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The EEO Trust Work-Life Survey was hosted by TNS Conversa and the analysis was completed by Dr Mervyl McPherson. 
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Executive summary
This year’s EEO Trust Work-Life Survey demonstrates the value of supporting employees at work and outside work even at a time of faltering business confidence. Our respondents tell us that they invest in work-life measures because they are good for business – improving recruitment, retention and engagement. 

We have found that those respondents with a work-life policy or strategy have lower staff turnover, and that those providing extra paid parental leave report higher rates of return from parental leave. In addition, the respondents that actively support health and wellness lose less time to injury.

This second EEO Trust Work-Life Survey was completed by 234 members of the EEO Employers Group – employers with an expressed commitment to EEO and diversity. For a comparison with other New Zealand employers, we have drawn on the findings of a national random sample work-life survey carried out by the Department of Labour earlier this year.

This year’s survey coincided with the introduction of the Employment Relations (Flexible Working Arrangements) Amendment Act 2007, which came into force on July 1, 2008, giving employees with caring responsibilities the right to ask for flexible working arrangements. A key focus of this year’s survey was, therefore, flexible working arrangements. We also analyse trends in work-life strategies, their implementation, and outcomes since the EEO Trust’s 2006 Work-Life Survey and earlier EEO Trust Diversity Surveys. 

The findings in the first part of this Executive Summary apply to organisations employing 10 or more people. A separate section discusses the work-life approaches of EEO Employers Group members employing fewer than 10 people.
Flexibility

Both the EEO Trust Work-Life Survey and Department of Labour survey show a strong climate of support for flexible working. A total of 80% of EEO Trust respondents and 68% of Department of Labour respondents report support for flexibility in their workplaces. 
In line with their commitment to EEO and diversity, EEO Trust members are more likely than the more widely sourced Department of Labour respondents to already have flexible working, or be in the process of introducing procedures related to flexible working.

Half of the EEO Trust respondents already monitor requests and staff uptake of flexible working options. The most common provisions are flexible hours, flexible start and finish times and breaks, and occasionally being able to work from home. 

EEO Trust members also compare well with Australian employers identified in a 2006 study
 as being best-practice organisations. But they compare less well with UK employers (surveyed in a national random sample survey)
, which have increasingly offered flexible working options since the UK introduced legislation for flexible working in 2003. 
Other work-life initiatives

Special leave (paid or unpaid) and study leave is available to some staff employed by most of the organisations responding to the EEO Trust Work-Life Survey. Sabbatical leave is less common and less likely to be available to all staff. Buying additional leave in exchange for reduced pay is least common.

Initiatives which relate directly to childcare responsibilities are less common than general flexible work options. Although most organisations say they provide support for people caring for friends or family, other than welcoming the children of some staff at work on occasions, fewer have specific facilities such as a breastfeeding room or help with out-of-school care or childcare. 
However, more of the employers responding to the 2008 survey provide support for breastfeeding mothers, such as fridges for storing breast milk and on-site breastfeeding areas, than those responding to previous surveys. There has been no increase in the numbers of school-holiday or after-school programmes or subsidies offered, other than childcare support. These areas are not well provisioned by UK employers either.

A third of respondents offer extra paid parental leave over and above the 14 weeks’ statutory Government-funded provision, usually an additional six weeks. 
The main types of new work-life initiatives introduced in the last two years are flexible working options, especially remote working; health and wellness initiatives; various types of leave, and family-oriented provisions.

Implementing policies and practices

Three out of four respondents have a work-life policy or strategy and three out of four of these policies or strategies are integrated into core business objectives, which is in line with best practice. Other best-practice implementation steps are:

· Demonstrated commitment by senior management 
· Having a written action plan 
· Communicating the policy or strategy throughout the organisation
· Training managers in work-life implementation 
· Making managers accountable
· Measuring the outcomes
Respondents report a very high level of senior management commitment to work-life initiatives, with more than 90% reporting that senior managers demonstrate their commitment in some way. Communication levels are also high and there is an increase in the proportion of respondents with a written action plan this year. However, levels of training on work-life issues for managers has decreased (21%) and management accountability remains unchanged since our 2006 survey. 

Australian best-practice organisations are much more likely to make managers accountable for work-life implementation than the EEO Employers Group members surveyed here. Evaluation of the success of work-life efforts is also much higher in Australia, with 72% of all organisations surveyed and 82% of best-practice organisations doing so
. 
Drivers and barriers to implementation

Recruitment and retention remain the main drivers for work-life balance initiatives, as is the case in Australia.

Employers’ main concerns around implementing work-life initiatives relate to the nature of work in some areas, meeting the needs of the organisation and employees, and equity for all staff. Few of our respondents have any concerns about any costs related to implementing work-life initiatives, or the challenge of unsupportive management.

Outcomes and effectiveness

The majority (84%) of organisations participating in the 2008 EEO Trust Work-Life Survey think their work-life practices are effective, with a quarter of these rating them as “very effective”. A range of assessment tools are used, from surveys and HR statistics to informal chats, performance reviews and exit interviews.

In this survey, we have found that the respondents with a work-life policy or strategy generally report greater uptake of work-life initiatives and lower staff turnover. For example, a recruitment company reported that in an industry with a 40% turnover, theirs is only 6 %. They attribute this, at least in part, to their work-life practices. 
Return from parental leave

The numbers of employees returning from parental leave are high among the EEO Trust members surveyed. Of the three-quarters of respondents who measure their return rate, two-thirds say it is more than 70%, and one-third more than 90%. The main reason given by those who do not return from leave is a preference for being a full-time mother (54%), compared with 12%  who say availability of quality affordable childcare is an issue. Fewer than 10% said it was due to lack of flexible work options such as part-time work or remote working.

Emerging issues

The main emerging work-life issue identified by EEO Trust members is the ageing workforce and related issues such as caring for elderly dependants, retaining skills and institutional knowledge, finding creative solutions and individual plans for retirement transitions, inter-generational differences, and the differing needs and expectations of the younger generation. Other key issues are flexibility, cultural diversity and working from home.

Small organisations

Organisations employing fewer than 10 people report a range of examples of how the owner or manager of a small business can demonstrate commitment to work-life balance, from role-modelling good work-life balance to providing funding for work-life initiatives. 

Like the larger organisations, they say that supporting work-life balance results in reduced staff turnover, improved rates of return from parental leave, greater ability to attract new staff, and improved morale and productivity.
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