
Making the Economic Case
for Reproductive Health

Benefits at Work: A Toolkit
In the wake of the Supreme Court’s decision to strike down Roe v. Wade, the right to
bodily autonomy is up in the air. Thirteen states had trigger laws on the books
beforehand, and plenty more have anti-abortion legislation in the works. In the
absence of federal protections, it’s time to start digging up support wherever we can
— and that includes the private sector. Women still comprise roughly half the
workforce (not even counting the increasing numbers of non-binary people and trans
men), so many of our employers are likely thinking about this right now — and
wondering if they should (or even are able to) extend these benefits to their employees.

No matter where you work, we designed this toolkit to help you make the case to your
employer that it makes business (not to mention ethical) sense to provide specific
abortion-related benefits to employees. Think: out-of-state transportation and
lodging expenses reimbursed. Bereavement leave / paid time o� for things like
abortion travel, abortion itself, and miscarriages. In rare cases, even bail-posting for
reproductive rights “violations” could be on the table.

A note on the long game: Corporate abortion travel benefits are not the permanent
solution. Nationwide, legal abortion access is. The privatization of abortion access as
a long-term fix will only increase economic inequality (not to mention hold back the
economy). Ultimately, you are persuading your employer that bodily autonomy is best
for their business — covering abortion and other reproductive health access costs
now, is just the financial stopgap measure (however long that gap may be).

Read on for real strategies and tactics you can use to formulate your plan.
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Step 1: What to say (the research)
This is going to be an uphill battle for a number of reasons. There are tons of competing
interests here — legal, political, logistic, financial, not to mention social and
psychological — so your request to cover reproductive health benefits will most likely
need to take all of those into account.

This guide is designed to help you convey the hard facts, so that whether you’re talking
to the decision-maker or someone who will need to make your case to that person on
your behalf, the case itself will be compelling no matter who delivers it.

1a. Your first tool: The external data

Start with the below list of figures and studies — you can pick and choose the ones that
you think will be most compelling to your company, copy and paste them into an email
/ Slack message (more scripts for that in the next section), save them as their own
document — whatever works best. (Need more? We’ve got you).

Why O�ering Abortion Access Benefits Makes Business Sense

1. Access to health care increases a person’s likelihood of staying employed, in
particular with reproductive care for people with uteruses. Replacing an
employee can cost a company 1.5-2x that employee’s annual salary.

2. While abortion travel expenses are relatively new, the data on fertility, paid
parental leave, and other reproductive health benefits suggest that o�ering
these increases employee satisfaction, attracts talent, and improves
employee retention.

3. Women su�er financially when they cannot access abortion care. They
experience a 78% increase in delinquent debt compared to what they owed
before they got pregnant. They tend to remain in financial distress for at least
five years after.

4. … And when employees are financially distressed, employers su�er. People
with money worries are 8.1x more likely to have sleepless nights, 5.8x more
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likely not to finish daily tasks, 4.3x more likely to have troubled relationships
with colleagues, and 2.2x more likely to be looking for a new job. The cost for
employers, in terms of lost productivity and higher sta� turnover, equates to
11-14% of total salary cost — almost $500 billion annually for corporate
America as a whole.

5. More and more companies are pledging some semblance of support on this
issue, from travel expense reimbursement to a straight-up promise to bail out
employees who get arrested at protests.1

6. If you already pay for all or part of your employees’ health care benefits (and
even if you don’t), adding abortion travel and other reproductive health
coverage via existing insurance plans might be less costly than you think.

7. Also relevant: the fact that the national abortion rate dropped by 20% between
2011 and 2017 — to fewer than 14 abortions per 1,000 people with uteruses.
That suggests that the actual cost of o�ering abortion-related benefits to
employees could be much lower than the current news might have you believe.

8. If all state-level abortion restrictions were eliminated, more than 500,000
additional women would enter the labor force. Their participation would mean
an additional $3 billion in profits and a 9.12% private-sector earnings
growth nationwide. Ensuring people have access to abortion creates more, and
better, workforce talent.

9. Every industry is di�erent, so you might want to do your own research too! Record
any specialized data-driven research you find yourself here:

1 Note: Many companies now covering employee abortion travel also regularly contribute to anti-choice
politicians. (It’s worth looking up those records on sites like opensecrets.org.) Many also have
less-than-stellar parental leave benefits, among other things. These are only examples of companies that
currently o�er abortion access benefits, not to celebrate them, but to o�er them for use in your advocacy,
especially if you think your employer might be swayed by these policy choices.
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1b. Data on your own company: brainstorming and research
The broad economic data is important, but chances are, the decision-makers at your
company will have more specific concerns, both internal and with respect to
competitors. The more fluently you speak your employer’s language — the more your
request ties in with the company’s existing goals — the more e�ective your pitch will
be. Now’s the time to make the issue as personal to them as possible.

Here are some questions to get you started with that research:

What are the basic goals of your company’s industry?

What economic challenges is your industry facing right now? (Think: profit, supply
chain, employee retention, etc.)

How many people work at your company? How many of them are people who can
give birth (women, non-binary people, trans men)? What percentage of the overall
company is that?
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What can you find out about your company’s employee retention numbers? Is the
company hiring a lot? Have a lot of people quit lately? (Who can you safely ask these
questions, if you don’t know the answers?)

What is your company’s mission / core value(s)? How does your company talk about
its people and culture publicly (on its careers page, in the press, etc)?

What are your company’s top 3 business priorities right now (in 2022, but also
maybe long-term goals)?

Are there any other facts about your company that might make abortion /
reproductive benefits more or less attractive to its executives?
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Step 2: How to say it (the pitch)
This section will use all the info you gathered in Step 1 to help you devise a concrete
strategy. We’ll also give you examples of how to word your queries to various
stakeholders.

First things first: understanding leadership’s goals. The economy / markets being what
they are, we’re about to head into a period of financial uncertainty and belt-tightening.
Companies won’t want to take expensive risks — but they will want to find easy ways
to compete as things get more and more volatile. And right now, more than ever,
employees and potential talent will be taking note of how companies respond to this
devastating news. So in all likelihood, you’ll be convincing your company that adding
this benefit is low risk, high reward.

2a. General diplomacy tips
As an advocate, your job is going to be to make it as easy and attractive as possible for
the powers that be to respond with an enthusiastic “yes.” A couple pointers on how to
come to the negotiations:

1. Don’t just ask. When you just ask someone outright to give you something, it’s a
natural defense mechanism to clam up and shut down without considering the
request, however reasonable. You gotta finesse it, not back them up against a
psychological wall!

2. Do make this a collaboration. Leaders like knowing their employees’ interests
align with their own. Stress that you want to work with the company to make
this happen, problem-solving together.

3. Do provide examples and options — really put yourself in this
decision-maker’s shoes, and think about how feasible this might be.

4. Here are some more excellent tips from a seasoned FBI hostage negotiator on
how to “win” any high-stakes negotiation.
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2b. Strategy planning questions
Now comes the synthesis! Think about how the information you have will work best for
your company culture (and the personalities in it) specifically. For example:

Think like your CFO or HR director. Which of the business priorities you listed in
Step 1b might be helped by o�ering abortion / reproductive health benefits to
employees?

Which of the stats in the list of facts in Step 1a do you think will be most relevant or
persuasive to leaders at your company?

How might supporting employees seeking abortion access and reproductive health
coverage connect to your company’s mission(s) / core value(s)?
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In theory, based on national and state-level data, how many abortions a year might
your company realistically be sponsoring?

The national rate in 2017 was 1.3% (down from 1.7% in 2011). Assuming half of US
states will ban abortion, that’s just 0.65% of 15-44-year-old people who can get
pregnant who will need to travel to obtain an abortion every year. So the math would
be:

the number of
employees at your
company who could
get pregnant

x 0.0065 =
a realistic estimate of the
number of abortion trips
your company might end
up paying for every year

Who else might be a good ally in making your case to leadership? (Think: peers,
employee resource groups (ERGs), and more senior- / mentor-level folks with
influence.)

2c. Email / message template(s)
Now that you’ve put all this thought into strategy, it’s time to word your queries! Not a
~words~ person? Don’t worry, we got you.
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First, the polite email query for HR. Start soft, assume they already have the best
intentions, and make sure you have all the information available to you before you
present your case. (Again, they’ll want to feel like you’re both on the same team):

Hi [Name of HR Rep],

Hope you’re well. I’m writing because, in light of the Supreme Court’s recent
overturning of Roe v. Wade, I’m curious about reproductive health benefits. I
know [Company] currently o�ers [description of health benefits most closely related
to abortion travel expenses], but is there any information you can share regarding
future plans to expand that o�ering? Will [Company] be including any additional
coverage, such as reimbursement for out-of-state abortion travel for employees
in states with restrictions or bans in place?

Please let me know! Thank you in advance for your help.

All the best,

[Your Name]

If they respond with a big, fat “nope,” now comes the follow-up:

Hi [Name here],

Thank you for getting back to me. I’m disappointed to hear that. I understand
that we’ve been hard at work as a team on [current business priority], though.
I’ve been doing a lot of reading about reproductive health benefits coverage and
how companies have been investing in it as a business expense. [Enter some of
the compelling data from Step 1, in the context you came up with in Step 2b.]

It would be great to continue this conversation if possible — would you have
some time in the coming days to hop on a quick Zoom call?* I’d love to get a
better understanding of HR’s priorities and see how this might align with our
mission and overall goals.

Thanks!

[Your Name]

*Btw, to prepare you for said Zoom call, you can rely on all the data and all the
brainstorming work you did in Step 1!

© 2022 Ellevest, Inc. All Rights Reserved. 9



2d. Verbal Script(s)
OK, say the above queries don’t go your way. That’s OK! Depending on where you work,
you might have an opportunity to advocate for these benefits verbally, as well. Of
course, this is a lot harder to do, given the challenging nature of face-to-face
conversations, but it doesn’t have to be painful.

Here are a few ideas to get you started …

Recruiting other peers or an employee resource group (ERG):

“Hey, so in the wake of the Roe v. Wade decision, I’ve been reading a ton about
how other companies are starting to o�er things like travel expense
reimbursement for employees who need to travel out of state to get abortions.
We haven’t heard much from leadership about what they’re going to do to help
employees and their families here, but I found a bunch of really solid data and
information that I think would be compelling to them, even considering all the
recession fears I know they’re dealing with. Would you [or anyone in the group]
be interested in helping me put together a little pitch to send up the flagpole?”

Recruiting a more senior / mentor-level ally:

“Hey [name], you know, we haven’t heard much from the company regarding
the overturning of Roe V. Wade, but as I’ve been reading about lots of other
companies o�ering things like travel expense reimbursement for employees
who need to travel out of state to get abortions, I found a bunch of really solid
data and information that I think would be compelling to the higher-ups, even
considering all the recession fears I know they’re dealing with. Thoughts? Would
you be open to helping me package this info and run it up the flagpole? I know
leadership really values your input.”

Once you have some fellow advocates, you and your teammates can adapt the exercises
and scripts above to approach (or re-approach) leadership as a group.
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A few final notes
A hard truth: We’re in a bear market, and could be headed for a recession. That means
you’re going to want to put together this proposal ASAP — not only because everyone’s
talking about it right now, but also because the longer you wait, the harder it’ll be for
companies to free up the cash for this kind of thing.

Also, we know some employers — especially small businesses — don’t (or can’t) even
o�er basic things like health insurance or retirement benefits, so getting them to cover
something like this might feel completely impossible. That said, remember the data
above — if they don’t o�er those more basic benefits, It may not have occurred to them
to price out the actual business-case scenario of supporting one or two employees who
need to travel out-of-state to have an abortion. Or they may simply not have had time
to think of next-best-thing alternatives — could you ask for paid time o� for medical
travel, for example? Or maybe a capped amount for travel reimbursement? (Make your
suggested options general, of course — you shouldn’t have to tell your boss about your
abortion.)

Finally: If you try all of this and nothing seems to be working, don’t give up just yet.
Benefits take a long time to research and implement, and it only gets more complicated
the larger the company. It might benefit you to circle back on the ask every so often —
business priorities change, and in time, it’s possible the idea of providing these
benefits will become more widely expected in the workforce.

And if, after your diligent research, strategizing, and pitch, your company still says no,
just know that you’re doing important work by speaking up at all. Progress may not
always happen as quickly as we’d like — but every action leaves an impression, and
sometimes it takes a lot of them to create the change we need.

In solidarity,

The Ellevest Team
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Disclosures

© 2022 Ellevest, Inc. All Rights Reserved.

All opinions and views expressed by Ellevest are current as of the date of this writing, for informational
purposes only, and do not constitute or imply an endorsement of any third party’s products or services.

Any brand or company names mentioned in this workbook are also for informational purposes only, and
do not constitute or imply an endorsement of any third party’s products or services.

Information was obtained from third-party sources, which we believe to be reliable but not guaranteed for
accuracy or completeness.
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