Significant
location A

Significant
location B

Significant
location C

Average number of paid weeks an employee takes for maternity, paternity, and parental
leave as an absolute number and as a percentage of the maximum number

Maternity | Paternity Parental leave (PARE 2-b-iii)

leave legde Total Men Women | Other* Not
(PARE 2- | (PARE 2-b- disclosed**
b-i) ii)
No. | % No. % No. | % No. | % | No. | % | No. | % | No. | %

Significant

location A

Significant

location B

Significant

location C

* Gender as specified by the employees themselves.
** Gender is not disclosed by the employees themselves.

The organization is free to choose how to report the breakdowns by gender. It is not required to report
the four categories suggested in Table 1. For example, instead of an ‘other’ category, the organization
can report any gender category as specified by employees.

Guidance to PARE 2-c

In accordance with the ILO Maternity Protection Convention, 2000 (No. 183) [1], employees returning
after maternity leave have the right to the same or equivalent role, paid at the same rate at the end of
their maternity leave.
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280 using the following formula:

Retention rate of =  Total number of employees that remain a year X 100
employees that remain a after returning from maternity leave
year after returning from
maternity leave

Total number of employees that returned from
maternity leave in the previous reporting period
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Glossary

This glossary provides definitions for terms used in this Standard. The organization is required to
apply these definitions when using the GRI Standards.

The definitions included in this glossary may contain terms that are further defined in the complete
GRI Standards Glossary. All defined terms are underlined. If a term is not defined in this glossary or in
the complete GRI Standards Glossary, definitions that are commonly used and understood apply.

collective bargaining

all negotiations that take place between one or more employers or employers’ organizations, on the
one hand, and one or more workers’ organizations (e.g., trade unions), on the other, for determining
working conditions and terms of employment or for regulating relations between employers and
workers

Source: International Labour Organization (ILO), Collective Bargaining Convention, 1981 (No. 154);
modified

discrimination

act and result of treating persons unequally by imposing unequal burdens or denying benefits instead

of treating each person fairly on the basis of individual merit

Note:, Discrimination can also include harassment, defined as a course of comments or
actions that are unwelcome, or should reasonably be known to be unwelcome, to the
person towards whom they are addressed.

employee
individual who is in an employment relationship with the organization according to national law or
practice

impacts

effect the organization has or could have on the economy, environment, and people, including on
their human rights, which in turn can indicate its contribution (negative or positive) to sustainable
development

Note 1: Impacts can be actual or potential, negative or positive, short-term or long-term,
intended or unintended, and reversible or irreversible.

Note 2: See section 2.1 in GRI 1: Foundation 2021 for more information on ‘impact’.

human rights

rights inherent to all human beings, which include, at a minimum, the rights set out in the United
Nations (UN) International Bill of Human Rights and the principles concerning fundamental
rights set out in the International Labour Organization (ILO) Declaration on Fundamental
Principles and Rights at Work

Source: United Nations (UN), Guiding Principles on Business and Human Rights:
Implementing the United Nations “Protect, Respect and Remedy” Framework, 2011; Modified

Note: See Guidance to 2-23-b-i in GRI 2: General Disclosures 2021 for more information on
‘human rights’.

Note: See section 2.2 in GRI 1: Foundation 2021 and section 1 in GRI 3: Material Topics
2021 for more information on ‘material topics’.

material topic
topics that represent the organization’s most significant impacts on the economy, environment,

and people, including impacts on their human rights
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temporary employee

employee with a contract for a limited period (i.e., fixed term contract) that ends when the specific
time period expires, or when the specific task or event that has an attached time estimate is
completed (e.g., the end of a project or return of replaced employees)

parental leave
leave granted to men and women employees on the grounds of the birth of a child

part-time employee
employee whose working hours per week, month, or year are less than the number of working

hours for full-time employees
worker representative
person who is recognized as such under national law or practice, whether they are:

e atrade union representative, namely, a representative designated or elected by trade unions
or by members of such unions; or

e an elected representative, namely, a representative who is freely elected by the workers of
the undertaking in accordance with provisions of national laws, regulations, or collective
agreements, whose functions do not include activities which are recognized as the exclusive
prerogative of trade unions in the country concerned.

See reference [4] in the bibliography.
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