












Family Support

It should be mentioned that adoption, in vitro, insemination and 
surrogacy require different pathways to achieve parenthood. A 

company should assist as much as it can for its LGBT employees as 
much as it would for their straight coworkers.

Couples or individuals from the LGBT community who wish to become par-
ents must do so in nonconventional ways, which are usually very costly and 
require a substantial amount of paperwork. How does your corporation help 
defray such costs?

     It is necessary for companies who wish to expand their LGBT inclusion 
         and recruitment to provide benefits and parenting leave packages for 
         lesbian, gay, bisexual or transgender attorneys or associates who 
         wish to have children.
     Whether the straight or gay male lawyer wishes to adopt or the 
         female attorney plans to be inseminated, parental leave options 
         should be available for these future parents.
     Parental leave benefit packages for LGBT lawyers and associates 
         should mirror those offered to heterosexual employees in the 
         business.

     With the advancements of reproductive technology, outlets for both 
         straight and LGBT couples starting families are becoming available  
         and businesses that employ future parents should endorse benefit 
         policies that aid in financial expenditures.
     Applying in vitro, adoption, sperm and egg donor, and surrogacy fees 
         as family planning options for LGBT employees will help retain and 
         recruit current and future attorneys.
     Make sure such options that are available for opposite-sex coupled 
         families are also extended to LGBT families as well.

Do the paternity and maternity leave packages for your company’s LGBT 
parents mirror similar bene�ts o�ered to heterosexual parents?
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