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1.0
Introduction
What is the point of the economic success of businesses and societies if it is matched by growing unhappiness, relationship breakdown, and lack of economic and relationship security in which to raise children
.
Overwork is surfacing as a point of conflict in more relationships. Many people are working harder, and personal relationships are often the first casualties (Shellenbarger, 1999, cited in Pocock, 2001). Family counsellors in the US report an increase in couples citing partner’s long working hours as a problem for their relationship. While there are no statistical data for New Zealand, interviews with relationship counsellors confirmed this also appears to be the case in New Zealand, with the issues extending beyond long hours to include other factors such as frequent travel, irregular and unpredictable hours, and work intensity.
Bradbury (2003) found that acute and chronic stress from external contextual factors impact on the quality of relationships beyond interpersonal skills. Working on behavioural change through counselling is, therefore, not sufficient to improve relationship problems. The contextual factors impacting on the relationship also need to be addressed. Paid work is one of these contextual factors. The stresses from paid work that can impact on relationships are diverse, ranging from overwork to unemployment.
Quality personal relationships are dependent on time together free of work interruptions (including psychologically having the mind still on work so not really being present and available when with a partner or friend). As well as spouse/partner relationships, some patterns of paid work can impact on the ability to establish and maintain friendships, which are an important factor in people’s wellbeing, and on relationships between colleagues/workmates, which are an important part of the workplace. Work-life balance issues are generally not considered by employees or employers until a crisis occurs (UMR, 2003), by which time it might be too late: a relationship may fail, a family separate, a business lose good employees in whom it has invested.

The relationship between paid work and personal relationships is not unidirectional, however, nor is it only negative. Paid work can have both positive and negative effects on personal relationships. On the other hand, personal relationships can have both positive and negative effects on the workplace. This review outlines these diverse interactions between paid work and personal relationships and concludes with steps workplaces can take to minimise the negative impacts and enhance/reap the benefits of good personal relationships for their employees. It also presents an argument for the importance of these interactions for society and political economy.
2.0
The diverse nature of the link between paid work and personal relationships
The nature of the link between paid work and personal relationships is complex and depends on:
· the types of relationships

· the types of work

· the types of people.
Patterns of paid work can affect both the establishment and maintenance of relationships.
2.1
Types of Relationships

· Marital/partner

· pre-marital romantic/lover 

· gay/lesbian
· friendship – social networks
· workmates/colleagues.
2.2
Types of Work

· Professional/managerial

· Shift work

· Non standard work – casual work, multiple jobs, irregular hours, on-call, temporary, fixed term contracts, portfolio work, teleworking 
· Unemployment.
2.3
Types of People

· Men/women

· Old/young

· High socio-economic status/low socio-economic (SES)
· Gay/lesbian/heterosexual

· Ethnic/cultural differences.
3.0
Why is paid work and personal relationships an issue?
3.1
Changing demographics - Some facts and figures

Long hours
The proportion of NZ workers working more than 40 hours per week: 

· 35% of all workers

· 48% of men

· 19% of women

Source: SNZ, Labour market Statistics 2003, Table 7.03, from HLFS 

Long hours occur at both ends of occupational scale  
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Source: SNZ, Labour market Statistics 2003, Table 7.08, from HLFS

Breadwinner couple model

In 2001 only 8% of adults in the main workforce ages (15-64 years) lived in a traditional breadwinner couple where the man was in full-time work and the woman was not in the labour force at all
. Yet this is the model that prevailed when the 40 hour week was instituted in NZ in the 1940s by the first Labour government. 
· In 1951 only 8% of married women were also in paid work
· In 1945 89% of married women were engaged full-time in domestic duties.

Compare that with today. In 2001, census data show that:

· 41% of adults aged 15-64 years are single
· 43% live in couples where both partners work, (half of these are both full time)

· 21% live in couples where both work full-time

· 4% live in couples where neither are in the labour force

· 8% live in couples where the man in FT work and the woman is not in the labour force
· the rest (4%) are unemployed, not specified etc.


Work and relationship patterns, ages 15 – 64, 2001
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Source: Customised data provided to the author by Statistics New Zealand

It is difficult for anyone today, single or married, with or without children, to combine work and life on the basis of traditional workplace hours and priorities dating from the time of the “male breadwinner and female domestic/caregiver” model which no longer exists for the majority of workers. A study in Australia has shown the desired number of hours worked for a full time week to be 30-40 maximum (Russell, 2003).
Not only are individuals working longer hours, but there is no one at home doing the unpaid work, so the total “work” hours (paid + unpaid) have increased beyond the sometimes relatively small increases in paid work hours for an individual. As one New Zealand relationship counsellor put it: 
Everyone is just exhausted. For couples with young children tensions between the partners result from either trying to manage both couples in paid work - or from the financial pressures that arise from reduced labour force participation.

3.2
For individuals

Relationships with friends, family, partners and workmates are important to individual health and well being and a buffer to stress. (Russell and Bourke, 2000; Pocock, 2001). The 1997 US National Study of the Changing Workforce found that married employees have less time for themselves than 20 years ago and this is associated with lower personal wellbeing (Pocock, 2001). While a UK study found growing evidence from longitudinal studies that having a supportive close relationship is related to living longer and less psychological distress (Russell and Bourke, 2000). Another US study cited by Russell and Bourke found that higher quality marital relationships can buffer the negative stress effects of job demands for fulltime employed dual–earner couples.

3.3
For society 

The establishment and maintenance of personal relationships is important to the health and wellbeing of society (Russell and Bourke, 2000; Pocock, 2001). Relationships, from socialising to meet friends and potential spouse/partners, to maintaining those relationships once formed, requires time and energy. Paid work also takes time and energy, and in recent years has been encroaching on that needed for personal relationships.  
Future workforce and consumer market

In the long term macro-social perspective, socialising and the formation of friendships is a precursor to the formation of couple relationships which have the potential to create and raise children. Without this series of social reproduction events, there would not be any future workforce or consumers. Personal relationships and the workplace/market place are interdependent. (Pocock, 2001; Harker, 2003; Matz, 2003). Yet the culture of the modern workplace can be “implicitly hostile to notions that people should lead full and productive lives outside the workplace” and work-life issues are perceived as the individual’s responsibility and there has been little challenge to the overwork culture (Harker, 2003:10).
As a society we continue to place higher value on work and achievements related to paid employment than on our varied roles in our families and local communities. There is weak recognition of the importance of caring for one another and consequently we are required to fit our caring roles around the demands of the workplace rather than seeing them to be of equal value. 
(Harker, 2003:10).

Families are left struggling to resolve one of the most insidious paradoxes of market encroachment. The market benefits from the family’s production of social capital, which is made more difficult by the intensification of work and longer hours that create hidden costs for the family and social infrastructure. (Pocock, 2001:25).

There has been a decline in the forming of partnerships, either legal or de facto, since the 1970s (McPherson, 1995
). While this is not necessarily a consequence of changes in the workplace, attempts by women to balance paid work and family have resulted in entrenchment of low fertility, to sub-replacement levels, in New Zealand, many European and other western countries and Japan. Fertility levels in New Zealand are clearly inversely linked to occupational level, with women in professional and managerial occupations, particularly those who are full-time, being less likely to have children, or having fewer children than those in other occupational groups (Sceats, 2003:162 table 7). This is consistent with it being women in urban areas who are having low rates of childbearing. 
Sceats’ work in New Zealand shows that the experiences of New Zealand women suggest an increasing number are having to make a choice between family and career, despite the fact that they have opportunities undreamed of by previous generations of women in terms of the occupations they can enter and if and when to have children. 
The combining of work and family life is harder than it has ever been. People work long hours in a very competitive and fast changing labour market in which there is no job security any more. Unless some changes are made to accommodate the dual roles of men and women as members of families as well as members of the workforce, it would not be surprising if increasing numbers of young New Zealand women look at their options and conclude, as many of their counterparts in Europe and Japan have done, that trying to “have it all” is a bit too hard, and decide not to have children after all. (Sceats, 2003:169).

With fertility levels declining there is a need for us as a society to rebalance priorities and reform the relationship between work and family.

[N.B. Maori, Pacific and other cultures traditionally place higher priority on relationships. However, for the most part, living in a post-industrial society means they also are faced with the economic reality of the importance of paid work for their survival.]
3.4
For families

Relationships are the key to family formation and survival. According to Australian work-family researcher Graeme Russell, relationships are also fundamental to parenting (Russell, 2003 conf paper). He cites work by British researcher Michael Lamb showing that marital conflict is the most consistent and reliable correlate of child maladjustment (Lamb, in Russell paper Wgtn. conf.) According to Russell, the most important thing fathers can do for their children is to pay attention to the relationship with their partner. (That could apply whether the couple is co-resident or in separate households.) The ability to cope with a new baby is also dependent on the quality of the parental relationship (Russell). 
Workload commitments are a major barrier to being involved in relationships and parenting by fathers. Over half (53%) of those Russell surveyed in Australia (n=3977) said that job and family life interfered with each other and they would prefer to work 10 hours less than the current 47 hours per week average.

3.5
For spouse/partners

From her years of experience in relationship counselling in New Zealand and her knowledge of the literature, Pritchard (2002) has developed a “recipe to keep couples in sync with each other”. There are five key ingredients, two of which are “side by side time” and “face to face time” which together create a “credit bank” for the relationship to draw on in times of stress. Without this, she says, there is no emotional bank to withstand stress in the relationship.

Side by side time means companionship, leisure, playtime, shared interest, activities, projects. This restores a sense of the original bond. If it is missing then couples spend their time together arguing about how neglected they feel by each other.

Face to face time means communication beyond the logistics of running the household, about worries, dreams etc. This personal intimacy is necessary for closeness in the relationship which in turn is a prerequisite for sexual intimacy.

Long work hours by one or both partners (including unpaid work) detract from time and energy for the relationship bank. Then, according to Pritchard, even little problems and stresses have major impacts.

Positive relationships need leisure time together to relax and talk as a necessary precursor to affection and sexual intimacy (Russell and Bourke, 2000; Pritchard, 2002; Crouter et al; 2001; Weston et al, 2003; New Zealand Council of Trade Unions, 2002). Long hours for men are associated with emotional distancing from partner (Pocock, 2001). 
Two New Zealand studies provide examples of these findings. Time alone with one’s partner was considered important in the New Zealand UMR study (2003) carried out for the Department of Labour; as one male employer from a medium-large business put it:
One thing I’d like to do more is spend more time with my wife, just the two of us, as a couple, without the kids. The last time we went away as a couple was probably three or four years ago.
The impact on sexual intimacy was identified by a builder in the New Zealand Council of Trade Unions Study (2002:32):
We both work long hours. I’m out of the house from about 6 in the morning until 7 at night. My wife works from 3pm until 9 pm. When she gets home I’m usually in bed asleep. On the weekends we both work Saturday morning, so Saturday afternoon and Sundays we spend with our son. About 6 months ago [we] realised that we never had any real time together as a couple, we were certainly never having sex.

The negative outcome of relationship breakdown was also expressed in the New Zealand Council of Trade Unions study (2002:32).
We were both working very very long hours as doctors. We never really saw each other. And when we did it was in passing, or when we were both conked out at home. We were like flatmates rather than husband and wife. You can’t keep a relationship going like that.
In the 2004 EEO Trust on-line survey on paid work and relationships two out of three respondents (64%) who had a partner said that paid work affects the amount of time spent with their partner (McPherson, 2004). Just over half (53%) said paid work also affects the quality of time spent with their partner. The findings were similar for both men and women. It was the 30-49 age group that were most likely to report negative impacts of paid work on both amount and quality of time with their partner, but a similar proportion of those aged under 30 also reported the negative impact paid work has on the amount of time with their partner.
These views are supported by the following findings from a nationally representative survey by Relationships Australia (Johnston, 2003). 
· 89% agreed that these days more relationships are in trouble because finding a balance between work and family life is so difficult. Over half (58%) agreed a lot with this statement.
· 93% agreed that being a good husband/wife/partner was important (73% very important) compared with 68% who agreed that their job or occupation is important (33% very important).

· 38% said that lack of time to spend together was an issue negatively influencing their relationship with their partner. This was the most frequently reported issue.
· Rearranging working hours was the most common strategy for ensuring time together (17%).
But according to Pritchard (2002:182) 
‘Family friendly’ work policies go some way in recognising the importance of workers’ home needs and priorities by providing flexible hours, the opportunity for shared work, time off for sick children and to attend school activities, but still do not cater for the couple’s needs for time and ease and togetherness.
Often the problem of long work hours or draining work demands (from work intensity) are not identified by the worker as a problem, but by the partner (Pocock, 2001). This was borne out in analyses in the EEO Trust on-line survey of the perceived negative impact of paid work on their relationship by each partner’s hours in paid work per week (McPherson, 2004). 
Usually if the man is working long hours the domestic load falls almost entirely on the woman, who is most likely doing paid work as well, and this leads to resentment and erodes the relationship (Pocock, 2001). It also limits the woman’s career options in order to cope with the domestic load as well as paid work, and in order to accommodate her husband’s career driven geographical moves.

Ultimately the demands of the husband’s career can impact on the relationship to the point of divorce, and then the woman is left seriously disadvantaged economically as a result of putting her paid work in second place to her husband’s paid work and their joint domestic needs (McPherson,1995). One relationship counsellor key informant notes that increasingly this is as likely to be by male partners with high achieving partners as by women.

Partner’s perceptions about long
, unpredictable or irregular hours affect the impact of those hours on intimate relationships. If the long hours and consequent rewards are a shared goal, there may be no or little impact. But if one or both partners are unhappy with long hours, then it will be a problem for the relationship. Workaholics and those who choose or enjoy long hours do not have relationship problems unless it is a problem for their partner. But if the wife/partner is dissatisfied with the husband’s work hours, it will lead to marital tension (Crouter et al, 2001; Russell and Bourke, 2000; McMillan & O’Driscoll, 2003). 
Tiredness, irritability, spill-over into home-time (not switching off or constantly on call by phone/email i.e. not available even when physically present) and deadline/time pressures, lead to conflict, fighting, and lack of emotional and sexual intimacy as a result of lack of together time (Pritchard, 2002; New Zealand Council of Trade Unions, 2002).

The outcome is often a choice between the relationship or the job: divorce or a reduction of hours (Pocock et al, 2001). Most try to change the family rather than the job (Gautier, 2002). 
As one relationship counsellor key informant put it:
People feel increasingly high demands from the workplace leading to an issue of priorities and values with partner/family treated as optional and work as compulsory/first priority. Putting work demands ahead of family and partner needs results in conflict - people feel they have no choice but to meet work demands and this results in partners feeling undervalued, second best – leads to resentment. 
In the words of another relationship counsellor key informant:
The work situation is perceived as inflexible, unchangeable, so it is the relationship that is neglected in order to meet work demands. To do otherwise would be to be judged negatively in the workplace (which seems to matter more than being judged negatively by partner!).

Barriers to arranging couple time are exhaustion, cost of babysitter, or power struggles over which partner is responsible for organising it. It is generally seen as the woman who wants it so she should organise it, which is perceived by her as lack of commitment to the relationship by the partner and lack of valuing her as important – she is perceived as coming second to work – “work is like an affair – it drains emotional energy and time for the couple relationship”. But it can apply to men in relationship with high achieving woman. 
In a UK study 3% of long hours workers had divorced because of the long hours, and 4% of workaholics (i.e. those who enjoy long hours), 27% had strained relationships with a spouse/partner, and 11% had experienced relationship break-up as a result of long hours (Institute of Personnel and Development, 2001). In the 2004 EEO Trust on-line survey on paid work and relationships, 39% of respondents reported having a relationship break-up where the impact of paid work was a contributing factor (McPherson, 2004). The main reasons were work pressure/exhaustion/stress (66%), followed by long hours (54%), irregular or unpredictable hours (30%), shift-work (21%), frequent travel (20%), relocation (13%) and multiple jobs (10%).
According to Gautier (2002) research shows that most divorced men regret the break-up of their marriage and that 79% of 5000 managers surveyed in the UK believe that the long hours they work damages their relationship with their partner. A similar study in Australia found 42% of senior managers said work had a negative impact on their relationship with their partner (Russell and Bourke, 2000).
There is little reliable research on the impact of divorce on workplace performance/productivity, although Russell and Bourke (2000) claim that the links between productivity and personal relationships is accepted.
3.5.1
Dual worker/career couples

For the younger generation the dual career couple model is becoming the norm. Younger males are more likely than their elders to have a partner working full-time, and an Australian study found that 63% of males under the age of 35 years would refuse a job, promotion or transfer if it would have a negative impact on family life or their partner’s career (Russell and Bourke, 2000). The 2004 New Zealand EEO Trust on-line survey of relationships and paid work found that 38% of respondents had turned down a job, promotion or transfer because it would impact badly on their relationship (McPherson, 2004). More of those aged 30-49 (44%) had done so than those aged under 30 (30%) or over 50 (34%). Responses were similar for men and women.

A US study (Moore, 2002) found much lower levels of dual career couples refusing to relocate (10%) and made several suggestions of steps employers can take to address dual career couple issues for both men and women employees so as not to “restrict their future executive ranks to a tiny portion of the available talent” (Moore, 2002:67). 
Employers need to be aware of the needs of the dual career couple, as well as women, as being different from previous generations of male workers with wives managing the children and home front and supporting their careers. Even those whose wives are at home full time while the children are small are likely to give more weight to things like children’s schooling and stability, and wives’ support networks, friends, extended family etc. when considering transfer. Accepting transfer against the wishes of the family, or entering into long term commuter arrangements, can have negative outcomes for the family (divorce, breakdown) which in turn affects the performance of the employee.

Returning to the breadwinner/homemaker model is not a valid solution as such separate roles can have “distancing effects” on the couple relationship over time (Pritchard, 2002), which is also a factor in divorce, with the negative consequences for women who have no earning power, as outlined in section 3.3 above and in McPherson (1995).
3.5.2
Senior women executives and professionals

According to Hewlett (2002) it is difficult for successful women professionals to find partners, particularly as they age. Successful men have tended to marry women not on the career track who can support them in their career rather than acquiring an ambitious peer as a partner. (Younger men may have different attitudes/choices). Professional men seeking to marry typically reach into a large pool of younger women, while professional women are limited to a shrinking pool of eligible peers.

Males are less likely to forgo their own career advancement to take over the main caregiver/home front role that would allow their female partners to put in the hours, travel, prioritising of work over family that is perceived as, or is, necessary to fulfil senior management roles. A US study found that while three out of four women executives had a spouse working full-time, conversely three out of four male executives had a spouse who was not employed at all (Galinsky et al, 2003).
The Tower/TNS New Zealand survey (2004) found that women worry more than men about earning more than their partner. Some women respondents to the EEO Trust on-line survey on paid work and relationships reported in the free comments section that their male partners were unable to cope with them being more successful or earning more (McPherson, 2004).  
3.5.3 
Men

According to Russell (2003), men are largely invisible in Australian work-life policies, yet New Zealand relationship counsellors find the issues relate increasingly to men. In counselling, those experiencing the above issues often speculate about how greater flexibility in the work place e.g. 4 day weeks, school holidays off/work at home – would improve the relationship by allowing them to take on more of the domestic and childcare responsibilities which fall inequitably on their female partner. Such flexibility is seen as necessary for both men and women, especially when couples separate and the children are in joint custody, usually week about with each parent. 
A New Zealand survey on ‘What Worries New Zealanders’ (Tower/TNS, 2004) found that changing roles and responsibilities at home and at work are shifting the focus of our worries away from money, towards the family. They found that:

· “Men are finding a change in roles and responsibilities at home and at work creates more worries for them, while women are feeling increased pressure to do everything. The latest survey results emphasise the importance of trying to find the right balance between work and home life today”. 
· One in five survey respondents frequently worried about finding the right balance between work and home life, particularly those with children. 
· Women aged 25-34 worry the most, with more than half frequently worrying about finding the right balance, compared with 32% of males aged 25-34. 
· One in four women and one in five men frequently worry about the sacrifices they have to make to have a family today. 
· The percentage of those worrying frequently about time has increased from 11% to 28% in the last 12 months” (Tower/TNS, 2004).
3.5.4
Young people - establishing relationships

The main path to childbearing is still through the formation first of a stable relationship. Long, unpredictable or irregular hours can have a negative impact on the establishment and maintenance of intimate relationships. In a UK study, 20% of those aged less than 30 years said that long hours had caused a relationship to break up (Institute of Personnel and Development, 2001). In the New Zealand EEO Trust on-line survey the comparative figure was 39%, but this was based on a self-selected sample who were more likely than the general population to be working longer hours and might be more concerned about this issue (McPherson, 2004). The following quote is from the EEO Trust survey:
Currently my partner and I are both working in excess of 50 hour per week and it is ruining our lives, we have very little time together and when we do we are both shattered from the amount for work we are doing. The odd occasion that we do get to see friends it’s a struggle as we are both so tired and stressed that it is very rarely any fun anymore. We are both 24, we are too young for working such long hours for very, very low salaries.

Insecurity of work for young people also affects their ability to establish a long term committed relationship with a view to starting a family. Having children and taking out a mortgage require a secure income and shorter, regular hours for both men and women. Both men and women of the younger generation want work/life balance: it is not just a women’s issue. Few men believe work/family balance is possible in practice given the way paid work is currently organised (Lewis and Brannen, 2000).

School age young people and tertiary students who have part time jobs as well as study have little time left for socialising with friends which is an important part of their development at this age. (Shellenbarger, 1997)
3.5.5
Gay/lesbian partners 

A New Zealand relationship counsellor says that all the same tensions and issues between work and relationships emerge in the counselling of gay couples. 
The issue is identified as being how to resolve individual career fulfilment within couples where the fulfilment of one partner requires compromise, sacrifice or change by the other partner that, due to the temporary nature of many modern relationships, may not ever be reciprocated later.

But there are additional issues around relationships and the workplace for gay people. For instance, are their partners welcomed, acknowledged, eligible for the same benefits as heterosexual partners, or are they excluded, hidden, regarded with hostility.

I was unable to apply for positions overseas as my partner was not eligible to accompany me.
(From Australian study of lesbians in the workplace, Asquith,1999).

The NZ legal position on gay partners in relation to employment is unclear. The HRC says there are two relevant pieces of legislation, but no clear-cut answer so decisions are up to the employer. While the employer cannot discriminate between de facto and married couples, and cannot discriminate against gay individuals, the issue is unclear as to whether gay relationships qualify as de facto marriage. (Verbal to CC from HRC 12/03)

Some employers have positive policies. For instance, Air New Zealand, as far back as 1994, extended travel benefits “to any one person of a staff member’s choice, which may include partners of staff members regardless of their sex” (EEO Trust newsletter, July 1994 No.8).

3.5.6  Abusive relationships

Domestic violence can have an impact on the workplace through lateness, absenteeism, exhaustion, interrupted tasks, lack of creativity and concentration, lack of focus, physical injuries, repeated calls from the abuser and threats and vandalism at work. As well as the devastating effect on the individual, the estimated cost to the New Zealand economy is $1.235 million a year (Lake, 2002). Auckland City Council has led the way in New Zealand by introducing policies and programmes around screening and protecting employees experiencing domestic abuse (see Appendix 3 for further details).
3.5.7
Shift-workers 
Shift-work is likely to affect the amount of time a couple can spend together, as illustrated by this comment from the EEO Trust on-line survey on paid work and relationships (McPherson, 2004).

I work in the retail environment and I truly believe that this is the worst area for putting pressure on a relationship. With the competitive retail market the stores are required to open longer and longer. I especially found leading up until Christmas that I was getting home at 12.30am and my partner was starting at 4.30am. You are then required to work all the stat days when your partner is off. I am currently on holiday for three weeks but my partner is unable to get leave. Finding the correct balance would be bliss.

For some low income workers, couples work alternate shifts in order for one to be available for childcare, hardly seeing each other. This erodes the couple relationship and can result in family break-up.

According to a Johnston (2002), divorce rates are up to 60% higher for shift-workers than for day workers. A joint runner-up in the small to medium organisation category of the EEO Trust Work Life Awards 2002, the Bakers and Pastrycooks Union, noted the high rate of divorce in their industry as a consequence of long hours and shift work.
As more occupations and industries move to a 24/7 operation, increasing numbers of workers are involved in shift-work: one in five workers in western industrialised countries is a shift-worker (Johnston, 2002).
Shift-working also affects friendships and social life, as shift-workers are often working during normal socialising times, such as evenings and weekends.

I’ve got mates I’ve tried to keep up with since starting this job but it’s just too hard. When I’m not working they’re working, and when they’re free I’m at work or asleep. Besides, if your mates are shift-workers as well, they understand what it means, that sometimes you’re just too tired to do anything and you just want to hang at home and not do much. (Machine operator, NZ Council of Trade Unions, 2002:27).
Similar comments were made by respondents in the EEO Trust on-line survey on paid work and relationships (McPherson, 2004).
3.5.8
Non-standard workers (casual work, multiple jobs, irregular hours, on-call, temporary, fixed term contracts, portfolio work, teleworking) 

Insecurity of casual income has a negative impact on couple relationships – for instance, it may mean a couple has to share accommodation with other people because they can’t take on the commitment of regular mortgage or rental outgoings themselves.
Irregular work also affects the ability to plan ahead, and often means constantly cancelling arrangements with friends and partners.
Family friendly work/life policies generally apply only to those in the permanent core workforce, e.g. those on short term contracts, self employed, causal workers do not qualify for paid parental leave. Yet the proportion of the labour force outside this permanent core appears to be increasing. While Statistics New Zealand does not collect data on non standard work, from 1986 to 2001 there was a decline in males of all age groups from 25-29 to 55-59 years who were in full-time work (from over 90% to between 70%-80%) and a doubling of those not in the labour force, together with small increases in those in part-time work and with work status not identifiable (see Table 1, Appendix 1).
According to one relationship counsellor, temporary work or jobs with irregular incomes (such as sales and real estate) are seen by some partners who present at counselling as not “family friendly”. The financial risk associated with such jobs can lead to relationship tensions due to a perception from one partner that a worker in such jobs is “putting individual needs ahead of family needs”. A respondent to the EEO Trust on-line survey on paid work and relationships had this to say about the work-related factors that contributed to relationship break-up:
[Job factors contributing to the break up were] Job pressure of dealing with fickle clients who lie and stress of 100% commission based income in its irregularity.
3.5.9
Unemployment

Too little work also has a negative impact on the ability to form and sustain relationships (Pritchard, 2003). Four out of five respondents (82%) to the EEO Trust on-line survey on paid work and relationships thought that doing paid work had a positive effect on their relationships (McPherson, 2004).  
Lack of paid work especially affects men’s ability to form and sustain a relationship and family. Australian research from the National Institute of Labour Studies shows a link between male unemployment and being single and/or childless, with increasing numbers in this position: 35% of Australian men aged 35-44 were both not married
 and not in full-time work in 2003 compared with 20% in 1978 (Horin, 2003). 
The changing labour market in New Zealand since the 1980s has also led to lack of secure full-time work for men with the decline of the manufacturing sector, the decline of unskilled work. New Zealand data also shows a relationship between marital status and labour force status. For example, in the 35-39 age group in 2001, 78% of men in full time work were partnered, compared with 48% who were unemployed and 45% who were not in the labour force (see Table 2, Appendix 1).
The following quotes from the EEO Trust on-line survey on paid work and relationships (McPherson, 2004) show that women with children also benefit from doing paid work.

As a working mother I find that being in paid employment adds to feelings of self-worth and gives a welcome break from the demanding and full-on nature of having children (although my job could also be thought of as demanding and full on - it is of a different nature), however it also negatively impacts on the time spent with the children.

Paid work provides my spouse with more motivation that she didn't have when off work. Home life is better when we both have a job.
Unemployment of new migrants affects their ability to form relationships with New Zealanders through the workplace and hence assist with integration into New Zealand society. Lack of income also affects their ability to form relationships and integrate through membership of clubs and societies (Trlin et al, 1999).
3.6
For friendships and social networks

Friendships are precursors to the relationships on which families are built, they are substitutes for family relationships, they help one cope with family problems, the are the models for workplace relationships, and they are important in their own right for a well balanced life.

All the impacts of long hours, irregular hours etc noted above on marital relationships also apply to the establishment and maintenance of friendships. The EEO Trust on-line survey on paid work and relationships found that the negative impact of paid work on the amount of time spent with friends/socialising was an issue for 49% of respondents, and the negative impact on quality of time for friends/socialising was an issue for 40% (McPherson, 2004). This is in line with an earlier New Zealand survey (Gendall, 1997) where 50% of respondents said that if they had more time they would spend it with friends, and 65% would spend it with family. Only 30% wanted to work longer hours (this includes people working part-time).

The New Zealand UMR (2003) qualitative study found refusing social commitments was seen as the easiest way to find time for other things, but as a result important social networks were often lost. A similar study commissioned by the New Zealand Council of Trade Unions (2002) also noted that for a number of workers the length or distribution of their work hours interfered with their social relationships, resulting in a decline in the number of friends they had and both the amount and quality of time they spent with them. Constant reorganising arrangements with friends because of last minute changes at work was specifically noted as an issue.

I look around me now and all my friends are workmates. I never see anyone I went to university with. I don’t have time to play a sport or be a member of a club, so I don’t have those social contacts either. One day you just look around and see how much work has taken over your social life.
(NZ Council of Trade Unions, 2002:27)
3.7
Relationships in the workplace

3.7.1
Workmates/colleagues

Relationships between colleagues/workmates are an important part of the workplace but may also be affected by poor work-life balance. Overwork/pressure results in irritability and increased arguments/reduced relationship quality with colleagues (UMR, 2003).  In the EEO Trust on-line survey the most frequent open comments referred to workplace relationships (McPherson, 2004). Respondents who felt their employer actively supported good workplace relationships were generally appreciative of it and saw it as a reason for staying.

The company I work for is a medium sized business. The owner makes sure she says ‘good morning’ to everyone every day using their names and asks genuine questions about how people and their families are doing. She does her best to make our workplace a close-knit one. This is reflected in the length of time the staff stay here with many having worked five years or more. That is very rare in the hospitality industry.

In contrast, those who felt their employer did not support good workplace relationships were dissatisfied and critical and saw it as a reason for leaving.

My workplace did nothing to promote good working relationships with other staff/management, which is why I have now resigned. Any social events were always staff organised and managed and management did not even like helping to pay for anything.

In terms of the question about what my employer does to build good working relationships – my employer does nothing whatsoever – even though good relationships are an expectation of all employees (as reflected in core competencies). I believe my employer doesn’t recognise the value of good relationships either at work or between employees and their partners, families, friends or communities. In the three years that I have worked for my current employer neither my partner nor my children have ever been invited to any event – social or otherwise. My partner has never even been to my workplace. I find this unacceptable and so does my partner and my children. If I leave my current position this year – this will be one of the main reasons.
The exception to the rule was this comment:

In my workplace there is pressure to socialise with people you work with outside of work whether you like it or not. I have my own friends and don’t wish to socialise with the people at work as I have nothing in common with them and they are bitchy and gossipy and not my sort of people at all.

However, another respondent sees the answer to this sort of situation being initiatives by the employer to improve workplace relationships and thus prevent staff turnover:
In my workplace there is no encouragement and little opportunity to build relationships with colleagues, and interpersonal problems are ignored, even when brought to the attention of management. Colleagues who are unable to get along are left in small workplaces all day together in high stress situations, with the result that they become depressed and one of them usually quits.

Encouraging social interaction through work social clubs and/or fun activities/events were seen in the UMR study as being beneficial to staff morale, particularly when management and other staff socialise together. New Zealand examples of this are XtraNZ and EEO Trust Work & Life Awards entrant UDC Ltd (see Appendix 3).
Friendships in the workplace are an important aspect of women’s work situations and some environments are more conducive than others to initiating and maintaining workplace friendships (Andrew and Montague, 1998). For example, for women engaged in routine and alienating jobs the relationship with co-workers is what makes the job bearable.
Friendship between women workers also helps them survive in male-culture work environments, whether this be male dominated occupations/industries or male managed workplaces (Andrew & Montague, 1998).
Team based projects or other tasks requiring interaction encourage workplace relationships, and social clubs/workplace activities enhance relationships between team members/colleagues whose work requires them to interact to achieve a goal. The EEO Trust on-line survey of paid work and relationships found that older workers and men were more likely to mention more formal work task type activities whereas younger workers mentioned fun/social activities (McPherson, 2004) suggesting that employers need to be aware of gender and age/generational differences when developing/offering initiatives to enhance workplace relationships.
3.7.2
Non standard workers

It is harder to develop relationships with co-workers in casual situations (Dowdeswell, 1997). Yet relationships with colleagues is one of most important characteristics of jobs, ahead of pay, especially for those in routine and unfulfilling jobs (Radcliffe Public Policy Centre, 2000; Andrew and Montague, 1998). 
3.7.3
Workplace as social meeting place

A paradox of the long hours and unsocial hours culture of shift work, is that the workplace is becoming the main meeting place for couples. Spending longer hours at work makes the likelihood of workplace relationships greater as people spend more time with their workmates than socialising with friends outside work. 
Those in paid work may also spend more time with workmates than with their spouse/partner. Work colleagues share the common interest/activity of work so may better understand the demands of the job and they do not make family/domestic demands. This can lead to the office affair. Mid 40’s executives, depressed by the conflicting demands of family and workplace and feeling unable to change situation may use an office affair to escape (Gautier, 2002). The following quote by a Maori male sums it up:
Some friends of mine have been married for seven or eight years and their marriage has just split up because they’re both facing the work-life … they’re not seeing each other enough and then they meet someone at work that shows a bit of attention and they’ll go. (UMR, 2003)

3.7.4
Policy on relationships in the workplace

Some organisations discourage and/or prohibit relationships of a sexual/romantic nature between employees as it may lead to sexual harassment claims if doesn’t work out.

Some organisations prohibit the employment of married couples within the organisation.

Relationships between managers and employees can result in biased decision making, both favourable and detrimental. Cases have been taken and won in New Zealand e.g. a redundancy decision made by a manager in a relationship with one employee who was not made redundant while an equal employee was made redundant (Fitzgibbons, 1999).

Confidentiality is another issue at risk when two employees are in a close personal relationship, or when a couple works for rival organisations.

The New Zealand Human Rights Act 1993 forbids discrimination on grounds of family or marital status but Section 32 allows restrictions on employment of any person who is married to, or living in a relationship in the nature of marriage with, or who is relative of another employee if:

· there would be a reporting relationship between them

· there is a risk of collusion between them to the detriment of the employer

· there is a risk of collusion between a person who is married to, or living in a relationship in the nature of marriage with, or who is a relative of an employee of another employer.
3.8
Maori and other cultural differences

For Maori and some other non-Western cultures there is a wider and different set of relationships and obligations than for Europeans. For example, relationships between friends and neighbours can be different/stronger/more important for non-Western cultures (Balsmeier & Heck, 1994).
Wadsworth (2001) says that for Maori, relationships with people and land can be a higher obligation than those with employers. This view is increasingly shared by some Europeans, particularly women, who place a higher or certainly equal priority on relationships and family as on demands of or success in the workplace. 
Another issue of the interface between personal relationships and paid work is that relationships of seniority at work are complicated by relationships of age status in Maori (and other Polynesian) culture.
Maori women are overrepresented in domestic violence statistics (Pouwhare 1999), therefore workplace policies and programmes which address domestic violence, such as those set up by Auckland City Council, would be particularly beneficial to this group (see Appendix 3).
3.9
For employers/organisations

A recent New Zealand Department of Labour report (2003) points out that the current labour market climate is one of skill shortages where demand for good employees exceeds supply. In order to be an employer of choice and maximise their chances of attracting and retaining the staff they need, organisations are having to meet potential and current employees’ needs/desires for work/life balance (Saunders, 2004). This includes the need to implement policies and initiatives that recognise the need for and allow employees to establish and maintain good personal relationships with their spouse/partner, friends and workmates/colleagues. For example, younger workers, both men and women, are increasingly likely to turn down job offers, transfers, or promotions that would have a negative impact on their partner’s career or on their relationship in general (Russell and Bourke, 2000). Apart from this supply/demand market imperative, there are a number of other benefits to employers of recognising the importance of workers maintaining good personal relationships.
4.0
Benefits to employers of good personal relationships for employees 

4.1
General

The literature on paid work and personal relationships refers to the impact good personal relationships have on workplace productivity as “positive spillover” or “home-work synergy” (Straw, 2000). Interpersonal skills are important in the workplace for relationships between workers, between workers and managers, and between workers and customers, but general relationship skills are learnt from relationships outside workplace. Where people have problems in their personal relationships, the skills taught in relationship counselling are the same as those needed in the workplace – communication, conflict resolution, negotiation, leading by example, role modelling, positive reinforcement, and authoritative not authoritarian leadership. Time spent attending counselling sessions to improve personal relationship skills is therefore not a cost, but a benefit to an employer or organisation. Conversely, relationship training in the workplace is likely to have a positive spillover effect on personal relationships outside the workplace.

According to Russell & Bourke (2000), the link between productivity and good personal relationships is accepted. Good supportive relationships have a positive impact of well-being and health, which in turn has a positive impact on productivity, while lack of wellbeing has a negative effect on productivity.
Three out of four respondents (75%) to the EEO Trust on-line survey on paid work and relationships believed that they did not work as well if they were having problems in their relationships with friends or spouse/partner. Conversely, four out of five (81%) believed they were more productive in the workplace when they had good personal relationships because it made them feel better, and 71% said that the emotional support from their relationships helped them to cope with work stress.
4.2
Friends 
Friendships are networks of resource and responsibility exchange, especially for women (Taylor et al, 2000). These networks could have positive spillover into the workplace as networks for achieving work outcomes. One third of respondents to the EEO Trust on-line survey on paid work and relationships reported that their social networks were often a useful resource for achieving work tasks/goals. They are also a major source of emotional support which is an essential buffer against stress, including work-related stress.

Friends are also a major source of reciprocal childcare provision (McPherson, 2003), which is a prerequisite of many women being able to do paid work.
4.3
Migrant integration and language development

With New Zealand ’s increasingly culturally diverse workforce and new migrants with English as a second language, time for establishing relationships and friendships in the community and workplace are an important part of the integration and language development process that make a positive contribution to the workplace and New Zealand as a whole.

Watts et al (2002) found that new migrants believed that talking to native speakers of English is one of the most effective ways of improving their English. In the same study, work-related commitments were one possible reason inhibiting more socialising with English speaking New Zealanders. An ESOL Home Tutor Service study (Martin, 2001) also found that friendship was an important factor in building confidence and English language skills for new migrants.

4.4
Future workforce and consumer market

In the long term macro-social perspective, socialising and the formation of friendships is a precursor to the formation of couple relationships which have the potential to create and raise children. Without this series of social reproduction events, there would not be any future workforce or consumers. Personal relationships and the workplace/market place are interdependent. (Pocock, 2001; Harker, 2003; Matz, 2003).
5.0
Types of work practices that impact negatively on particular groups
While long hours are a factor that affect workers across occupational groups, a UK study (Institute of Personnel and Development, 2001) found that it is mostly a professional/managerial problem, while there are other work practices such as rostering, irregular unsocial hours, and on-call work that affect other groups. There are also different reasons for working long hours for different occupational groups.
5.1
High SES/professional type workers

The types of work practices that affect this group are:

· long hours, which may be self imposed
· culture of priority of work over rest of life, including relationships

· deadline pressure/intensity – exhaustion, not switching off

· travel – frequent short-term, or long-term commuting 

· relocation through transfer or for career progression

· intrusion of work on personal time through cell phones, email, on-call.
5.1.1
The reasons for long hours

A number of reasons are given in the literature for long hours by those in higher level occupational groups. Heavy workloads of managers and professionals producing a culture of long hours for others, an internalised desire to meet customer requirements or to do a good job, competition, the need to redo work due to poor organisational management/inefficiency, and lack of financial incentive on employers to restrict hours worked. These reasons suggest that more staff would be needed in order for people to reduce their hours. 
An Australian study found that very long hours (50+ hours) were more common where employers did not have to pay extra for those hours, i.e. salaried rather than wages or hourly rates that require overtime payments and penalty rates. Hence there was no incentive to employers to limit the hours their employees worked and little constraining them from doing so (Queensland Department of Industrial Relations, 2003 cited in Bourke, 2003).
There is little support in the literature for long hours workers being more productive than those doing regular hours. In a UK study only 29% believed long hours workers are more productive than those doing regular hours and 73% admitted to making mistakes due to tiredness from long hours (Institute of Personnel and Development, 2001).
One New Zealand relationship counsellor sees long hours among higher socio-economic groups as involving an element of choice. It may be driven by a belief that the financial success that accrues from long hours is ultimately a benefit for the family, .i.e. in providing house, education etc, while the negative impact of long hours on the relationship is not perceived as a cost that may outweigh the perceived benefits.  Similar ideas emerged in the NZ UMR qualitative study that financial rewards were fair compensation for heavy workloads and helped offset any work-life imbalance. This positive outcome is unlikely unless both partners are agreed on the benefits of the trade-off (see section 3.5). The two main factors in divorce are lack of communication/growing apart, (McPherson, 1995). Sadly, trying to improve the material standard of living of the family through overwork can result in lack of communication and growing apart.
The NZ UMR (2003) qualitative study also found that those in high socio-economic groups were more likely to see their current work-life imbalance in favour of work as involving an element of choice, undertaken in order to achieve certain longer term goals. Work-life balance is perceived by some as applying over the life course, so that one may work hard at one stage of life in paid work, and not at all at another, e.g. retirement or women during childrearing years.
However, not all long hours by professional/managerial workers are worked by choice; often there is a culture or norm of long hours that is set by senior managers and enforced through lack of career progression/promotion or negative comments about those who do not conform, as expressed in these comments from the EEO Trust on-line survey (McPherson, 2004):
It is very hard to get part-time work in my industry (IT) and managers continue to talk about staff who just want to work the 40hrs they signed up for as 'slackers'.

In my workplace it is easier to get promoted if you work longer hours and appear to be very focused on work and career objectives. Working just the basic hours doesn't display this commitment. While part-time or reduced hours are tolerated (particularly for managers) non-management staff who want such options are seen as lacking motivation.
S.C. Johnson is an example of a New Zealand organisation where senior managers model limiting long hours and where regular staff surveys on work-life balance ensure staff are not working excessive hours. Deloitte is also proactive in this area by offering coaching on workload management to ensure more time for out of work activities.

It is possible that some people use work to avoid relationships/family life and their accompanying responsibilities, or to avoid a lack of any meaningful relationships in their life, but there is little research/data on this.

5.1.2
Frequent short-term travel/travel in own time

Frequent short-term travel is seen by a New Zealand Relationship Services counsellor as one of the big issues for relationship problems: 
Short term frequent travel for work is a big issue emerging in relationship counselling, especially where there are children. The partner left at home feels like a sole parent, “a slave” – all the discipline is left to them. This has negative repercussions for the couple relationship.

This view is supported by findings from a study of spouses of World Bank executives which found that spouses of executives who travelled internationally on business at least four times a year were more likely than others to file medical insurance claims for mental health care and have other psychological problems and stress related disorders than spouses of non-travellers (Gautier, 2002).
5.1.3
Commuter relationships

Commuter relationships occur as a result of assignments of less than 12 months to another location in order to avoid relocation of both spouses and other family.
One article from South Africa (Rabe, 2001) focuses on professional couples where increasing numbers of women are no longer willing to sacrifice their own jobs to follow husbands who are transferred or accept a position in a new location for their own career fulfilment/advancement.

Commuter relationships also impact on friendships, as the travel time and double location leave little time for friendships/social life. The one who is away is also away from these networks and has time taken up in travel; the one at home has the full responsibility of home and children on top of paid work while the other partner is away which limits time for friends and socialising. In the small qualitative sample in Rabe’s exploratory study, most couples had no mutual friends, and tended to only have relationships with work colleagues.

The impact on the couple relationship is summed up as “Terrible, it is terrible” (Rabe, 2001:286). Living apart negatively affects mood and sense of aloneness to the extent that it may also engender suspicion of infidelity in the other partner while apart. Males dislike the added domestic responsibilities that fall to them as a result of being located away from their partner, e.g. cooking and laundry. 
There are potentially some positive outcomes from commuter relationships, such as increased independence/time for self, increased appreciation of absent partner. Such positive outcomes can be facilitated by an employer providing regular paid trips for couples to be together and paying for regular phone contact while apart.

Commuter relationships are believed to be viable if temporary (Groves and Horm-Wingerd, 1991; Rabe, 2001), but often become long-term (Rabe, 2001). According to one New Zealand relationship counsellor, long-term commuter relationships can often lead to the couple drifting apart because they end up leading separate lives.

A US study (Bunker et al, 1992) found that commuter couples were more dissatisfied with their relationships and life generally, despite less work-life overload for the partner who is away from home. However, unlike the South African study, US commuters were not more likely to feel socially isolated and lacking support networks (Groves & Horm-Wingerd, 1991).

5.2
Lower SES/blue-collar type workers 

· Long hours to meet basic income needs, often through multiple part time jobs

· non-standard work, such as casual on call work
·  relocation of one partner to find employment.
For plant and machine operators, long hours are done for more money; better pay would be needed before hours could be reduced. New Zealand UMR study participants from lower socio-economic groups felt the imbalance in favour of work was forced on them and they were trapped by low pay, i.e. they could not work less and still meet basic financial commitments, whereas for the higher income group it was discretionary income they were working hard for.

I think working less hours to have quality of life is rubbish. Because if we work less hours, we aren't gonna have any money to enjoy our free time because we will be getting paid less - go figure!!. It would only work if we get paid full wage for having time off! Thanks. (McPherson, 2004).
5.3
Non-standard work

Casual or on-call work makes planning and keeping relationship and social commitments difficult. Those who are dependent on the income have to cancel social engagements if work comes up at the last minute which makes it difficult to maintain friendships. They may also fear that if they turn down work once they won’t be offered it again. Non standard workers are also generally ineligible for work-life policies that are available to core staff.
People in non-standard work find it difficult to develop workplace relationships due to the irregular nature of their work and therefore contact with workmates. They may also be excluded from workplace social activities and functions.
Commuter relationships for those in lower socio-economic groups usually arise from the main income earner relocating in order to get employment, while the other partner remains in the home location due to more affordable housing, family and childcare support networks, or their own paid work.
5.4
Shift-workers

· Difficult for shift-workers to have time with their partners. Many low income couples with children work opposite shifts so one is always available to cover childcare

· have higher divorce rates than regular day workers

· can’t participate in many social and family activities

· miss out on normal social events held in evenings and weekends – need flexible rosters and swapping systems to allow them to participate with friends and partners as much as possible
5.5
Women

· Women with work imbalance in favour of work are less likely than men to attract a partner prepared to tolerate or support such a lifestyle.
5.6
Men

· Men who work long hours or whose work intrudes on personal time may be putting their relationships at risk, not just from lack of couple time, but because of the impact this has on their partner’s ability to do paid work. Partners of men who work long hours shoulder a greater responsibility for domestic and childcare work, which limits their own participation in paid work, or results in a greater total load of unpaid plus paid work than men’s paid work hours. 
5.7
Young people

· Long hours make maintaining a relationship difficult – with one or both partners, men and women working long hours, don’t have enough time to spend together

· insecure employment makes maintaining a relationship to the point of establishing a family difficult

· combining study and part-time work result in loss of time for a social life, meeting people, developing friendships.
5.8
Gay and lesbian people

· Partners of gay and lesbian people may be excluded from workplace benefits that apply to heterosexual partners

· partners may not be included in workplace events that include married or other heterosexual partners.
5.9
Single people

· Friends often fill the role of partners or family for single people but are not included in policies in terms of situations where special “family” provisions might apply e.g. during times of illness or special celebration.
5.10
Unemployed

· Lack of work and income affects self esteem and financial status and consequently the ability to form and sustain relationships.
· There is a correlation between men not being in full-time work and not being married/having children.
6
So why not go back to breadwinner model families/relationships?
6.1
Negative implications for society

Many women may opt for work over family rather than accept a full time home maker role, with the negative consequences for society as outlined earlier.

6.2
Negative implications for women 

Such a disparate life for husband and wife can result in distancing effects (Pritchard, 2002) which can lead to relationship breakdown.

In the event of relationship breakdown/divorce, women are left seriously disadvantaged economically as a result of putting their paid work in second place to their husband’s paid work and their joint domestic needs (McPherson, 1995). This disadvantage is greatest for those who have been out of the paid work force completely and the longer they are out. Currently for NZ the divorce rate after 25 years is 30% (Statistics New Zealand, 2004); de facto unions have a lower survival rate.
6.3
Loss of skills to labour market 

The current labour market could not withstand any further loss of skilled women; on the contrary, it increasingly needs to attract and retain them. As noted earlier, this is likely to make them more receptive to the need for workplace reform in order to allow this to happen.

We may see many highly trained young New Zealand women failing to reach their potential in their chosen fields because they have chosen to take time to care for their children – with a consequent loss of the skills in which they and the society have made a heavy investment. Where will that leave the ‘knowledge society’? (Sceats, 2003:169)

Hakim’s (2003) research in the UK found women fell into three categories:

· Work centred

20%

· Home centred

20%

· Adaptive

60%

The majority are adaptive; they want to combine work and motherhood. Their ability to do so depends on workplace and government policies and initiatives to enable them to do so. 
7.0
The role of employers

7.1
Is it the individual’s responsibility – what happens if the employer does nothing?
· Loss of productivity through reduced wellbeing from stress, preoccupation and reduced sleep

· Negative impact on workplace safety because of reduced sleep and preoccupation

· Increased absenteeism – absenteeism due to marital stress costs the US $6.8 billion annually (Hill et al, 2001 cited in Pocock, 2001) 
· Increased staff turnover “No, it’s not up to the workplace. It’s up to the individual to learn self management, to learn to say “no” and create boundaries. If a workplace doesn’t allow them to do that, then they’ll just leave and find a place that does!” (from key informant interview with a relationship counsellor)
· Ultimately fewer children, which means fewer workers and fewer consumers leading to reduced economic performance at macro and micro levels.
7.2
Why current work-life initiatives may not be enough
Many current work-life initiatives offered by employers are not fully utilised by their employees. There are a number of factors contributing to this:
· They are seen to be for women, not for men

· They are seen to be for those who are not serious about career progression; to use them would be detrimental to career aspirations
· They are not modelled or supported by senior management
· They exist on paper but are not actively implemented and encouraged, or they are left to the discretion of the supervisor/manager on a case by case basis.

My employer provides a great deal of innovative ways to encourage balance and empowerment etc, however at the end of the day it is widely known that though these are provided the work expectations have not changed. These extra benefits are added merely with the motive of attracting the best people and appearing to be a market leader/good corporate citizen (EEO Trust on-line survey, McPherson, 2004).

My work life balance is out of kilter but a toxic system doesn’t change coz of one individual. My CEO got an EEO award for goodness sake but the good intended policies do not seem to filter to the coalface (EEO Trust on-line survey, McPherson, 2004).

This comment illustrates another reason for work-life balance initiatives failing; that they are seen as being for women only (McPherson, 2004). 
I work for the Police while the Dept tries to provide EEO policy it is one sided in favour of female members. There is a Women’s Consultative Committee which covers many of the issues that concern males, child care EEO etc.
Most current work-life policies and programmes to do not specifically identify relationships as a focus. Family policies and programmes appear to apply only to parenting responsibilities.

7.3
What workplace initiatives does the research recommend
Below is a list of workplace initiatives recommended as being supportive of employee’s personal relationships. The most frequently mentioned in the EEO Trust on-line survey were:
· Flexible work hours
· Training managers in awareness of work practices that impact on relationships (both positively and negatively)

· Providing a secure, permanent job

· Consulting staff about work practices that would minimise work-related problems affecting personal relationships

· Enable staff to work fewer hours as a full-time worker

· Hold meetings in core work hours only

· Make promotion available without relocation.

There were some gender and age group differences in the frequency with which these were mentioned which need to be taken into account by employers when planning to implement such initiatives (McPherson, 2004).
7.3.1
Role of employers

· To not only have policies conducive to positive personal relationships, but to ensure they are implemented.

· To model and/or promote work-life balance in terms of hours etc. in a way that demonstrates the importance of their personal relationships. Employers/managers who work, allow or promote long hours and the pre-eminence of the workplace goals as being essential are seen as a major part of the problem.

While my workplace talks about work/life balance, in reality the volume of work makes this very difficult. Senior managers don't lead by example, as many of them probably work at least 70 hours per week. While my hours are currently close to 50 hours per week, there have been extended periods when they have been closer to 60 hours per week (McPherson, 2004).
7.3.2
Identify the issues for your organisation

· Survey staff

· Survey partners

· Focus groups with staff and partners.
7.3.3
Train managers in the need to be aware of work practices that impact on relationships 
· The benefit/positive spill-over to the organisation of staff having healthy personal relationships.
7.3.4
Limit long hours/overtime

· In 2003, 48% of men and 19% of women were usually working more than 40 hours per week
· Have policies to limit long hours and enforce them.
7.3.5
Flexible hours/location

· Allow staff to work flexible hours

· Allow staff to work from home where applicable.
7.3.6
Out of town/overseas assignments:

· Minimise to essential 

· Have policies limiting travel and enforce them 

· Pay for spouse to join at alternate weekends or weekends home, arrange job for spouse in new location, pay for regular phone contact
· Have a policy against travel in personal time for work purposes, e.g. leaving Sunday to start work in new location Monday morning, or very early morning or late night travel to maximise the working day out of town at expense of personal/family time 
· Provide for time with partner/family on return from out of town assignments to compensate for personal/family time lost due to work out of town

· Provide for time to adjust to time zone changes before returning to the office

· Have dual career relocation policies i.e. find work for spouse also if you want to relocate an employee.
7.3.7
Dual career couples

· Have couple career paths if both work within the same organisation

· Do not make promotion dependent on relocation

· Allow career path flexibility as to the timing of a geographical transfer
· Consider alternatives such as shorter term assignments that can be done by commuting
· Assist with employment opportunities and other supports for partners to adjust to new location, such as information sessions, counselling, cultural training, spouse networks that offer male activities as well as female, and relocation issues such as timing and job re-entry
· Offer relocation benefits that recognise dual career couples not just breadwinner models, such as job related or educational expenses for partner.
7.3.8
Shift-work

· Involve staff in rostering decisions

· Allow and facilitate shift swapping

· Shift-work training sessions for partners

· Subsidise home modifications to improve sleep

· Subsidise childcare to allow sleep in day time.
7.3.9
Casual work

· Minimise last minute call ins

· Ensure refusal doesn’t jeopardise future work opportunities.
7.3.10
EAP/Counselling

· Make employee assistance programmes available for relationship counselling, especially for those going through relationship transitions like separation, divorce, re-partnering, birth of first child, death, serious illness or disability of a partner 
· Allow time off to attend counselling without needing to “make up time” which further eats into relationship building time
· Such services and programs must be accessible and seen as meeting the needs of men, as well as women, in order for men to use them 
· Provide spouse counselling on work-related problems.
7.3.11
Friends and unmarried partners

· Including de facto and gay partners as eligible for married benefits and events

· Extend inclusion to friends where an employee’s closest/intimate/supportive relationship may not be a spouse or partner, e.g. work Xmas party, special leave for illness, death etc.
7.3.12
Ensure all staff have adequate evening and weekend time off 

· I.e. normal socialisation hours with spouse, partner and friends. 
7.3.13
Contact during work time

· Ensure all staff have access to make and receive personal phone calls during work time. Manage this so as not to impact on the worker’s productivity or on people working around them e.g. limit time per call, number of calls (average over period – for instance during a time of crisis such as illness there may be a high need for contact over a short period).

7.3.14
Workplace relationships

· Workers need time, activities, place to interact in a non-work way e.g. social club, organised activities, and events
· Be aware of age/generational differences in preferred activities when developing and implementing workplace activities (see McPherson, 2004).
7.3.15
Abusive relationships – domestic violence

· Provide understanding and supportive environment

· Provide referrals to appropriate resources e.g. EAP, outside agencies, legal advice

· Provide alternatives to discipline for affected performance e.g. referrals for assistance

· Provide time off for legal proceedings and counselling to resolve the problem

· Provide DV training programmes for supervisors and managers

· Provide a secure workplace, including procedures for dealing with harassing phone calls and privacy of home address and phone details.

Auckland City has launched a programme to address domestic violence called DVFree. DVFree is designed to provide support in the workplace for employees who are experiencing domestic violence. It is an initiative of Safer Auckland City, a partnership between the council, Auckland City District Police and Ngati Whatua o Orakei and is being run in partnership with the Domestic Violence Centre. Auckland City is the first organisation to pilot the programme and be evaluated by the Institute for Public Policy. 
The programme is based on having contact people who are trained in the "screen, assess, refer" model. The trainers report that by the end of every session, someone will stay behind to talk further, either because they are personally affected or know someone who is. Auckland City is also developing a statement that sets out its commitment to domestic violence prevention and staff wellbeing which will be included in its EEO policy. Information about the DVFree programme has been put the intranet and included in the harassment prevention training programme. 
Business benefits have been identified as follows: enhancing employer of choice identity; less time lost through absenteeism; increased productivity; increased employee loyalty; better resourced managers.
8.0
Role of the Government

As an employer role model in the implementation of work-life balance policies and programmes that are relationship-friendly as well as family-friendly.

Through policy/legislation around hours of work required for full-time status and conditions.

To educate and inform employers and employees of the benefits of considering relationship factors in work-life initiatives, and the ways to implement and promote relationship enhancing policies and programmes.
9.0 Role of the EEO Trust

Hence the role of the EEO Trust. The EEO Trust is a not for profit employer member based charitable trust whose role is to promote to New Zealand employers the implementation of EEO principles and best practice in the workplace as a means of improving their effectiveness, efficiency and competitiveness through the successful management of diversity.

Our role is to 

· research 

· inform 
· educate. 
10.0
Conclusion

This report has drawn on a wide range of primary and secondary sources, both New Zealand and international, that provide information to enhance our understanding of the impact paid work has on personal relationships, and the impact personal relationships have on paid work. The advantage of using such a wide range of sources is the limitations of one are compensated for by the strengths of another: for example, the EEO Trust on-line survey gives us New Zealand data, but is not based on a random sample and therefore not generalisable to the total New Zealand population. However, these findings are complemented by overseas research from similar societies such as Australia and the UK that is from nationally representative samples. Thus we have New Zealand specific data supported by other findings that confirm that work-life balance is an issue for maintaining good relationships for a significant proportion of the population, if not as high as the EEO Trust survey findings. 

This report also presents an argument for the importance of these interactions for society and political economy and recommendations based on both overseas and New Zealand research for the role of workplaces and government in improving the interaction between paid work and relationships to reap the benefits of good personal relationships and minimise the negative consequences of poor personal relationships for individuals, families, the workplace and society.
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Appendix 1: Statistical data
	Table 1 LFS and relationship status, by age and sex, 2001

	       % of men who are partnered, by LFS and age group



	             % partnered

	
	25-29
	30-34
	35-39
	40-44
	45-49
	50-54

	full time employed
	55
	71
	78
	81
	83
	84

	part time employed
	37
	53
	62
	66
	66
	71

	unemployed 
	30
	41
	48
	50
	53
	56

	not in labour force
	27
	39
	45
	48
	51
	57

	not specified
	
	
	
	
	
	

	total
	47
	63
	71
	73
	75
	77


	Table 2a Trends in full-time employment, 

        by age  group and sex, 

        1986, 1991, 1996, 2001



	
	1986
	1991
	1996
	2001

	Male
	
	
	
	

	25-29
	91
	83
	73
	72

	30-34
	92
	86
	76
	77

	35-39
	93
	87
	77
	78

	40-44
	93
	88
	78
	79

	45-49
	92
	87
	78
	79

	50-54
	90
	83
	75
	77

	55-59
	82
	70
	66
	69

	
	
	
	
	

	Female
	
	
	
	

	25-29
	46
	48
	48
	50

	30-34
	37
	38
	38
	42

	35-39
	44
	40
	39
	41

	40-44
	50
	49
	48
	48

	45-49
	49
	50
	51
	53

	50-54
	41
	42
	46
	51

	55-59
	28
	27
	33
	39

	
	
	
	
	

	
	
	
	
	

	Table 2b Trends in part-time employment, 

        25-59 years, by sex, 1986, 1991, 1996, 2001

	
	
	
	
	

	Men
	4
	4
	6
	5

	Women
	23
	22
	22
	22

	
	
	
	
	

	
	
	
	
	

	Table 2c  Trends in non-labour-force participation, 

         by age group and sex, 

         1986,1991, 1996 2001



	
	1986
	1991
	1996
	2001

	Male
	
	
	
	

	25-29
	5
	13
	11
	12

	30-34
	5
	11
	10
	10

	35-39
	4
	10
	9
	9

	40-44
	4
	9
	9
	9

	45-49
	5
	9
	9
	9

	50-54
	6
	12
	12
	11

	55-59
	13
	24
	19
	17

	
	
	
	
	

	Female
	
	
	
	

	25-29
	37
	38
	28
	26

	30-34
	37
	39
	31
	28

	35-39
	27
	30
	27
	25

	40-44
	27
	23
	21
	19

	45-49
	30
	25
	20
	17

	50-54
	36
	35
	26
	21

	55-59
	57
	55
	42
	33


Appendix 2: Relevant policy /legislation
Human Rights Act 1993 – forbids discrimination on grounds of family or marital status.

HR Act 1993 Section 32 - restrictions on employment of any person who is married to, or living in a relationship in the nature of marriage with, or who is relative of another employee if:

· There would be a reporting relationship between them

· There is a risk of collusion between them to the detriment of the employer

· There is a risk of collusion between a person who is married to, or living in a relationship in the nature of marriage with, or who is a relative of, an employee of another employer.

Appendix 3: New Zealand employer case studies of initiatives that could assist good personal relationships for employees (from entrants to the EEO Trust Work & Life Awards as detailed in New Zealand’s Best Employers in Work & Life)
Senior managers modelling work life balance

S.C. Johnson – Managing Directors model limiting long hours by being seen arriving and leaving on time [NZBE 2003].
Training managers in the need to be aware of work practices that impact on relationships
RNZ Navy – has a sexual orientation programme that is compulsory for all personnel. Material from this is included in exams for promotion. This could enhance workplace relationships for those of different sexual orientations with those from the dominant group [NZBE 2001].
Limiting long hours

S.C. Johnson – have regular staff survey on work-life balance to ensure staff are not working excessive hours [NZBE 2003].
Deloitte – coaching on workload management to allow more time for out of work activities [NZBE 2003].
Flexible hours and locations

Westpac [NZBE 2003], Auckland City Council [NZBE 2003], S.C. Johnson [NZBE 2003], Bakers and Pastrycooks Union [NZBE 2002] – flexible hours.
Stratex – compressed working week [NZBE 2003].
Money Works NZ Ltd [NZBE 2002], Information Tools Ltd [NZBE 2002], 3M [NZBE 2003], Auckland Regional Council [NZBE 2002], Ford Motor Company [NZBE 2002], UDC [NZBE 2002] – work from home option.
Awareness and acknowledgment of the impact of shift-work on relationships
Bakers and Pastrycooks Union – respond with generous paid sick and domestic leave, flexible hours for personal business, facilitation of legal support, free professional employment advice and support for employees, their families and friends. [NZBE 2002].
EAP/Counselling/special leave for relationship crises
University of Auckland – counselling for personal problems, including marital problems, crisis counselling, sick leave for caring for sick spouse [NZBE 2002].
Bakers and Pastrycooks Union – unlimited paid sick and domestic leave [NZBE 2002].
Methanex – domestic leave [NZBE 2002].
Acknowledgement of life transitions (such as birth, marriage, separation, divorce, remarriage, terminal illness, death)

Strategy Recruitment Consulting – acknowledge non-work related significant changes in employees’ personal lives [NZBE 2002].
Domestic abuse policies and programmes

Auckland City Council - Auckland City has launched a programme to address domestic violence called DVFree. DVFree is designed to provide support in the workplace for employees who are experiencing domestic violence. [NZBE 2003].
Contact

Kapiti Coast District Council – family phone calls not discouraged [NZBE 2002].
Including friends

BT Funds Management – workplace social events extended to family and friends[NZBE 2002].
McDonalds – have a ‘Friends and Family Evening’ programme [ NZBE 1996, verbal update 2004].
Workplace relationship initiatives

Xtra NZ – social and games room [Unlimited Magazine article: art.02-14T].
UDC Finance – free drinks night and subsidised social club events [NZBE 2002].
Auckland Regional Council [2002], Ford Motor Company [2002]– social and support networks within their organisations for women, gays/lesbians/bisexuals, and those from minority cultural groups.
Appendix 4: Solutions: How can workplaces help people develop and maintain healthy relationships 

· Implement and model policies conducive to positive personal relationships 

· Consult staff to identify what issues are relevant for them 
· Change workplace culture – de-normalise long hours and priority of work over personal relationships

· Flexibility of hours 

· Counselling options available

· Consider the need for and impact of travel and relocation 

· Consider the needs of dual career couples

· Greater consultation and flexibility for shift-workers

· Consider the impacts of non-standard work on personal relationships and take steps to improve

· Improve range of leave conditions to cover wider range of personal circumstances

· Consider the needs of all types of close personal relationships e.g. gay/lesbian, singles.
� Author modification of original statement by Toynbee (2000): “What is the point of economic success if it is matched by growing unhappiness?”


� Customised data provided to the author by Statistics New Zealand.


� Data on social marital status from the 2001 Census of Population and Dwellings, Statistics New Zealand, confirms this trend continues.


� Long hours is defined in most studies as 45 or 48+ hours per week.


� Married includes de facto and de jure couples (email communication from Professor Sue Richardson, 9/2/04. Formal publication of research is in progress). 
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