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Foreword

Research consistently finds that New Zealanders want work-life initiatives that would enable them to better balance their lives. Parents, disabled people and older people responding to our on-line surveys have told us they want more flexible working arrangements, including the ability to move between full-time and part-time work. In a recent Department of Labour study, 40% of respondents said they have some difficulty in getting the work-life balance they want. The most helpful initiative for them is flexible start and finish times. 

Nine years of judging and presenting the EEO Trust Work & Life Awards have given us a unique insight into how some leading employers approach work-life balance. In addition, the EEO Trust Diversity Survey has gathered data on work-life balance in recent years, and, with responses from 460 employers, the Work-Life Survey builds on this, adding another level of detail to our understanding of work-life balance in New Zealand workplaces.

Of the range of work-life initiatives, our respondents are most likely to offer flexible work hours and domestic or special leave. Many other initiatives are also commonly provided, including discouraging long work hours, family oriented social events and flexible work location.
The most important reason employers give for supporting work-life balance is to attract and recruit the best talent, followed by improved productivity, general business benefits and social responsibility.

Information provided by EEO Trust Work & Life Awards entrants also shows that staff retention is a critical incentive for work-life initiatives. For example, winner of the Large Organisation Award this year, Meredith Connell, says its parental leave policy has been extraordinarily successful in retaining women employees. Meredith Connell estimates the annual cost saving of low staff turnover at $360,000.
The Work-Life Survey found that respondents with more work-life initiatives and more implementation steps are most likely to report reduced staff turnover and absenteeism and increased staff loyalty and commitment.

Comparison with data collected in previous years shows that almost all work-life balance initiatives are becoming more common. We would like to believe that this is a result of heightened employer recognition of the business benefits as well as rising employee expectations.

The only formal implementation steps most organisations take towards supporting work-life balance are having and communicating a strategy or policy, and senior management commitment. Employers are likely to reap greater rewards if they focus on additional areas such as management accountability and training, and monitored action plans. These go towards creating a culture which actively supports work-life balance, enabling people to create working arrangements which suit their own personal circumstances.  
Philippa Reed

Chief Executive, EEO Trust
1. Executive Summary

The EEO Trust has conducted an annual Diversity Survey since 1997. Since its inception, this survey has included questions on family-friendly initiatives and in 2001 these were broadened to collect data on a range of initiatives which support work-life balance.  

In 2006, for the first time, we conducted a survey focusing solely on employers’ work-life balance initiatives. This will serve as a baseline for future work-life surveys in alternate years so we can track trends in work-life balance practice among EEO Employers Group members and other employers.

We initiated a dedicated work-life balance survey in recognition that employers are increasingly focusing on work-life balance initiatives to improve recruitment, retention and productivity. 

The Work-Life Survey complements the EEO Trust Work & Life Awards which are in their ninth year and have been critical in raising the profile of work-life balance issues amongst employers. Whereas the EEO Trust Work & Life Awards collect important information on the approach taken to work-life balance by self-selecting employers entering the Awards, the 2006 Work-Life Survey has collected comprehensive data, comments and suggestions from more than 460 workplaces. 

This survey sample is not a random sample and is likely to be biased toward employers with an interest in work-life issues. It is also biased towards larger organisations.

1.1 Initiatives

Flexible work hours and general domestic or special leave are the most common work-life initiatives offered by the 460 respondent workplaces. More than half the organisations also encourage work-life balance by:

· Discouraging long working hours 

· Providing support for carers

· Offering family-oriented social events

· Offering flexible work locations

· Enabling people to shift between part-time and full-time work in the same position

· Offering part-time work at senior levels

· Offering job sharing

· Providing information on work-life balance

· Welcoming children in the workplace when necessary. 

Most of the work-life initiatives are likely to be provided on an informal basis, with leave options most likely to be formally provided.

Figure 1: Provision of work-life initiatives (organisations with 10 or more employees) TC "Figure 1: Provision of work-life initiatives" \f C \l "1" 
[image: image2.emf]Provision of work-life initiatives 

0 10 20 30 40 50 60 70 80 90 100

After-school care programme or subsidy

Childcare subsidies

Childcare facilities

School holiday programme or subsidy

On-site breastfeeding room/area

Term-time working

Compressed working week

Fridge for storing breastmilk

Part-time work at senior levels

Job sharing

Information on work-life balance

Children welcome at work

Transition between full and part-time in same position

Flexible work location

Family oriented social events

Support for carers

Study leave/career break

Discourage long hours

Flexible work hours

Domestic/special leave

percentage

Formal

Informal


Comparison with data from the 2002 and 2004 EEO Trust Diversity Surveys shows an increase in the provision of most work-life initiatives. 

In the past 12 months, respondents have implemented a range of new initiatives including: identifying work-life issues among staff; developing work-life policies; providing paid days off for voluntary/community work; increasing the range of flexible working practices; and developing health and wellness initiatives.

1.2 Implementation

Using strategies or policies to support work-life balance

Most of the organisations participating in the first EEO Trust Work-Life Survey (62%) have a work-life strategy or policy. In just under half of these organisations, this strategy or policy is integrated with the organisation’s strategic objectives. For just over half, it is located in the human resources area. This compares well with Australia where between a quarter and a third of organisations surveyed regarded work-life issues as a strategic business issue.
 

The most important reason for having a work-life balance strategy or policy is to attract and recruit the best talent. This is followed by improving productivity, general business benefits, and social responsibility.

Successful implementation of work-life strategies or policies involves a series of steps including: demonstrating senior management commitment through role modelling and the provision of resources; having a written action plan; communicating the strategy or policy within the organisation; training managers in work-life management and implementation, and making them accountable for its implementation; and measuring uptake and outcomes.

The EEO Trust Work-Life Survey indicates that there is a high level of commitment from senior management, mainly through role modelling. Communication of policies or strategies is also high with four out of five organisations using at least one form of communication. However, most respondents do not undertake the other formal steps to implement their work-life strategy.

1.3 Meeting employees’ needs

Individuals’ work-life balance needs vary and initiatives need to be tailored to fit changing circumstances. Understanding the needs of staff is an important part of developing and delivering effective work-life initiatives. 

While two-thirds of the respondents carry out staff satisfaction surveys, only a quarter have surveyed their staff specifically to find out about their work-life balance needs. 

1.4 Health and wellness

Health and wellness was a special focus of this year’s survey. Just over half of the respondents have a health and wellness programme in their organisation.  Although many have had a programme for many years, the number of organisations offering programmes is increasing. Health and wellness programmes are associated with reduced time off work due to injury, reduced absenteeism, and improved staff retention. 

The most common health and wellness provisions are workstation assessments, flu vaccinations, stress management information/support, vision checks, and information on physical activity. Other more general ways of supporting employees’ health and wellness are Employee Assistance Programmes, health insurance benefits, providing time to participate in health and wellness activities, and making healthy food available in the workplace.

1.5 Parental leave

A third of the respondents offer paid parental leave over and above the statutory provisions. The extra amount varies from an additional two to 14 weeks, but is usually an extra six weeks. Eligibility for extra leave and the amount of extra leave is often related to length of service. The payment sometimes depends on remaining with the organisation for a specified period of time after returning to work. 

The average rate of return from parental leave was 79%. A quarter of respondents reported an improved return rate over the last 12 months.

1.6 Outcomes

Best practice examples – New Zealand’s Top 20%

We developed a work-life balance score to gauge whether the provision of work-life initiatives and the implementation of work-life strategies or policies were reflected in business benefits such as improved staff retention and reduced absenteeism.  

The score was calculated by adding the number of initiatives and the number of implementation steps to identify organisations in the top 20% and the bottom 20%.  

Comparing results on key outcome measures for these two groups showed that the best practice organisations (the top 20%) had higher proportions of all the desirable outcome measures: increased uptake of work-life initiatives; decreased staff turnover; decreased absenteeism; and an improved parental leave return rate over the last 12 months. In contrast, the bottom 20% were more likely to report no change in outcomes or to not know what their outcomes were.

Impacts on productivity or profitability

When asked about the benefits of work-life initiatives, respondents mainly referred to attraction or retention of staff, particularly those with special skills.  Reduced absenteeism and injury rates, increased staff loyalty and commitment, morale and discretionary effort, and improved parental leave return rates were also commonly cited.  

Many respondents said staff surveys provide evidence of how their work-life balance initiatives impact on their ability to attract and retain staff, as well as on staff satisfaction.

“Staff survey results confirm that work-life balance initiatives enhance our appeal as an employer, building commitment, retention and work performance.”

Many respondents also described how encouraging work-life balance contributes to an increase in discretionary effort and/or engagement. 

“It has increased our productivity as our initiatives have shown to our staff that they are more than mere processors and that if we allow things such as flexible hours, when we need extra time or dedication, it comes easily.”

1.7 Barriers and solutions

The main barriers to implementing work-life balance policies were lack of support from managers, lack of time and resources to formalise policies or introduce new initiatives, lack of interest or resistance from staff, meeting clients’ needs, heavy workloads, covering absent staff, and equity of access to provisions for all staff.  

The solutions to these problems include communicating to managers and staff the benefits of work-life balance, training managers in new ways of working, and building accountability for implementation into managers’ performance reviews and contracts.

One respondent described their approach to improving uptake.

“Needs a culture change to accept that it is OK to work with flexible hours or

from home if possible. Communication through team meetings and promotional advertising seems to work.”

1.8 Issues for small organisations
Organisations employing fewer than 10 people were surveyed separately as they are less likely to have formal policies and programmes. Fifty-one small organisations completed the survey and almost all said they actively endorse work-life balance. Social responsibility was the most important reason for doing so. 

The most common initiatives offered by small organisations were flexibility in working hours and location, general domestic and special leave, discouragement of long work hours, welcoming children at work when necessary, and support for those caring for family or friends. About half the small organisations have initiatives to support employees’ health and wellness.

Small organisations reported that the barriers to implementing work-life balance include meeting deadlines, limited resources, employee abuse of provisions, and ensuring equitable access.  They suggested a wide range of solutions including good communication with clients and staff, all staff having a project partner, and offering initiatives that do not require funding. 

� Managing work/life Balance, Work/Life Initiatives, the way ahead report on the year 2005 survey. � HYPERLINK "http://www.worklifebalance.com.au" ��www.worklifebalance.com.au�
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