
A HEALTHIER FUTURE FOR ALL 
BEGINS WITH WOMEN.

WHITE PAPER

Driving health care and insight  
for women in the workforce.

Blue Cross and Blue Shield of Illinois, Montana, New Mexico, Oklahoma, and Texas, 
Divisions of Health Care Service Corporation, a Mutual Legal Reserve Company,  an Independent Licensee of the Blue Cross and Blue Shield Association 9300296.0125



Women’s 
health is 
central to  
so much.

Women’s health is central to the health of our shared future. It’s crucial  
to understand the connection between women’s health, family health and 
the impact it has on the workforce. Currently, women make up nearly 
50% of the workforce and lend key talent to businesses.1 Because of 
this importance, employers need to prioritize women’s health, address 
gaps in care and work to provide the best resources possible.

Women need effective, comprehensive support throughout every stage of  
their lives. But given how broad in scope that journey is, and the fact that no  
two women are the same, it can be difficult to know whether every base has 
been covered by your benefits design. Read on to discover the multifaceted 
details within women’s health, and just how central it is to so much.

WOMEN’S AND FAMILY HEALTH
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Women at the center of gaps in cost and care. 

Employers may be familiar with the concept of a “pink tax,” a term 
used to describe the higher prices women tend to pay for products 
marketed to them. But these price gaps extend far beyond products. 
Gaps also exist for women when it comes to their health — in both 
costs and outcomes. Globally, women spend significantly more of 
their lives in poor health compared to men.2 Women visit health  
care professionals more often than men and the services they receive 
more often surpass the deductibles. This difference persists even 
when excluding maternity claims.3 

When nearly half of the workforce is facing these issues, it comes  
at a real cost to organizations, whether through presenteeism,  
absenteeism, low productivity, burnout and/or talent loss. Designing  
a benefits plan with a strong network and virtual care options can help 
address these gaps and may come at a minimal cost to employers.  
In fact, Deloitte Research found that the cost to employers to 
cover this actuarial value gap is less than $12 per employee per 
year, or less than $1 a month.4 

These issues present significant challenges to women navigating 
their health, but this is only a cursory look at where they begin. No 
discussion about gaps in women’s health care is complete without  
the mention of maternal health. 

KEY TERMS 

ABSENTEEISM 
When employees are not at work 
when they should be

PRESENTEEISM 
When employees are at work but  
unproductive because of stress,  
illness or other reasons 

BURNOUT 
A state of emotional, physical  
and mental exhaustion caused by 
excessive and prolonged stress
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Mothers at the center of unbalanced care.

Women navigate care gaps across the full spectrum of their health 
journeys. But these challenges are amplified within maternal 
health. Despite having one of the most advanced health 
care systems in the world, the U.S. has the highest maternal 
mortality rate among developed countries.5 Many of these 
preventable deaths stem from the central problem of access to 
care. 35% of U.S. counties are maternity care deserts.9 In fact, 
one in every 25 obstetric units in the U.S. closed their doors in the 
last two years, resulting in fewer choices, increased stress and 
greater travel times for those giving birth.6 

These gaps in care extend beyond physical health complications,  
as well. Maternal behavioral health deficiencies are also a 
significant issue in the U.S. Thirty percent of mothers were never 
screened for mental health problems during or after pregnancy.7 
Women of color are disproportionately affected by these issues, 
suffering from depression during pregnancy more often than white 
people: As many as 54% of Latinas and up to 28% of Black women 
in the U.S. have experienced pregnancy-related depression.8

Given the shortage of access to obstetrical services, gaps in  
care and the fact that designing the right benefits plan is crucial 
for employers in support of expectant mothers in their workforce. 
With a spectrum of care options in place, mothers can access  
high-quality, culturally appropriate care (virtually if needed)  
and be guided toward valuable community resources. 

As many as 54% of Latinas 
and up to 28% of Black women  
in the U.S. have experienced  
pregnancy-related depression.
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The physical and  
mental health of 
mothers directly 
translates to the  
health of their  
babies, often 
generations later.

Women at the center of family health.

Every woman should have access to high-quality, health care, regardless of 
whether she has a family. But it is worth noting that women’s health is always 
central to more than their own individual health; it’s deeply connected to the 
health of the rest of their family. Women are usually responsible for the health 
care decisions of the entire household and prioritize coverage that will seamlessly 
apply to their family members. Offering strong benefits throughout every stage of 
a woman’s life makes their decision process — and their satisfaction and retention 
as an employee — that much easier. 

But that’s only the beginning of this connectivity between women and family 
health. The physical and mental health of mothers directly translates to the 
health of their babies, often generations later. Children of those with maternal 
morbidity, for instance, are at higher risk for untimely death or chronic 
health issues like asthma, cardiovascular disease or behavioral health 
challenges.10 

Addressing this issue is more nuanced than offering a comprehensive benefits 
package. In addition to offering the right benefits to employees, employers 
should prioritize the cultural health of the workplace, ensuring that workloads 
are balanced, burnout is promptly addressed, and employees feel safe to 
communicate openly about behavioral health challenges as needed. Maternal 
stress alone can have an impact on their infants’ gut microbiome as late as two 
years of age,11 and prolonged or high maternal stress levels can affect a child’s 
brain development, emotional regulation and stress response.12
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Women at the center of business health. 

When employers create a positive, culturally healthy work environment, it isn’t  
just supporting the full health of their women employees in their workforce —  
it furthers organizational success by demonstrating the value of this crucial part 
of the workforce. Lack of appropriate benefits may drive women to experience 
mental health challenges at work, find new positions or leave the workforce 
altogether. In fact, 57% of employees have taken, or might take, a new job  
because another employer offered better reproductive and family benefits.13

Attracting and retaining female workers requires designing benefits  
that are appropriate for every stage of their lives. This includes designing 
benefits and encouraging overall support for the mature woman at work, an often 
overlooked segment of the workforce. Fifty-one percent of women want increased 
workplace accommodations for menopause.14 Some behavioral health challenges 
women may experience during this transition include irritability, low energy, 
sadness or difficulty concentrating, with as many as four in ten people affected.15 
To provide mature women at work the care they need, employers should create 
an empathetic, open and supportive culture within the workplace and regularly 
remind employees of all the resources at their disposal — including Employee 
Assistance Programs that may provide additional behavioral health support.
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We’re here for you, so you can be there for them.

Driving the health of your business and your workforce means putting women’s health at the center.  
Their wellbeing informs the health of so much more. We know you need real support to give them  
everything they need to be at their best. That’s why we’re here.

To learn more about how employers can embrace and uplift women’s health in the workplace throughout  
the entirety of their journey, check out our infographic or reach out to a Plan representative.


