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Freedom Learning Group (FLG) blazes the trail as an industry leader proving that a company 

can experience tremendous growth and profit while keeping a social mission at the forefront. 

FLG is challenging other companies to use the necessity of becoming virtual due to COVID-19 

as a viable option for their employees moving forward, by continuing to provide flexible, portable 

career opportunities to professional women in the Military Spouse and Veteran communities. 

Founded by a Military family, FLG is the leading educational courseware, content, and services 

provider powered by a global remote workforce. FLG entered the educational courseware 

industry in 2017 with a cutting-edge business model intentionally designed to fit the needs of 

Military Spouses, Veterans, and displaced professionals while keeping them competitive in their 

respective professional fields. 

Today, FLG’s social mission has expanded to include civilians, especially women because they 

too are experiencing drastic unemployment rates due to COVID-19. 

About Freedom Learning Group
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Freedom Learning Group (FLG) developed this white paper to share best practices around a global, 
remote, flexible, project-based workforce with other businesses. Military Spouse-led, FLG is a social 
impact-founded organization now backed by Achieve Partners. FLG is committed to building new 
models for learning and education, along with new pathways to economic opportunity. 

“We’re challenging businesses across the nation to be the solution for Military Spouses and women 
looking for remote and flexible work opportunities.” -Elizabeth O’Brien, CEO

Women, especially those with children, have been disproportionately impacted by the global pandemic.1 
COVID-19 has forced women to leave the workforce in record numbers. Historically, employers are 
not positioned to offer competitive career opportunities that also allow women to support their families 
from home. Women are down 5.4 million jobs from February 2020.2 It is feared that this mass 
exodus from the workforce will set women back generations. Women with children are experiencing 
the steepest drop of any population as children in virtual school often need a parent to facilitate and 
employers are not equipped to provide flexible, remote work. Since the Military Spouse population is 
92% female, the issue of unemployment is further exacerbated by the additional stressors of being a 
Military family along with COVID-19.3

According to Blue Star Families 2020 annual Military Family Lifestyle Survey, Military Spouse under- 
and unemployment — consistently a top issue for active-duty spouse respondents — may have intensified 
due to COVID-19 impacts. This issue rose to the top five issues for active-duty service member 
respondents for the first time. Since March 2020, 42% of active-duty spouse respondents who had 
been working prior to the pandemic reported they had stopped working at some point during it, with 
layoffs and furloughs as the top reported cause. Most (68%) of those who stopped working remained 
unemployed at the time of survey fielding. Spouses identified remote/telework, transferring to a new 
location within the same company, and more flexibility from their service member’s command over their 
day-to-day job demands as preferred solutions.4 

Introduction

Women are down 5.4 million jobs 
from February 2020.2
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“We’re challenging businesses across the 
nation to be the solution for Military Spouses 
and women looking for remote and flexible 
work opportunities.”

- Elizabeth O’Brien, CEO

”

Companies, both large and small, must address the issue of women dropping out of the workforce at 
unprecedented rates. Employers can break the cycle of Military Spouse and female unemployment by 
creating flexible and remote jobs. If no action is taken to counter the pandemic’s “regressive effects,” 
it is estimated to put global GDP growth at $1 trillion lower in 10 years than it would be if women’s 
unemployment simply tracked that of men in each sector.5 The solution for un- and underemployment is 
the same for Military Spouses and women as it is for many Americans - a flexible and remote workforce. 
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According to a recent McKinsey study, women are disproportionately impacted by COVID-19.6 The 
persistent gender wage gap is a significant factor in why women are leaving the workforce.7 As the 
caregiving burden increased, the higher wage earner continued to work while the lower wage earner 
bowed out. More often than not, the higher wage earner was a man.8 McKinsey reports that companies 
can respond by recognizing factors that contribute to the steep dropout rate.  

Contributing factors include:

“We are not working from home but rather sleeping in our offices” has become a commonly used 
phrase since the start of COVID-19. Organizations need to be extremely mindful of ensuring 
employees receive the support and work-life balance they need while working remotely. 

Companies can respond by addressing the factors that predict whether employees are considering 
downshifting their careers or leaving the workforce: 

• Lack of flexibility at work
• Limited or no child/elder care 
• Lack of dedicated workspace or home office 
• Unreliable internet service 

• Lack of flexibility in work schedule
• Lack of work-life balance and feeling like an employee always has to be “on”
• The pay gap contributes to women leaving the workforce during COVID-19
• Worry of caregiving duties negatively impacting work performance review 

 • For example, needing to keep a video call on mute because children are home often makes  
    someone seem less available.9

Why are Women Experiencing  
Unemployment?
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FLG is an intentionally built company made up of a remote, flexible, project-based workforce–a visionary 
model created by our co-founders to create socio-economic mobility for an underserved population. 

We are expanding our talent community through flexible and remote work opportunities coupled with 
last mile training, a concept which focuses on retraining and upskilling our workforce to meet the current 
and future needs of our clients. 

Since inception, FLG is proud to have 74% of our workforce represented by women. When 
COVID-19  forced women out of the workforce, FLG became a landing zone for those seeking flexible, 
meaningful employment opportunities with contributors in 36 states and 10 countries.

FLG’s Solution

MILITARY SPOUSE POPULATION

92% 8%
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We’re challenging businesses across the nation to be the solution for Military Spouses and women 
looking for remote and flexible work opportunities.

Best practices for sustaining a proactive, top performing, global remote workforce:

1. Create a pilot program. If creating an entirely remote workforce with flexible hours seems 
overwhelming at first, start small and create a pilot. Identify a team within your organization willing to 
experiment for three to six months. Select a team motivated and driven to be flexible and pivot when 
needed during the pilot. You will want to clearly identify the outcomes and schedule regular check-
ins to make improvements along the way.  

2. Advertise your open positions as remote and flexible. You will not be limited to a 
geographic area and incur relocation expenses and you will have access to incredible talent all over 
the world. 

3. Hire and retain Military Spouses. Offer additional flexibility or time off during PCS season 
(usually during the summer). Highlight current Military Spouse employees and shed a light on their 
experience and growth within your organization. 

4. Be realistic. If your team is remote and flexible, there will be lags in between communication. That 
means regular check-ins are imperative as are clearly defined milestones and deadlines.  

5. Celebrate work gaps. A gap on a resume might equate to a recharged candidate because they 
took a year off to care for their family, or better yet, focus on finding a job that suits their lifestyle. 

Recommendations for 
Consideration

Hiring
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6. Hire for project-based work. When hiring for project-based work, leverage the strengths of 
the individual, improving morale and well being. Use experience and skills to hit the ground running. 
Hiring for project-based work also allows companies to commit short term to someone who may not 
fit a perfect mold while providing a chance for them to prove themselves.  

7. Upskill your workforce. Companies that invest in their people see a return on this investment. 
Commit to your workforce and build new pathways for learning and job advancement. Implement 
Last Mile Training programs designing backwards from the job for the training. Go one step further 
to provide growth opportunities and formal training to ensure your workforce is successful on day 
one and beyond.  

8. Partner with key external stakeholders. Strategic partnerships help us reach target 
populations to provide career and economic pathways.

”“The stars aligned when I first discovered FLG, as education rings 
true in my heart. FLG looks for accomplished individuals to provide 
e-Learning curriculum development and my academic leadership 
background was a perfect match for their needs. I just relocated 
from Louisiana to Japan without skipping a beat in managing a few 
teams in content development and accuracy review. I doubt I will 
ever go back to brick-and-mortar positions because of how perfect 
FLG fits my lifestyle.”

- Stephanie W., Military Spouse and Project Manager
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1. Invest in technology infrastructure and talent. The backbone of a global, remote workforce 
is technology. Therefore, you must hire great talent to build and manage a robust internal 
infrastructure to ensure consistent connectivity and protect the business’s intellectual property. 

2. Prioritize security. Part of your investment in technology should be directed at cyber security. A 
remote workforce needs a technology infrastructure that is accessible from anywhere. Information 
and data will provide unique security challenges that your technology team needs to be equipped to 
handle.  

3. Promote team connections. Your team will need time to gather and casually chat and quickly 
exchange information. Utilize casual platforms and tools for “watercooler” talk (closed groups on 
social channels, chat rooms, whatsapp, etc.).

Technology

”“We have the technology necessary to reach team members across 
various time zones and with varying degrees of urgency. Sometimes 
an email or scheduled Google Meet will suffice, other times I use 
G-Chat or text if I need quick feedback or input.”

- Jennifer B., SVP, Public Affairs

10



1. Watch the clock. Be mindful of the time zone for all attendees and accommodate as many as 
possible. If it is unreasonable for someone to meet virtually, record the meeting and follow up with 
those absent. You may also have to stretch your workday to accommodate a meeting outside your 
time zone.  

2. Follow up. Take good notes and follow up your meetings with emails highlighting action items for 
team members who could not attend.

Meetings

”“Online meetings take up a large portion of most Team Members’ 
days, occasionally leaving little time for ‘heads down’ work or critical 
thinking. Because of that, it is so crucial to run efficient meetings 
so that we can all get a little time back in our day. Sending out an 
agenda with context and purpose of the meeting, ensuring every 
attendee is aware of what they should bring to the conversation, and 
then staying on track with that agenda are all so important. Ensuring 
you leave a meeting with either a decision made, or a detailed list of 
due outs is critical for next steps as well. In a 100% virtual company, 
the details matter, and we strive to keep on track and move forward 
at lightning speed here at FLG.”

- Meg V., Chief of Staff, Veteran
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Organizational Design

1. Design a flat organization. Keep the organization structure as ‘flat’ as possible to ensure 
communication flow from leadership doesn’t become diluted throughout management levels. 

2. Build scaled systems and processes to support the deployment of remote workers. 
Organizations can’t just stack remote workers onto an existing pyramid. They need to develop new 
systems that support these workers. 

3. Create a mentorship program. Peer-to peer mentorship programs enhance the onboarding 
experience and immersion process for new employees. It also helps connectivity, engagement and 
promotes networking.  

4. Be flexible - and mean it. This might be the most challenging hurdle - allowing for “flex” work 
schedules; letting employees get their work done when it works for them. If patience can prevail, you 
will get a better work product.  

5. Demonstrate commitment. A commitment to this culture must begin at the top. A flexible 
remote workforce doesn’t mean the company is accommodating one team member’s schedule, it’s a 
benefit and responsibility enterprise wide. The Senior Leadership Team must commit to this new way 
of work and demonstrate leadership and open communication across time zones. 
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”“With everything going on in the world it is so important to have 
more than one source of income. For me that was never a possibility 
until I was hired with the FLG. Having a career that allows me to 
work remotely has provided me a sense of stability and certainty 
in a time where nothing is certain. This has kept my stress levels 
lower and FLG is truly a family that cares about every single one of 
the employees and the care and compassion we display at FLG is 
something that I have never seen or felt in any of my previous jobs. 
Working remotely has also provided me the freedom and flexibility 
I need when all four of my children are now being homeschooled 
due to their school shutting down. All members at FLG understand 
the importance of family and how we all have to come together to 
support one another. Some days are easier than others, working 
when and where I can has also provided me the mental outlet that I 
need to keep my sanity. 

One tip that I have for anyone working remotely is to set hours for 
yourself. Schedule how much time you will work each day and stick 
to it. Take breaks when needed and give your kids the attention they 
need. Just be flexible and relax. We have to stop trying to control 
this situation and just adapt as things around us continue to change. I 
am truly grateful for the support of the FLG family as we all navigate 
this difficult time.”

- Amanda S., Subject Matter Expert
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1. Schedule listening sessions. Schedule CEO or other Senior Leader listening sessions for all 
employees via a virtual platform. This is a great way to connect, encourage and receive feedback.  

2. Communicate frequently. Send bi-monthly emails from the CEO and Senior Leaders. Highlight 
new hires, promotions, benefits and other company news to keep the workforce connected to your 
brand and stay mission focused.  

3. Accommodate your team. Always encourage the use of video during virtual meetings to allow 
for a more personal connection, but don’t demand it. Provide latitude for team members to call in, 
like good old fashioned conference calls in 2019.

Communications

”“The Senior Leadership Team at FLG has a “Virtual Open Door” 
policy. While there are checks and balances in place that keep 
this large organization running efficiently, it is evident that senior 
leadership, including the CEO, encourage kinship among all 
employees and contributors. Our global team is not limited by 
geographical boundaries but rather inspired by them!”

- Nora A., Military Spouse and Associate Director of Communications
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1. Be human. Trust and grace are two of the most important factors when implementing and 
maintaining this new way of working. Trust your team is getting their work done on time and give 
grace when needed. Cover for each other, help one another, take notes, follow up, and provide 
reminders, when necessary. In the end stay focused on the mission and deliver a quality product and 
service on time. 

2. Develop a referral program. Referral programs are a great way to grow your talent pipeline. If 
employees are happy they will be excited to assist in the recruitment process.

3. Launch or enhance your internal Business Resource Group or Employee Resource 
Group. This is an excellent opportunity for team members to grow their network, develop 
professionally and share best practices for working in a remote environment. 

4. Recognize your contributors. Start a Wall of Fame and highlight key leaders in your 
organization monthly or quarterly. Allow team members to nominate one another for their 
extraordinary efforts and accomplishments. 

5. Encourage community service. There may be team members in a similar area who would 
welcome the opportunity to come together to invest in their shared communities. 

6. Embrace and celebrate differences. Be purposeful in inclusion and diversity. Create an 
equal opportunity employment statement visible for all to see on your website and every open job 
description. A strong diversity and inclusion strategy will help retain top talent. 

Culture

 “I am a retired Naval Officer and a Military Spouse. As we moved 
to support my husband’s career, I often had to trade meaningful 
work for a job while starting at the bottom of a company again and 
again. With FLG, I can stay competitive in my field of expertise 
even living in a spot with very limited job opportunities. My 
absolute favorite reason for working with FLG is the flexibility. It 
allows me to set a strong example for my daughters, as I can strike 
a work-life balance while supporting my family’s needs.”

- Jenna D., Veteran/Military Spouse, Subject Matter Expert 

”
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“I joined FLG as a part of the Salesforce Fellowship. My experience 
with FLG is nothing but the right fit and a right on-time experience. 
Although every touchpoint has been virtual, I can sense the support 
and genuine relationships that are being shared. From day one, 
the FLG team made me feel welcome and made themselves and 
the resources that I needed available to me to be successful.  In 
my upskilling and reskilling journey, FLG has helped me build 
professional character by making me tap into unknown capabilities 
that I didn’t know existed in just three months. As a Military Spouse, 
I am forever grateful to have been chosen by FLG to help build and 
maintain its Salesforce platform. Here’s to an organization focused 
on ensuring that Military Spouses are hired and stay hired.”

- Eudora S., Military Spouse and Salesforce Administrator 

”
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At FLG, we believe the future of work is both flexible and virtual. FLG will continue to create workforce-
focused change for underserved populations leading to a path of economic opportunity. FLG is 
challenging businesses worldwide to be a landing zone for those looking for meaningful and flexible 
work. The future of women in the workforce depends on it. 

Freedom Learning Group is majority owned by Achieve Partners. Achieve is an impact investment firm 
with the goal of placing 100,000 Americans into meaningful careers in high-growth industries. Achieve 
companies support America’s workforce through “Last-Mile Training,” or training in the high-demand 
skills and competencies that enable diverse and underrepresented talent to accelerate their careers 
and drive socioeconomic mobility.

Conclusion
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