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Survey af Work/Life Initiatives
1998 |

REPORT OF SURVEY FINDINGS

by Dana Friedman, Ed.D, Bright Horizons Family Sclutions,
and Beth Umland, William M. Mercer

-+

The folowing individuals also were involved in conducting the
survey and preparing this report! Richard Wald, William M. Mercer,
served as co-project director with Dana Friedman, Mitchel! Stein,
William M. Mercer, was responsible for survey methodology and
txta collection. ’



ABOUT THE

SURVEY

oan

penchmark studly jointly sponsoraed and oon-

ducted by Bl Mordzons Pamily Sclutions
{BHFSE and Wililarn M. BMercer IMarcerl, The
study expiores the motvations for corporate in-
vestmes in workfife strategies and investigates
ovar 1060 differant workfife initiativas in terms of
their reach and impact,

The written survey was distributed in Jund
19898 1o 2 random sampia of 5,000 companies on
the Dun & Bradstreat roster, stratified 1o capturs
thoss U.S. companies with between 500 and
1,600 emplovess, 1,000 to 5.000 emgloyees and
ovar 5000 employees.

Egar hundrad empioyscs participated in this
benchmarking sffort, providing a rich profile of
husiness efforts 1o address the warkflife concems
of their employees. Because the response rate is
low, thase findings may not o generalizabie (o
tha pooulation of all .S, comganies. We do be-
lieve, however, that the companies in this sampie
previds valuabile information, The study includes
some of the most progressive trms In 1he coun-
1y, a8 well 85 companias that g just beginning
to axplore their optivng, bat ot this pont are doing
vary liggle, '

(i average, the cormpanias in this sarmple have

The 1298 Survey of Work/Life Initiatives ig 2

a mogderate level of investmeant in work/ife initia- -

tives. On the BHFS~Maorcer Work/Lits initiatives
tndex created for this siudly, the average score
was 72 aut of 2 possibia seore of 24R, We believe
the burgeoaing commitmant expressed by some
rapdiurt-sized companies, sombingd with some
large-company isadors St have been svolving
thalr work/ife agendas over the pass decade,
aliowr for & reasonabls analysis of the work/life
intigtrees afferad by companies with
some commitment to doing 50, We
have alse found that these results are
congisient with ather national bench-
mark surveys, given differances in
the sample.® Yei, this group moy 518
be somewhat more Sunnorig of
workflife initiatives than the popule-
tion 35 @ whole because of ther will
ingnass 1o complete the survey,

*Tha provaience of vanous initiatives (s congistent with
1 1338 barchmark study conduetad by tha Familias
and Wk Insilute, which invakead 3 random samgie
of cormparns with more than 100 grmplovess.

# BHFSMAERUER SURVEY OF WORKAFE BUTIATIVES ag
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PROFILE OF PARTICIPATING COMPANIES
The companias responding to this benchrmark
sutvay typically emplcoy mora than 1,000 workers
but fewer than 10,000, The sverage workforce is
8%% fernale and 18% unignized. Morg than half
of the oarticipating companas have no unionized
wirkers (889%), ’
rManufachring firms comprise 26% ol the
sarnple. Nine companies fall into the calanory of
pharmscautics! manufaciuring, and they are con-
sismently the group offering the most support for
workfite intintives.! Service firms comprise 17%
of the sample and another 16% are in tha heatth
care ingiUstry.

Sixty parcent of thess frms had worldwide
sates of undor $1 biion in 1997, The largest por
tion of emplovers are based in the Midwest
£379%) tollowed by frmg from the Souwth {25%).

The company representativel wha complated
the survay are primenly famals B0%L and have
bewn with their firms for simoest ning vears, on
average, Dver threa-quariers ore in the Renefits
or Muman Resource arga. Only 6% hold a specific
“workfiife” titla, which is surprisingly tow sonsid-
aning that 45% of responding cornpanies have &
format workflite program. Nonethedsss, simost
half ¢f the individuals completing the survey hava
stieriad at least ons workfife sonigrance in the
past yes,

Bautems of the small nutrber of pharmsteuticsl Fras, thay have
riet boen Mghlipiie thioughodt this repor or BSIN progragsive
pafising,

GEOGRAPHIC REGIONS
USED 1N THE ANALYSIS

The Weet iy |-
ncludik Alasha ;
w0l Hpweall,
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Survey respondent demaographics

Number of amployass
Less thant 1000 ' 2%
1,000-6000 ‘ 38
8,000-10,000 20
10,000-20,000 10
20,000 -+ LA
Maan of total sample: 11,670 '
Parvantagn of female drployess
Less than 30% 15%
- a8% 25
s0%-89% 3
T0% + t (}(}
Maan of 1ot sarmple; 53%
Parcantago nnimia;erd employeus
Hong 58'%
Less than 50% 8
50% + 14
Mg of wis sample: 15%
Industry ' :
Manufastuning, nther W%
Services : ¥
Haalth cate L 15]
Whaolesalafratald 12
Firanoia! sordcesfingutancs (i

Mamsdacturing, ceeﬁg;ﬁaﬁai@tz&mﬁm 4
Tansporiationfutiity

Comvnunications '
Manufscturing, phamacoutics! F4
iher . 1%

1897 morun! waorldwide sales

L.ess than $1 bilion 0%
£1 bilion 1o §% Dillion 30
$10 bétgn « 34
Rogion i

West : < 179
Mickwest ‘ 37
kisstibeast ' 7
South 2%
Mg response 4
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A word about benéhrﬁarking

o3t companies are divan by com-
M natition not just in thelr proaducts,

b geiriorastingly in g slontscarce
isbor mrket--in the potsies, programs and
gnvironment they offer (o their employess.
A benchmark study can pinpoint where cur
rant efforts are less generous than competi-
tors” or whare they ara unigue and provide
the pornpany with a recruitment of raiaation
advantage.

Thera arg, howaves, some limitations to
nenchmarking. it can't always rmeasure the
ieal. in the worklife arena, it is well docu-
mented that policies and programs are nec-
B58ary, but not sufficient to making the
company truly peopie-friendly. The factors
that influence job satisfaction and work/life
batanice are related more to the culture of
the company, support from managers and
co-workers, respect for employees, and
measures of performance, than they are to
specific benefits, policies or programs.
These critical ingredients of a work/lite
agenda are difficult to ask about on & bench-
rmark survey and difficuit to answaer by anly
one person in the organization whose per-
spective on the culture of the entira argani-
zation may not be representative.

A benchmark study of this kind provides
one source of data for guiding the diregtion
of a compeny’s workdife strategy. it has
iimitations in that it does not provide a gual-
tative assessment of program guality, uiiliza-

tion or effectiveness. 1 merely compares the

workflife initiatives among companies 1o
gauge competitivaness and areas of focus,
An employer must decids i the competitive
pOSItion 11 occupies among this group of
companies is appropriats, and whether their
activities make sense 1o emulste. This infor-
mation should then be considerad in con-
junction with other internai research st the
company regarding he needs of the ampioy
&8s end the husingss. '

4 BrSaERCER Sultvey OF WORKARE s aYves 195

This report

This roport presents the participating conm-
panies’ generat approach 1o workfife mitia-
tivas—their obiectives, commitrment, and
staifing support, and the recognition they've
received Tor their warkfiife efforts. The
prevaience of 105 work/flife inidatives arg
reviewed next, broken down into 12 cate-
gories. Comparisons have been made
arnang companies of varying 5ize and core-
centratians of woman and unignized employ-
ees, and among different mdustrias and
regions. Finally, the effects of warkfife initia-
tives ars desoribed through respondents’
evaluations of their organizations’ work/life
agenda overall, of the percaived value of
specifie inttiatives, and ol the extent of back-
lash they believe axists against these efforts.
This profiie of 400 L8, employers high-
lights the diverse levels of commitment and
ways of responding to work/life issues.
Where some companies have introduced a
range of innovative farmily and personal sup-
parts even dunng perieds of restruciuring,
others have maintained a host of rraditional
benefits that help gmployees schieve & de-
swed quality of life, but arg not Indicative of a
detberate attempt to ypdate the workpiace
for the 218t cantury employes. L.ess than
half of these employers balisve wark/lfe nk

tatives are oritical for mesting strategic husi-

nass goals. However, as monitors of
corporate forays imo the workflite arena for
the past 20 years, the authors beligve this
profile of campanies demonstrates signific
vant growih in the scope and creativity of
wark/iife initiatives argd in the range of com-
panies that have become involved,
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Cémmitmént and Approach

to Work/Life Initiatives

ompany commitment to the work/life
Ccoacems of employees cannot be oca.
sured solely by the numbers of programs or
poiicies offered. While necessary, these -
Hatives are not safficiont for creating wraly
suppontive work environments. This study
measures the company commiiment 1o &
work/lHe steategy in two ways:

# A self ranking of commitment based on a
1410 seale

= A score on the Work/Life Initiatives Index
created by BHFS and Mercer that includes
both policies and some aspects of the
environment.

These measures are described in greater
detail below and are then compared, Po the
companics that rank themselves high in
cammitment also score bigh on the Work/
Life Initiatives Index? This analysis foliows
the description of the two measures,

Seif Ranking We asked survey respondonts
1o rank their company's commitment 0
work/life issues on a 1-10 scale: the average
rating was 5.2. Larger companics, in terms of
sales {over $1 hillion} and workforce size
{10,000 or more employees), rated theme
selves as more conunitted than smaller firms,
with larger firms eating themselves S8 on

average andd smaller frms rated gt 4.7 on

average.

Work/Life Initiatives Index Bach of the
105 initiatives included in the benchmark
survey does not have the same value to em-
ployecs or potential return to the company,
As a way of comparing each company’s full
corhplcmem of inittatives, we created the
Bright Horizons Family Solutions-Mercer
Work/Life Initiative Index. Fach nitiative
wis pinked on a scaic of 110 3, with the
higher number given (o thiose indtintives thad

#  ENPRWERCER SURVEY OF WORKAIFE sIMATIVES 1282
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Commitmeant to work/life initiatives
SELF SUORE DOMPARED TO WORIAIFE BUTIATIVES INDEX

AVERAGE BUORE

T WORKAIFE
BELF BOORE

INITIATIVEDS INDER

Y

32
1)
58
62
81
8G
92
118

123
128

W e w G B W R

—
<

Caommitment 1o work/life initiatives,
by company demographics

WORKLIFE
SELF INTIATIVES
SCOAE*  INDEX SLOBE*
Numbaer of emplovess
Less than 1,000 errplovaes 4.7 g2
1080 8,998 employees 52 .78
HE OO0 + amployees 58 }0@
1887 snnual worldwidae sales
Loss than 31 billion 44 g8
More Than $7 bilkon ’ 60 g5
induatry
NMignoiastunng, -
pharnasauiical T4 13t
Commsanication . 84 102
Finamcigifingurance 48 gz
Healtk sare 87 a8
Manufactusing,
comptgfalagtronic 5.3 79
Edutation BIA 79
Trangpertationfutiities 4.9 73
Manufasturing, other 4.8 0
Sarvines 5.0 69
Whedesalefratail 4.7 85

Hitt i B Dt e o e o S8, weth B8 Daing H SRom GamenTed.
nrkfl ity it s anen 16 o & woule of G-, with 260 talng
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reach more emplovees, have the potentiaf of
helping them or the compuny more, or are
more progressive or cutting edge, (The rat-
ings for 41l items included in the Work/life
Initiatives Index are inchuded in the Appers-
dix.) Out of a total possible score of 248,
this group of employers received an average
score of 72, ranging from 2 low score of 8
poinis to a high of 183 poinis. Due (o the
greater number of child care initiatives com-
pared Lo other categories, there is a slight
bias in the Index toward companies that
have invested in child care solutions.

The companies with the top 10 scores on
the Work/Life [nitiastives Index are generally
well known as leaders in the provision of
work/life supports, maost of whom have
been recognized as one of the 100 Best
Companies for Working Motbers by Work-
ing Mother Magazine, They include (in ab-
phabetical order):
W Bristol-Myers Squibb
w Chage Manhattan
w Cigna
w Dufont’
» Ford
u annee
» lohn Hancock
w Mobit
® Phwer

¥
® Sequent Comfuder Systems
As subjective as they may be, the seifratings
of those complcting the survey are very cone
sigtent with mtings on the Work/Life Inltin
tves index. The lowrated companies on the
Inudex had an averaye seifbranking of only 2.8
on a scale of 1-318, while those rated a8 have

ing u high index score hud an averge self
ranking of 8.4,

P - e e -

Perceived Benefits of
Work/Life Initiatives

The commitment of 2 company 1o workife
initiarives is influenced largely by the degree
to which they are perceived to benefy the
business, The moderate commitment (o
watk/life infrratives among this group of
companies may be explained by the fact that
more than half say workife initiatives are
not at all or only somewhat impornt o
business competitiveness. High technology
firms arc those most likely to report work/
life issues as very important to business
competitiveness,

To the degree that workAife initiatives pro-
vide a competitive advaniage, most compa-
nies are hoping their work/dife efforts help
them address issues of retention, mocale and
productivity. Among the three most impor-
tant objectives given for their companies’
workflife effonts, retention is mentioned
most frequently, and aimost twice as often as
recruitment, Manufacturing firms dre signifi-
cantiy more likely than service firms to say
retenticen is one of the three most amportant
abjectives of thelr workAdife initistives (85%

' l
m;mrtance af vgw‘iégtge%
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versus 68% for services firms). Attendance is
a more important objective for a work/life
effort in companies with higher concentra-
tions of women and unionized workers,
Morale as a driver appears to be most impor-
tant to health care organizations, computer
manufacturers and utility firms.

Commitment During Restructuring

One compelling measure of a commitment
to work/life initiatives is what happens
when the company undergoes radical
change: Do work/life issues move 1o the
back burner or can they be addressed during
a period of uphcaval and uncertainty?

Two-thirds of the companies in this study
reorganized or restructured in the past two
years and very few decreased the investment
of funds for work/life supports during this
period. In fact, two-thirds maintained the
same level of funding, and a quarter in-
creased funding for work/life initiatives,
About the same number of those with sales
above and below $1 billion decreased their

8 BHFSMERCER SURVEY OF WORK/LIFE INITIATIVES 15338

funding of work/life programs during a re-
structuring, yet, twice as many of the higher
grossing companies fncreased their financial
support of work/life during this period than
did those with sales under $1 billion.

Desire for Recognition
of Work/Life Efforts

If an employer is to derive maximum com-
petitive advantage from its work/life initia-
tives, their efforts must be made public. The
best publicity is free publicity, which the
winners of current magazine-sponsored con-
Lests receive in abundance, Working Mother
reports that in the first hour after the release
of its list of the best 100 companies, the
story was picked up in 280 broadcast news
stories, and subsequently appeared in 97
newspapers and 80 websites. Companies on
which these honors have been bestowed
can incorporate this recognition into their
company’s pedigree, to be distributed to re-
cruiters and web sites around the world,

Twenty-eight companies in this sample have
been on Working Motber’s list of 100 Best
Companies for Working Mothers, and some
of the same companies have been numed as
one of Fortune's 100 Best Companies to
Work For. In addition, 15% of this group of

Has won awards for work/life efforts

NUMBER OF PERCENT OF
COMPANIES COMPAMIES

Working Mother 100 Best 28 8%
. Fortune 100 Best 13 4

Fortune's Most Admired

Businass Weeak 8 2

Baldrige Award - - 4 1

Ron Brown Award 1 <1

Other, State, Local, National 55 15



companies have z:eceivcd some stute, Jocal
or nationu! recognition for their work/life
efforts, Overa zh{zd of all respondents says it
dovs not aspire 1 win any of these awards,
only 7% aspire to win them {0 3 gremt extent.
Manufacturing firms express the greatest in-
terest in coveting awands or recognition for
thelr work/life effors.

A Formal Program for
Waork/Life Initiatives

A formal name for the consteliation of work/
Hfe initiztives is one expression of a commit-
ment 1o work/ddife issues, yet 55% of this sam-
ple of companies do not have one, Among
those that do, *work/life” is used more than
twice as often as “work/family” Among

those who selected “other” fitles the trend is
still towards 3 bropder work/life conpots
ticen, &g, “Quality of Life” "Life Balance”
“Lifestyle Benefits,” and “Life Care”

BHFRMEACER SURVEY OF WORKAFE SITAINMES 188 &



The Range of Work/Life Initiatives

’Ivhis survey benchmarks 105 different
work/life initiatives broken down into
12 categories:

m Flexible Work Arrangements
m Time Off Policies |

m Child Care Initiatives

m Elder Care Initiatives

m Health Care Initiatives

# Information and Counscling Support
m Financial Assistance

m Training

m Convenience Services

m Strategic Alignment

m Community Investment

m Implementation and Evaluation

Companies offer 33 work/life initiatives,

on average, with far more offered by larger
companies with sales over $1 billion. The
bulk of these initiatives are in the area of
health and flexibility —the two arcas which
respondents believe have the greatest value
to'employces,

When examining these categories of initia-
tives in terms of company commitment, em-
ployee size or annual sales, several areas of
focus arc more likely to account for the dif
ferences found. For instance, where there
are differences in the company’s self-ratings
or the Initiatives Index, strategic options and
information and counseling services explain
more of the variance. However, when exam-
ining the diffcrences among companies with
different work populations or annual sales,
dependent care, flexible work arrangements,
and financial supports explain the differ-
ences, This suggests that larger companies,
by virtue of size or sales, are in a better posi-
tion to offer programs and policies that in-

1
1

10 BHFSMERCER SURVEY OF WORKAIFE INITIATIVES 1998

volve significant investments of dollars.
These costly initiatives are less predictive of
company commitment, where more strate-
gic and lower cost initiatives account for the
variance in the Initiatives Index.

Flexible Work Arrangements

In this period of “time binds” and “time
famine” it is not surprising that employecs
continually rank fiexibility as one of their
most needed work/life supports. Changing
when or where they work as a way of bal-
ancing the demands of work and personal
life is sormnething that all employees typically
seek at some point in their lives. Flexible
work arrangements and time off policies,
along with health initiatives, are more popu-
lar corporate offerings than dependent care
initiatives, for instance, because they are in-
clusive and not limited to those employecs
providing care to children or elderly
relatives,

It should also be pointed out that many
“flexible” work policies were adopted long
before work/life issues came into vogue.
They were designed to address commuting
problems and labor issues. The growth of
flexible work arrangements today may he
driven more by environmental concerns
than by employec concerns,

An important factor in the provision of flexi-
ble work options is the reliance on manager
discretion for permission to work on a flexi-
ble schedule. As a result, many companies
have policies on flexible work armangements,
but very few people are able to use them.
This study did not measure utilization rates
of these flexible work arrangements, As a
result, the percentages of companies indi-
~ating they have a policy that is available
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throughout the company may overstate the
exient to which emiplovees feel they can use
these arrangements without fear of hunting
their carcers.

The most prevalent forny of flexibitity {8 ca-
sual dress—included in this category be-
cause i reflects on the company’s influcnce
On One’s personai choices. More than four
it of five companies allow casual dress,
with the majority sliowing # all vear, every-
day (45%} or on Sertain days all year (479%),
Casual dress appgars to be most popularin
the revadl industry, with 94% of firms permit
ting ¥, and least popuiar in health care firms,
where uniforms are more often required.

in terms of flexible hours of work, this sue
vey finds more cémpznics offering parttime
work than any alternative sehedule, Many
part-gime jobs, howover, are neither flexibie
nor chosen by the employee; they simply
reflect siaffing needs. Among the surveyed
companies, part-timers are as likely to be of-
fered medical benefits as not. Intercstingly,
iob-sharing policics are more likely to in-
ciude medical benefits than not, Heaith carg
firms are the most likely o offer part-time
emplovment without medical bencfits, Em-
plovees must work an average of 26 hours

in order e be eligible for benefits. Retailers
arud pther service RBrms require more hours
of waork 10 be eligible for benefits (29 hours,

o1t dverage),

Berween 30% and 40% of companies in the
sample offer zach of the raditional flexibie
work aFerRgemenis— compressed works
woeeks, selecommauting, job sharing, and flex-
time, Although these dats, when compared
to earlier benchmark studios, suppcst an
increase in fexibie work options, thelr avail
ability has aod kept pace with the domand
from cmployees, 38 indicated on cmployee
needs asgessments. 1 i enoouraging 10 sec
that some portion of those with policies on
fiexibie work arrangoments have issucd
guidelines 1o help employees and managers
negotate them (20% of ol companics have
such guiticlines: Communicrtions Bemis arg
significantly more likely o have policies on

Flexible work arrangements

HAVE  CONSIDERING

Casual dioss B4% 3%
Parttims with or withgut benefits 83 2
Parmanani pari-tirns,
o radical benalis 57 1
Parmanent pari-time, .
with madical benating 6
Comprassed workweak a2 b
Job share, with or without benefits 39 &
Jeb shading with
medical banefits | 30 4
Job sharing, no .
medical benefits 22 &
Flaxtime with kand of any length 39 g
Flextime, 2-hour band 34 5
Flextime, 4-hour band 12 4
Telecommuting on a regular basis 34 1%
Flexible work arrangament |
guidelines 26 2
Midday flex 12
Phased ratirernent th

BHFSMERCER SURVEY OF WORKAFE fiITIATVES 1368 o
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1elecommuting and compressed workweeks,
and 62% of these firms have guidelines on
how to use them. Other observations on the
prevalence of support for flexibitity include
the following:

= Compressed workweeks are more preva
ient {42%) than & flextime, job sharipg or
welecommuting, Ia most cases, employees |
are permitied to work four, ten hourdays o
week. A few companics permit employees
10 work 86 hours over 9 days, known as the
“9/B0."

m Floxtime with a twoduwner band (for exam-
ple, the ability t4 arrive 3t work between 7
Ans and B angy is offered by twice as many
compuuscs s is flextime with 2 fourhour
band (for example, the ability to arrive at
work etween 6 as dnd 10 asd).

m While less than a third of companies cur-
rently attow eelecomnmiting on & regular
basis, it is the policy moest companies indi-
cate as “under consideration” (11%.

Companies genersily have not Bmited these
flexible work options to headgquuatters oniy
Typically, casuat dress, part-time work, flexk
ble work guidelines and phased ectirement
are offered at all sites of the spotsoring comr
pany, The more itrditiona! Sexible work
arrangements— flextime, compressed work-
week, job sharing, and telecommuting e
mare likely w0 be available only at somue siies.

Tirme Off Policies

Time off policies help cantrot absences for
the company and provide occasional relisf
1o employees when unexpecred personal
sitations asise. These policies have far
greater impact on the work/life balance of

i BUFSAMERCER s}\:a_vﬁ‘r DF WOREAIRE RUTIATIVES 1808

non-exempl employvecs, especially when
“ocourrences” on one's absence record can
Tead o termination, Exempt employecs are
more likely to be able 10 Icave mid-Jay to
take a parent 1o the doctor or work from
home when their child is il '

White two-thirds or more of participating
companies offer unpakd leaves for family and
persanal reasens, over half of companics
offer paid sick days for the care of others,
with an egual munber offering unpaid per-
sonad days, The combination of vacation,
sick duys and personal days into one Paid
Tieme OFf (PTON hank s a strategy offered by
4 1% of companies, ansd is the tme off policy
that the grestes: percentage of companics

is considering (12%).

These time off policies arg egually available
10 exempd and ponexempt populitions
except in the areas of paid sabbaticals and

" smternity lesves. OF those offering paid sab-

baticals, nearty all (9255 offer them to their
cxempt employees, while only 39% of those
companies make than available 1o the son
exempt population. A saudler discrepancy
exists with regard to paid matornity lowves

Tire off policies

HAVE CONSIDERING

Unpaic lsave of ahaance for
rn-FMLA teasons 85% 1%
Paid personat daysficating davs i 3
Linpaki famdy leave bovorg FMLA © 83 1
Faid gick days for cora of others 24 3
Unpaic persons davs 43
FYCr baek fvacation, sick, parsoiiall 41 E¥4
Faid matemity bayoid thaability 18 1
Faid leave adontiva parmnts 16 5
Lgiwea poscit 14 4
© Paidl sabbaticals 1% 2
Fairl naternity lpave 10 4



, | .

¢ :
' H
boyond the period of disability: 100% of
companics offering the policy make it avail-
able to exempt employvees, and D0% make

it available to son-exemyy employees.

Where health care firms are the feast likely
to offer paid sick days for the care of family
members (32), they are the most fikely w
offer Paid Timme Off policies (71%) or a kave
pool (31%). Finaneial service firms are
amony the most likely to offer paid personal
shuys and paid sick days to care for family
members.

About half or inore of companies aliow part
timers to use these time off policies, except
for paid sabbaticals, which onty 15% of com-
partes allow partrmers 1o use, Over two-
thirds of part-time workers can use the com-
pany's unpaid personal days, paid paternity
Leave, or unpaid family keave beyond FMLA.

Child Care Initiatives

The workAife movement in the US. has #ts
FOOLS in ﬁmgyiay’ér-supporicd child care. In
the early 1980s, many believed the only way
1¢ gxpress support for families was o build
a child care center. The range of options for
child care <xpanded in 1983 after Section
129 of the 1RS Code was pussed, designating
dependent care as 2 non-axable benefit, and
after [BM created 3 national service for child
care information arxd referral. The range of

cmployersopported child care options con- x

tinues o grow, with companivs expanding
services o include back-upcare, onesite
sehools, and adoption aysistance,

Since dependent care became a nor-taxable
benefi, fexible spending accounts (FSA) for
dependent care have been the most prova

e g vako

Child care initiagtives

Depangiart sare dsxible

spanding aocoun 87% 7%
il core resourcs aozd tatarrl 38 @
Aglagtion subsidies 27 g
Lollege nlormation/sehol meh 21 4
Onvsite child csre conter g
Get well caie . 12 ]
Back-up pive 0 11
Holidey/vacation care 186 5
Suramar camp ) 1 4
Afterschoot carg ?

Reimbrgarnent for child care

when traveling _ g 3
Beforeschoot carg g ¥
Mparsite ohild cars cantsr g 10
Child carg vouthers 7 4
Comribution 1o fiaxble

Spending srosunt K 4
Consortivm cantar 5 4

Oresite sehoct @ 3

lent form of porporate assistance for chid
care. Among the surveyed compianies in this
study, 82% offer an FSA {or dependant care.
Yhe next most popular option is child care
rescurce and referead services, which 58%
of companies offer.

A fifth of respondents have sponscred some
form of a child care center: 12% have on-site
womers, 8% sponsor aacsite centers, and
8% are involved in a consartium center, with
several offeriag multipie tvpes of centers. A
third of companies with onsite cemers offur
more than one center, 45 do @ quarter of
those with nearsite or Consorium centers,
There is no better endorsement of the cen-
ter approach than this level of multipie
cenler sgemsorship. Abour 10% of comps
aies are considering cach of these three
strategios for cresting child care centers.
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" Several patterns emerged regarding sponsos
ship of child care cemers:

» Companies in the health care Industry are
the most active in sponsorsidp of on-site
centers and centers for mildly il chijdeen,

# About hailf of the companies sponsoring
onssite centers offer them at headquarters
only (56%), while nearsite centers are more
likely 10 be offered at non-headquarter sites,

» In this survey, more than half of the on-
site centers are owned and operated by the
sponsoring company, and over 3 third are
owned by the company, bat mangged by an
outside veador, This pattern does not reflect
the general trend toward more companics
contracting out the management of their
centers, Nearsite centers, like consortium
centers, are most likely to be owned and
operated by 2 vendor, with the company
providing ongoing finandcial support.

* {1 most cases, paredmers are aligible o
15¢ the Company’s oarsite oF NCarsite coniern

Adoption assistance With the increase of
delayed chiklbearing in the 115, in part due
1o women's participation in the labor force,
there has been an increase in feriiiity prob.
tems creating increased inferost in adop-
danis, The costs of adoption agency foes and
the fnancial support of birth mothers arg
beyond the reach of many families. Coss are
even igher for those pursuing Foreign adop-
Hons. Not only have more companics hogun
offering adopiion assistance, but the gene
erosity of their support has increased a8
well,

in this benchmark stedy, one in fve com-
panies oifers adoption subsidies, which
amount {0 3 000 an average. Among 80
companies that indicated how much adop-

16 BHFSMESCEA SUAVEY DF WORKAIFE INSTIATIVES 1908

Amuount of adoption subsidy*
Less than 32,000 14%
82, 000-52, 655 4%
£3.000-$3, 989 27
$4.000-510,000 19

Mear: $2,960
S Aminy cotpker Wil En woopics subsidy

ton support they offer, aearly all allow
funds to be used 1o cover both public and
private adoptions. Very fow companics stip.
ulate the ane that 2 child must be in order to
be covered under the adoption policy, How-
ever, less than half of the companies with an
adoprion policy will cover adoptions of 1
grapdchild or stepohiid, Nearly all of these
companies allow adoption subsidics wo cover
legal fees and agency/placement fees and
over hall will cover birth mother expoenses,
child's medical regtment prior to adoprtion,
and wraved costs for foreipn adoptions.

Eider Care Initiatives

In 1986, The Conference Board sponsored a .
nationdl corerence entitled: fider Care:
The Boneflt of the 159057 Now that the
1990s are pearing an end, we Can answer
the question poased at this conference with
an ungualificd NO, While the graving of
America is of concern when discussing So-
ciaf Security #nd Mcedicare, the issues of car-
ing for the parents of the baby boomers
have not been adequately addressed by
cither the business community or govern-
memt agencies. In facy, the Business Task
Force of the american Sogivty on Aging had
1o fipht 10 have clder care on the agenda of
the 1997 White House Conforence on Aging.

The low level of clidor care support from the
companies in this sample is consistent with
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i . ) re akso dealt with in .
information and counseling Work/lifc issucs 2 semi
| nars (38%), ncwsletters {32%), support

f .

{ HAVE  CONSIDERING groups (22%), carcgiver fairs (19%) and life
: EAF sonmaciad out or in-houss 7% % cyele resource and referral services (13%),
: EAP convacted s 64 & Compantes offering workylife seminars typi-
EAP mtiouse 28 4 cully offer between one and four each year,
: g Siress mandgarmant counseling 21

i ‘ Bro-retirement courssling 0 10 With the exception of caregiver fairs, work/
2 . man :

! i Finessiutisonsl counseting &6 7 life scminags, and fitness and nutrition coun-
. : Saminars on workifs issuss 58 g seling, at least 50% of companies offering

z : %5%%{& reeveniortar o cokinn Ay & thCSG i.t'lf()l‘m:l[i(]n Zln.d c(}ﬂns{:hﬂg Scn?i{:m
H

% . t Leget asslsiance 24 f make them mailable to cmpioyccs atall

% i Suppor roups 22 3 sites. Part-timers are generally eligible for

il : Spuuse iob placsment for ufl of these services, with the exception of
: ; ‘am‘“"“ . 19 4 pre-retirement counseling, legal insurance,
1] Caregivers fair 19 ? and relocation pssistzace.

E" Fra-mnainge, mariage,

¥l 1 ! step-famnily counseling 18 %

1 Life cycle resowron and referal 12 5 AN

11 ife cycle resource and refarra ) Financial Support

LN Logal insurance & 14

18k Retitee halping g 4 The 40k retirement plan has become a

; i stangiard part of the employersponsored

]i h e verd 4 26% off ) benefit package: 92% of survey respondents
it O af OUEsIiE vendor, an pricran io- offer one. Whik 4014 plans were originally

house EAP A fifeh of companies Hnk theis
EAP i0 a resource and referral service, 2
growing trend in the industry, Over thics-

warters of firmy o ranufacigring, Bnancl . ., .
4 ) s L 8 Rnancial sole retiremoent income vehicle. Surveys con-
sErvices, communications, and nmsporia.

) o ) sistently find that employees value the 40Kk
tiondutitity industries offer an EAF on i cone

t ; : phin above all other benefits, or on par with
= tracted basis. Health care fires arg most

ghesigned to encourage retirement savings (o
supplement 3 pension, 2 growing number of
empdoyvess now usc them as the primary or

e

P

* ) o . heaith benefits,
‘ Hkely w provide BAP a3 an inbouse service,
i ' Firms in the retail industry and servioo see Consequently, companies hoping io differen-
e tor are the least ikely o offor any kind of tiste themselves in the employment market
BAF froughly onethird do not)
E ‘ About half of companics offer counseling for  Financial support
. stress management (51%), pro-retirement WAVE CONSIDERING
% planaing (50%). and fitness and! nutrition 4910 retirerment plan 92% 1%
g : (45%3. Ten percent of companics are consid- Tuition reimburserment for
{i ! ering logal insurance and presetirement smployses’ zontinuing education 25 3
§]i : counseling, more than any other initiatives Payroll savings plan 85
g ;; ‘ in the category of information and coun- Finanicial planning services 32 12
l1§ y seling College loans of scholasships
Hy i ) for smployass’ deperdents 27 i
o
i
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are offering other ferms of Anancial support
The majority of companies in dhis survey
(855 provide tuition reimbursement for om-
ployees’ continuing education (which bene-
fits both the company and the empkivee).
Crver half offer payroll savings plans, and 2
third provide financial pliouming services.
Abourt o quarter offer college loans & eme
ployees for their children’s education.

These supports gre peneraily availzablc on a
company-wide basis, with twothirds of part-
timers cligibde for the 4014k redrement plan
anck financial planning seevices. Financial ser
vice firms are significantly more fikely than
firrs it most other industries to offer a pay-
roll savings plan €722, and manufacturing
firms are most likely 10 provide college
schotarships or loans for employess’ depen-
dents (B9%), ’

Training

On individual company survevs conducted
by Bright Horizons Farnily Solutions, mase
employees indicate that their abiliy to bal-
ance workAife issuss depends on whom
they have for a supervisor. The work of
Linda Duxbury ar Carleton Usiversity Busi-
ness School demonstrates that emiployees
with supportive supervisors—those who
hielp them ger their jobs done and who con-
sider their personal needs—have signifi-
cantly highier levels of job satisfaction,
company commitment and job security, and -
lower levels of stress than those with unsup-
portive supervisors, These findings suggest
thit corporate investments in manager train-
ing can have a powerful effect on cmployee
productivity and well-being.

The 1997 study, “Relinking Work and Life”
refeased by the Ford Foundation suggests .

Work fiite insues addressed in training

Lpadership raining 52%
{.arear mranagement 42
Ongoing coanking 2]
Toam huiding 32

Manago! taning, voluriey 23
Manager treining, mandated g

that when personal ¢onsiderations are taken
irite gecount it general management prac-
ices, more positive gutcomes accrue for
both the emplovee and caiployer. Yet, ac-
cording o this benchmarking study, sbout 3
half of employers incorporate a work/ife
focus into their iraining efforts on leader
ship, and only a third do se in their training
programs on career development and (eam
building. This omission suggests that work/
tife issues are not yet cansidered imeprai o
critival strategic goals of the organization,

Convenience Services

As we bead info the 2ist century, employers
have begun 1o resurrect practices that were
cernman during Workd War 1L As Rosic the
Riveter dropped off her children at the
plaat’s on-site child care center, she also
dropped off her laundry. At the end of the
day, she picked up ber children, clean laon-
dry and a hot dinner. ‘Fhese practices, which
disappeared after the War, are re-cmerging as
a way to save employees time wad climinate
worries about errands they can't perform
during the workweek, They may alsa help
employees stay longer at work.

About a third of surveyed companies subsi-
dize meals at work, offer discounts for major
purchases, and house facilitics for banking,
barber shops, stores, dey cleaning, and cir
repairs. Fewer than one in five subsidize
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Convenience services

HAVE CONSIDERING

Free or subsidized meals atwork  36% - 1%
On-site banking, barber, store 34 6
Discounts for major purchases N 4
Take-home dinners 18 1

Subsidies for non-public
transportation 17

Subsidias for public transportation 13

public or private transportation or offer take-
home dinners.

Health care companies are significantly
more likely than other industry groups to
subsidize meals at work. Communication
and financial service firms are more likely to
offer on-site concicrge services than other
industries.

Strategic Alignment

As the earlier cited Ford Foundation study
expliined, work/life initiatives will not be
effective if they are marginalized and un-
related to other strategic concerns of the
business. This survey inquired about nine
different strategies that can help align work/
life efforts with core business issues.

The most common alignment strategy
among the surveyed companies is to inciude
questions about work/life issues in the orga-
nizational climate survey (42%), which is
conducted less than ence every two years
for the majdrity of employers (35%), and an-
nually by only 16% of firms. More than a
quarter of companies currently have or have
had a task force on work/life issues ( 16%
and 12%, respectively). About a quarter of
companies have considered work/life issues
in their restructuring efforts, which may

18 BHFS/MERCER SURVEY OF WORKAIFE INITIATIVES 1858

help explain the earlier finding that the
majority of companies maintained and even
increased their support of work/life solu-
tions during a period of restructuring. Only
16% of the companies in this study currently
have a work/life coordinator, responsible for
managing the various work/life initiatives
offered. Very few companies have incorpo-
rated support for work/life issues or flexi-
bility into performance criteria. This is a
missed opportunity for holding managers ac-
countable for addressing work/life concerns
and flexibility, as stated in policy. Finally,
only 9% of companies have issued guidelines
on the use technology, €.g., e:mail, voice
mail, and pagers, as a way of helping em-
ployees set boundaries between their work
and home life.

Linking work/life initiatives and
diversity The evolution of work/life issucs
at the workplace has occurred simultaneous
to the emergence ofa diversity focus at the
workplace. Since many of the same strate-
gies and behaviors are required to help peo-
ple feel included (diversity) and to help

Strategic alignment of
work/ife initiatives

USED

HAVE TO HAVE
Work/life issues in climate survey 42% 9%
Work/life considered in
restructuring 24
Work/life considered in total quality 19
Work/life in mission statement 16
Task force on workflife 16 12
Work/iife coordinator 16 2
Work/iife sensitivity in suparvisory
performance criteria 16 3
Flexible work arrangements as
business tocls in supervisory
performanca criteria - 13 1

Guidelines on tachnology 9 —_




them find some balance in their lives (work/
life), it is interesting ta explore the fune-
tonal and structural Bnkages between the
two issues as they ane addressed by the
organizaton, ;

Ata 1994 conference on Haking work/ile
issues arwd diversity sponsored by The
Conference Board, some diversity managers
expressed a concern about the linkage be-
tween the two for fear that it would lead o
the predominance of gender, Lo, women's,
issues, over race or other arcas of diversity,
Both maregers of diversity and work/life
agreed that what it takes to help people fedd
inchuded In the organization and what it s
thas heips employees achieve balance in
their fives are very similar It is related to
how people are valued and treated in the
organizaton, Neither are marginal programs
and both can be strengthened b'y addressing
ehers in an integrated manner.

Among the group of surveyed companies,
41% do not have a diversity effori. Among
those that do, 46% address work/lfe issues
in a separate Rnctional area, About 19% in-
clutde work/dife issues as one of several is-
sues under the diversity umbrellz, and 14%
of companies consider hoth topics of eqgual
importance in one division. |

Community investment

Abour half of the companies in the stady
express their commilment o supporting the
COmMUNILY 10 some or 4 great extent. Com-
panics have traditionaily invested in commu-
nity programs, but those cffom;! aee rarely
alipned with the work/life efforts pursued
though Human Resources. There are same
notable exeeptions. The most ambinous is
the American i?tzsizx:s&s Caollsbomtion for

Quality Dependent Care (ABC), in which
209 companies have contributed $127 mil-
Hon since 1992 to augment family support
services in 68 communities, Companies are
also learning the importance of aligning in-
ternal and cxternal initistives, For instance,
cfforts to encowrage empiovecs (o voluntegy
in the comemurnity ¢aa boe undermined if time
off policies do not allow some midday
flexibility. -

The most prevalent form of community
suppor from the companies in this study is
financial contributions to United Way. The
majority of companies also allow employees
to serve on local boards and councils, Loss
than half of the companies have made aoy
other kind of commitment to improving the
availzbility of work/liic suppornts in the com-
munity. Larger companics and those with
annuat sales over $1 billion are significantly
moge likely to make conununity invest-
ments, Employers with high concentrations
of unionized workers are also more likely 10
engage in publicprivite pzrmerships': 64%
of emplovers with muore than half of thar
workers in unions have engaged in public
private partnerships, compuared 1o 44% of
those compuanits with 0o unions represent-
ing thelr workers.
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Forms of community commitment

Supports United Way 87%
Employees serve on local councils 74
Offers in-kind services 47
Participates in public-private partnerships 47

Gives matching gifts to employee charities

Sets a high priority for family services

in donations 33
Gives community service awards 22
Gives voluntger grants 20
Maintains special fund for family programs 18
Has formal policy for release time to volunteer 15

Participates in the Amarican Business
Collaboration for Quality Dependent Care 6

Manufacturing firms are significantly more
likely than firms in other industries to make
family support a priority in charitable giving,
to give volunteer grants, where funds are
donated to nonprofit agencies in which em-
ployees volunteer, and to match employees’
gifts to charities, Financial service firms also
provide more matching gifts than companies
in other industries.

Efforts to Help Low-Wage Workers

After years of corporate experimentation, it
became clear that many of the work/life ini-
tiatives offered by well-meaning companies,
were not reaching employees who necded
the most supporta—those with limited in-
comes. A group of companies was assem-
bled by the Families and Work Institute in
1996 to examine the special needs of low-
wage populations and recommend solutions
in response. They concluded that financial
subsidies and linkages with community-
based proi;rams may provide the best av-
enues for addressing their dependent care
ﬁccds.,

20 BHFS/MERCER SURVEY OF WORKAIFE INITIATIVES 1298

Paid Time Off programs can also benefit low-
wage populations by eliminating punitive
occurrence policies, particularly onerous for
single parents who have no choice but to
stay home when child care breaks down or
children are ill. Certainly, the government’s
cfforts to enlist companies to employ former
welfare recipients underscores the kinds of
basic supports these employees need: hous-
ing, clething, transportation, and child care.
Some companies are concerned that em-
ployees who have managed to hang on with-
out any public assistance are not eligible for
these supports, even though their need for
them is as great as those coming off welfare,

Companies in this study have focused only
slightly on this population, Less than a quar-
ter of respondents have made efforts (to a
great or some extent) to address the needs
of low-wage workers (23%). At the same
time, over a third feel (to a great or some ex-
tent) there is a4 need to specially target low-
wage populations in order that company cf-
forts benefit them (38%). Companies in the
health care industry are more likely to have
targeted their work/life efforts for low-wage
workers than firms in other industries,
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Impact of Work/Life Initiatives

Backlash

Despite the media coverage of backlash
against work/life initiatives, the companies
participating in this survey do not see back-
fash to be a significant problem. The major-
ity (59%) report no backlash at all, while a
third report backlash to a limited extent.
Only 8% report backiash to some or a great
extent. '

To the extent that it exists, the source of
backlash is most likely related to employees
without dependents who feel they deserve
equal benefits (56%), or employees who can-
not use the company's work/life supports
because they are not available where they
work (48%). About a third of respondents
sense that employees without dcpcndcnts
who do extra work because of those with
dependents may be a source of some
backlash.

All in all, this survey is consistent with other
research suggesting limited backlash to com-
panies’ work/life initiatives from those who
do not currently benefit from them,

Measuring the Impact
of Work/Life Initiatives

The majority of companies reports that
some of the objectives of their work/life ini-
tiatives have been met (60%). Only 5% say
that all objectives were met, and 1% say their
objectives were exceeded. About 3% say
their objectives were not met. -

These views are largely based on conjecture,
since three-quarters of surveyed companies
have not conducted any form of evaluation
to confirm whether objectives have or have
not been met.

Among the quarter of companies that have
evaluated their work/life cfforts, most rely
on employee polls and reviews of utilization
rates. Only about a quarter of those which
evaluated their efforts conducted a formal
study (27%), and a fifth conducted a cost/
benefit analysis (21%).

This is one of the great ironies in the work/
life arena: Most companies considering
work/life initiatives want data to substantiate
the potential return on investment, however
most companies having implemented work/
life initiatives do not spend the time or re-

Have experienced backlash against
work/life initiatives

Ta soima axtant % To o grest esient 1%

To a lirnked

axtent 3% o Nl all B9%

Achievement of work/life objectives

Enceaded 1%
All mat B%

Nol sure,
don'l now 31%

Nl mat 3%
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sources to evaluate them. Many companies
are reluctant o spend additional funds and
are gatisfied knowing that employvees use the
programs and are generally pleased with '
them. Not ondy does this it our ynder-
standing of the impact of work/ife initia-
tives, but it also reduces the ability to
identify and concentrate on those initiatives

yielding the greatest impact on work cffee-

tiveness and personal well being.

The Bottom Line

Among the nine categories of programs and
policies whose value was compared, comps-
nies indicate that health care supports hold
the greatest valus w craplovess (63%). The
next most valuable work/iife supports relfte
to issues of time off and floxibility, Only 2
fifth of companies selected child care sor
vices as the work/life initiative of groaiest
value 1o emplovecs and only 3% indicated
such value from elder oarg supports. How
ever, the portion of the workforoe tha
would henefit from cach group of initiatives
is Hkely to have influgnced sclections, While
afl employees can potentislly benefir from

- health supports and flexibility, and only .

Work/life initiatives of greatest
value to employees®

. Haslth 63%

" Tims oiffleaves 65
Flexble work arrangementis 42
Training 30
Information and counseling 28
Child cara 20
Financial suppart 7
Convenience sarvices 4
Eidar care 3
*Cammmuniry wndt wiretgle #8y s ik
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those with children or clders o support can
bencfit from dependent care initiatives, itis
not then surprising that health care and flex.
ibility would be indiciated as having the ‘
i;r qarest value to employees, However, given
the limited extent to which these initiatives
have been evaluated, true value among sub-
groups of the workforce may differ from tne
opinions expressed in this seudy,

Conclusions

This profile of U.5. employers is somewhar
sohering i m the face of 100 Best Lists™ and
5 ‘mgc s on Dest prag-
Te, Once past the exemplary firm, it is im-
portant to be reminded that many m
companies have embraced workAife t
very HBplted exent or not g € -
TR (o any study of this kind is that
those who have not developed work/dife
sodutions are not well represeated is this
stuchy

Among companies thut have addressed the
wark/dife concerns of employees, the range
of initfatives they offer includes some polie
cies and programs that were o part of bene-
fits initiatives long before workife concerns
came imo vogue, They were included in this
studly because they clearly help reduce the
striin or expense of family and personal life
This survey finds that these more traditionat
initiatives continue 1o be moaore far more
prevaient than any of the sewer initistives
that are more specifically workAife focused,
e.g. depradent care, Among afl the initia-
tives provided by af least half of the compa-
mies surveyed, none of the newee worlydife
iratintves make the st

Mot surprisingly, the options which compx
nics are likely to be considering for the &r



initiatives offéred at by at leasy
50% of companies

4014k) ratramant H2%
Taition reimirsament 85
{npaid teava, non-FiiLA a%

Casual drass
Pan-time work

FRA, depandant care
Ernployes sssistance pOGRM ;
FS4, health corg

Personal days

Joby skilis iralning

Unpaid family logwe bovond FRLA
Payrol savings

Faid sick diys for others

Ungaid persoral days

Cultwra! divarsity training

Leaderatip training inciudad in workfile
Stress managernent counseling
Pre-retirement counseling :

s@erorandasrns@®
P

ture are, in fact, more directly related (o
waork/fe concerns. Of the 10% initintives,
only ¢ are under consideration by 10% or
more of the companices surveyed, with an-
other seven added if we include initiatives
that 9% gr more of companies offer, Only
onc option is under considenion by more
thas 12% of {iompanics: long term care in-
surance to address the needs of older work-
ers of family gmrmbt:rs {20%).

While this sample of companies has ex-
pressed some commitment o work/ife con
cerns through a vatiety of rraditional and
non-traditional initiatives, they seem (o
shott of embracing work/ife a3 an ¢ifocdve
strategy for business effectiveness and
competitiveness. This is most apparent in
examining the inplementation strategics for
many inititives that render these efforts less
effective than they might otherwise he, For

|

initiatives companies are
considering for the future

Lang Teree Care insurance 0%
Paid Tima Off bank 12
Finantial planning ¥
Telecommuting 1
Back-up child care 11
Mearsite center 10
Pre-ratitemsnt counsaling 10
Logs insurants ) 1)

Oresite child carg center
Consortium child care center
$hild care resource and rafpral
Lot wall ohild care

Werkfito seminas

Wandds cawsiouers

Flexible work guidelines

fwow @ w oo oo fode

hedival ooverage for same SOX RaFIngrs

instance, a policy on flexible work arrange-
ments Beeds to be accompatiied by guide-
lings and oniy a quarter of companics hus
guidelines for these arrangements. Further-
more, very few hold managers accountable
for addressing issues of flexibility by incor
porating this concept into performance cri-
teria. Similarly, while many have manager
teaining, fewer than one in ten mandate i In
another example, the increased opportuni-
ties for employee volunteerism are thwarted
by the fack of midday flexibility.

How 2 company implements its policies and
the cavironment in which they are imple-
meated have significant bearing on whether
the policies will be used and to what effect,
Furthermore, since smalfer firms are better
ahie 1o creare a supportive culture than they
are to introduce 3 varicty of costly progrums,
it is particularly nportant that Companics
continuc to focus on stmtegic alignment of
work/idfe initiatives.,

SHFSRAEACEA SURVEY OF WORIAPE BUTLINGE 1958 23



Bright Horizons Family Solutions-Mercer Work/Life Initiatives Index

Caregiver fairs
Fitness/nutritional counseling
Pre-retirernent counseling

Phased ratirernent
Telecomrnuting
Compressed workweek

v POINTS POINT!
Implamentation and evaluation 8 Training 29
Designated term for initiatives 2 Mandated manager training on work/life 3
Conducted evaluations of initiatives 3 Voluntary manager training on workflife 2
Addressed needs of low-wage workers 3 Ongoing coaching of managers regarding wi 3
Eider care . 10 Job ;k.ills trainin.g. 2
, Multi-lingual training 1
Long term care insurance 2 Cuttural diversity training 3
Elder. cars resource and refersal 3 Sexual orientation sensitivity 1raining 3
O O iy Do ety v :
Workfife issues in leadership training 3
Health caro 14 Workjife issues in team building training 3
Medical coverage for same sex partners 3 Work/fife issues in career management training 3
Acoqmmodation for nursing mothers 3 Flexible work arrangements 17
Qn-sne fitness clemer 2 Handbook on policies 2

Fitness center discounts 2 -
. C . Flextime 1
On-site nurse/physicianfhealth services 2 Midday fi 3
\ . idday flex

Health care flexible spending account 2 Job sharing 3
Information & ¢ounseling support 28 Permanent Pari-time 1
1
2
2
2

Retiree help ling, job listings

Legal insurance

Legal assistance

Lifecycle resource and raferral

Spouse job placement assistance for relocation
Prg-marriage, marriage and step-family support
Stress management counseling

Support groups

Workflife ngwsletter

Seminars on workflife issues

EAP |[Employoe Assistance Program)

Child care

On-site center

Near site center

Consanium center

Back-up care

Gat waell care for mildly ill children
Beforefafter school care

On-site school

Holiday/vacation cara

Summer camp

Dependent cara flexible spending account
Employer contribution to FSA

Chitd care vouchers or other form of subsidy
Chitd care reimbursement when on co. travel
Child care resource and referral

College information or school match service
Adoption subsidies

Convenience servicas

On-site convenience (banking, store, cancierge)
Free or subsidized meals

Take-home dinners

Discounts for major purchases or services

‘Transportation subsidies

Financial assistance

Financial planning services

Payroll savings plan

Collage scholarships for employees’ dependents
401K ratirament or savings plan

Tuition reimbursament for continuing education

—- = L) = MW mmmmmmmmmmmwwmwwa BOM L)L LWL RWR = = =
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Casual dress

Time off

Paid Time Off policy

Paid sick days for care of others

Paid parsonal days/floating days

Paid sabbaticals

Paid maternity leave beyond disability
Paid patarnity leave

Paid adoption loave

Leave pool to sharg

Unpaid personal days

Unpaid leave of absence for non-FMLA reasons
Unpaid family leave beyond FMLA

Strategic alignment

Task force on workflife issues

Work/life manager

Guidelings on people-friandly technology
Worklife sensitivity in performance ratings
Flaxibility as measura in performance ratings
Wark/life mentioned in mission statement
Work/life considered in restructuring efforts
WHL, considered in total quality managarent
Work/life addressed in opinion/climate survey
Regular opinion survey

Community investment

United Way support

In-kind donations

Sarve on local councils

Volunteer release time

Designated fund for family support programs
Yolunteer grants

Gives community sorvice awards

Gives matching gifts to employses’ charities
ABC sponsar

Family a priority in giving

Public-privata partnership
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William M. Mercer Companies 1LC
§ 186 Avenue of the Americas

New York, New York 16036

212 345 7000

WWW.WIRIMCICEN.OGm

Bright Herizons Family Solutions
One Keadalf Square, Building 200
Cambridge, Massachuscits (2139

617 577 8020

wwsw brighthorizons com
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