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House Memorial 1
Rep. Danice Picraux

Objectives

NOW, THEREFORE, BE IT RESOLVED BY THE HOUSE OF
REPRESENTATIVES OF THE STATE OF NEW MEXICO that the
University of New Mexico’s bureau of business and economic
research he requested to convene a task force to define
family-friendly policies and practices and to study policy
options related to paid maternity leave, paid time off, part-
time employee benefits, policy incentives for family-friendly
small businesses, employment-based child care and other
issues that will improve the health of women and families by
addressing economic security.

Task Force Members
Jessica Aranda Southwest Creations CollaborativeEnrique Cardiel Bernalillo County
Susan Loubet NM Women’s Agenda
Sidney Mason-Coon UNM
Barbara Marcus Albuquerque Convention and Visitors BureauJulie McCabe PNM
Antonia Montoya Change Is Yours
Suzan Regan Department of Workforce SolutionsLee Reynis, Chair UNM Bureau of Business and Economic ResearchGiovanna Rossi Pressley Collective Action Strategies, LLCLouAnn Sanchez NM Department of Health
Kurt Saenz NM Economic Development DepartmentJane Slaughter Office of Research, UNM
Justina Trott, MD Women’s Health Services
Harry Van Buren UNM Anderson School of Management

The Task Force met monthly from June-September 2011
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House Memorial 1

Goals for Year 1- 2011

1. Define family-friendly employer policies.

2. Examine benefits of individual policies to workers and

their families and to the larger community.

3. Give careful consideration to the costs and benefits of

policies to employers.

4. Explore options for instituting an award program for

employers who implement family-friendly policies.

Definition of Family-Friendly Employer Policies

Family-Friendly Employers (FFE5) acknowledge and respond to the work and

personal/family responsibilities of employees by developing and implementing

policies and practices that allow employees to balance work and personal/family

responsibilities effectively. Family-Friendly Policies and Practices (FFPP5)

include but are not limited to:

Personal, Family and Parental Leave

•Maternity/Paternity Leave and Lactation Programs

•Childcare/Eldercare/Dependent Care

•Flexible Scheduling
Telecommuting
Job Sharing and Part-Time Options

Healthcare
•Wellness Programs
•Higher than Average Wages within an Industry

•Asset Building and Retirement Programs

•Training and Advancement Opportunities

FFPPs benefit both employees and employers. They positively impact the

health, education, economic stability and job satisfaction of employees and their

families while increasing sales, share value, and productivity and lowering costs

by reducing absenteeism, turnover, and health-related expenses for employers.
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Overall Conclusions
This has been the deepest and longest recession in the Post World War II period.New Mexico employment declined by 4.1% in 2009 and by a further 1.1% in2010, with overall job losses peak to trough in the neighborhood of 50,000.Thousands remain out of work.
Women workers now comprise roughly 50% of total nonfarm employment inthe US, and a child today is as likely to have a working mother as a workingfather. In NM in 2010, about 60% of children under 6 had all parents in thelabor force.

Yet few employers have made efforts to accommodate the familyresponsibilities of today’s workforce. The one significant fedei al law, the FamilyMedical Leave Act (FM[A), gives parents job protected rihts to take off timebefore and after the birth of a child and keep their health insurance.Unfo tunately, the law only applies where the employer has 50 or moreemployees. And the leave is unpaid and cannot exceed 12 weeks per year.
the benefits to employees and their Families and the larger community oladopting famtly Friendly policies are numerous and the effects far reaching.interestingly, employers may have much to gain as well -- in increasedproductivity, lower costs, increased sales and higher shat e value.

The NM Labor Market: Considerations for
Family-Friendly Policies

1. Many people in rural areas live far away from theirplaces of employment, requiring approaches to thisissue that recognize the effects of commuting timeand distance on employees and employers.
2. Occupations that comprise the greatest percentage ofemployment in the state tend to be those with lowerwages and expected skill levels. For example, both

food preparation and serving related occupationsalong with personal care and service occupations havehigh levels of employment (71,610 and 33,080
respectively) and low median wages ($9.55 and
$10.27 respectively>.
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Profitability of Family-Friendly Polices and Practices

in the Workplace

In today’s economy, employers everywhere are looking for ways

to save money and boost their bottom lines. In New Mexico,

many employers have laid off employees or reduced their hours.

Simultaneously, the need to remain competitive has meant

maintaining or even increasing operations. As a result, everyone

has been forced to accomplish more with less. But even before

the economic downturn, U.S. employers were spending an

average of $300 billion in lost productivity, recruitment and

retraining costs each year. This makes the cost-effectiveness of

employee retention, efficiency and productivity an urgent matter.

With examples of small and large employers from a variety of

industries that employ both high and low-skilled workers, the

attached matrix demonstrates real strategies for boosting the

bottom line through increased sales, share value, productivity

and reduced costs.

Social Outcomes of Family Friendly Polices and

Practices in the Workplace

For workers in all industries and income levels, striking a

balance between their work and personal/family

responsibilities is extremely important. Whether an

employee is raising a family, caring for aging or sick family

members, or attending to his or her own personal needs, the

ability to achieve work-life balance is both challenging and

vital in ensuring productivity in the workplace and well-being

in the home. Considering the health, education, and

economic outcomes that are linked to work-life balance,

employers play a pivotal role in the lives of their employees

and in society at large.

Highlighting examples of Family Friendly Policies and

Practices, the attached matrix demonstrates the impact

these have on both on families and communities.
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Family-Friendly Business Awards
Awards for companies that have family-friendly policies can impact the awardrecipients and their employees, as well as entire communities.• Companies recognized with awards gain stature and can use theiraward status in recruiting and marketing.

• When they do so, employees and other companies are educated to theadvantages of family-friendly workplaces.
• Award recipients can experience a competitive advantage in recruiting.

Family-friendly workplace awards are given by governments, businessorganizations, civic clubs, foundations and other groups all over the countrTheir criteria typically Include items such as:
• Flexible work schedules, including job sharing and telecommutlng• Health insurance and weliness programs
• Paid vacations and sick leave
• Employee growth and development
• Profit sharing and 401k retIrement plannIng

Expanded programs may also offer child care and elder care benefits,lactation programs, employee growth and development

House Memorial 1
Goals for Year 2-2012

1. Undertake labor market analysis to inform policy
recommendations.

2. Develop awards program.

3. Develop set of policy recommendations.
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1HOUSEMEMORIAL1

250ThLEGISLATURE-STATEOFNEWMEXICO-FIRSTSESSION,2011

INTRODUCEDBY

DanicePicraux

5

6

7

8

9

10
AMEMORIAL

11REQUESTINGTHECREATIONOFASTATEWIDETASKFORCETOASSESS,
12ANDRECOMMENDPOLICYOPTIONSTOADDRESS,FAMILY-FRIENDLY

13WORKPLACESFORNEWMEXICOWOMENANDFAMILIES.

14

15WHEREAS,economicsecurityisoneofthebuildingblocks
16necessaryforindividuals,familiesandcommunitiestohavea

17healthyandfulfillingqualityoflife;and

18WHEREAS,tobeeconomicallysecuremeanstohave

19unconditionalandconsistentaccesstostableandsupportive

20employment,qualityeducation,safehousing,safecommunities,

21nutritiousfood,healthcare,socialservicesandsocial

22justice;and
0

23WHEREAS,whenindividuals,familiesandcommunitiesare

24economicallysecure,theyarephysicallyandmentallyhealthy

25andareabletothriveintheirownenvironments;and

.182730.2



1WHEREAS,publicpolicyatthelocal,stateandnational

2levelscanbecreatedtoensureeconomicallysecurelives;and

3WHEREAS,whenindividuals,familiesandcommunitiesare

4noteconomicallysecure,negativehealthoutcomesresultthat

5affectwomenandtheirfamilies,particularlywomenand

6familiesofcolor;and

7WHEREAS,accordingtotheworkforcesolutionsdepartment’s

82010employeebenefitssurvey,onlysixty-sixandone-half

9percentoffull-timeemployeesandseventeenandone-half

10percentofpart-Limeemployeeswereofferedpaidmaternity

11leave,andonlytwenty-threeandeight-tenthspercentofpart-

12timeemployeeswereofferedpaidsickleave;and

13WHEREAS,despitetheeconomicdownturnandtheeconomy’s

14negativeimpactonsomebusinesses,employersstillfindit

15hardtofindandretainskilledemployees;and

16WHEREAS,anincreasingnumberofwomenarethe

17breadwinnersfortheirfamilies;and

18WHEREAS,womenarenearlyfiftypercentofthenation’s

II
19workforce,andtherecession’seconomicimpactsonwomenare

20moreconsequentialfortheeconomythantheywouldhavebeenin

21therecessionsofthelastcentury;and

22WHEREAS,womenfaceanumberoflonger-termchallenges,

23includingthegenderwagegapandfemaleunderrepresentationin

24higherlevelsofmanagement;and

25WHEREAS,womenaremorelikelytoworkparttimeandhave

.182730.2
-2-



1lowerincomes;and

2WHEREAS,women’shealthstatusfallsastheirfamily
3incomelevelsfall;and

4WHEREAS,womenwithlowerincomessuffer

5disproportionatelyfromchronicdisease,disability,mental
6healthissuesandpoorhealth;and

7WHEREAS,approximatelysixteenmillionsevenhundred
8thousandwomenareuninsurednationwide;and

9WHEREAS,uninsuredwomenaremorelikelytolackadequate
10accesstocareandhavepoorerhealthoutcomes;and

11WHEREAS,alackofinsurancefurtherheightenseconomic
12insecurity;and

13WHEREAS,raceandethnicityareimportantdeterminantsof
14economicsecurity;and

15WHEREAS,thestateofNewMexicoranksthird-highestin
16thenationforthepercentageofpersonsbelowthefederal
17povertylevel;and

18WHEREAS,NewMexico’smedianannualincomeforwomenis II

19rankedforty-secondinthenation;and

20WHEREAS,fourteenandtwo-tenthspercentofallNew
21Mexicanshaveincomesbelowthefederalpovertylevel;and -d

22WHEREAS,thirteenandtwo-tenthspercent,orninety-six
23thousandonehundredeighty-four,ofNewMexicohouseholdsare
24headedbyawoman,withnohusbandormalepartnerpresent;and
25WHEREAS,amongfamilieswithafemale-headedhousehold,

•182730.2
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1thirty-sixandtwo-tenthspercenthaveincomebelowthefederal

2povertylevel;and

3WHEREAS,fifty-oneandseven-tenthspercent,or

4twenty-fourthousandtwohundredthirty-six,ofgrandparents

5wholivewiththeirgrandchildreninNewMexicoareprimary

6caretakers,andthemajorityofthesecaretakergrandparents

7arewomen;and

8WHEREAS,inNewMexico,womenonaverageearnonlyseventy

9percentofwhaLmenearn;and

10WHEREAS,forNewMexicanwomenofcolor,theearningsgap

11issignificantlyhigherthanaverage:Hispanicwomenearnjust

12[ifty-fivepercentofwhatwhitemenearnandAmericanIndian

13womenearnjustfifty-threepercentofwhatwhitemenearn;and

14WHEREAS,theofficeofthegovernor’scouncilonwomen’s

15healthhascompletedsignificantresearchontheimpactof

16economicsecurityonthehealthofwomenandfamilies;

17NOW,THEREFORE,BEITRESOLVEDBYTHEHOUSEOF

18REPRESENTATIVESOFTHESTATEOFNEWMEXICOthattheuniversity

IIII
19ofNewMexico’sbureauofbusinessandeconomicresearchbe

20requestedtoconveneataskforcetodefinefamily-friendly

21policiesandpracticesandtostudypolicyoptionsrelatedto

22paidmaternityleave,paidtimeoff,part-timeemployee

23benefits,policyincentivesforfamily-friendlysmall

24businesses,employment-basedchildcareandotherissuesthat

25willimprovethehealthofwomenandfamiliesbyaddressing

•182730.2
-4-



1economicsecurity;and

2BEITFURTHERRESOLVEDthatthetaskforceinclude
3representativesfromtheuniversityofNewMexico’sbureauof
4businessandeconomicresearch,thewomen’sadvocacycommunity,
5theworkforcesolutionsdepartment,theeconomicdevelopment
6department,thedepartmentofhealth,thehumanservices
7department,thechildren,youthandfamiliesdepartment’s
8in-homeinfantchildcareprogram,thechambersofcommerceof
9NewMexicocitieswithpopulationsofmorethansixtythousand

10individuals,thesmallbusinesscommunity,anasset—building
11organization,abusinessandprofessionalwomen’sassociation
12andothersthatthebureauofbusinessandeconomicresearch
13identifies;and

14BEITFURTHERRESOLVEDthatthetaskforceberequestedto
15submitaninterimreporttothelegislativehealthandhuman
16servicescommitteebyNovember1,2011andafinalreportto
17thelegislativehealthandhumanservicescommitteebyNovember

-181,2012;and
III)

—19BEITFURTHERRESOLVEDthatcopiesofthismemorialbe
20transmittedtothegovernor,thechairandvicechairofthe
21legislativehealthandhumanservicescommittee,thesecretary
22ofworkforcesolutions,thesecretaryofeconomicdevelopment,
23thesecretaryofhealth,thesecretaryofhumanservices,the
24secretaryofchildren,youthandfamilies,thedirectorofthe
25universityofNewMexico’sbureauofbusinessandeconomic

•182730.2
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1researchandthechairsoftwochambersofcommerceofNew

2Mexicocitieswithpopulationsofmorethansixtythousand

3individuals.

4
-6-

5

6

7

8

9

]-o

11

12

13

14

15

16

17

)G)
18

IIII

r-19

20

21

0

IE.182730.2



The
Profitability

ofFam
ily

Friendly
Policies

and
Practices

in
the

W
orkplace

In
today’s

econom
y,

em
ployers

everyw
here

are
looking

forw
ays

to
save

m
oney

and
boosttheir

bottom
line.

As
N

ew
M

exico
reaches

a
22-year

high
for

unem
ploym

ent,m
any

em
ployers

have
laid

offem
ployees

orreduced
their

hours.
Sim

ultaneously,the
need

to
rem

ain
com

petitive
has

m
eantm

aintaining
oreven

increasing
operations

and
everyone

has
been

forced
to

m
ore

with
less.

Buteven
before

the
econom

ic
dow

nturn,
U

.S.em
ployers

w
ere

spending
an

average
of$300

billion
in

lostproductivity,recruitm
entand

retraining
costs

each
year.

This
m

akes
the

cost-effectiveness
of em

ployee
efficiency

and
productivity

an
urgentm

atter.
H

ighlighting
exam

ples
ofsm

all
and

large
em

ployers
from

a
variety

ofindustries
thatem

ploy
both

high
and

low
-skilled

w
orkers,the

following
m

atrix
dem

onstrates
realstrategies

forboosting
the

bottom
line

through
increased

sales,
share

value,
productivity

and
reduced

costs.
Itshow

s
how

real
em

ployers
have

becom
e

m
ore

profitable
by

im
plem

enting
a

variety
of

Fam
ily

Friendly
Policies

and
Practices,

including:
•

Personal,
Fam

ily
and

Parental
Leave

o
H

ealthcare
•

M
aternity/Paternity

Leave
and

Lactation
Program

s
•

W
etness

Program
s

•
C

hildcare/Eldercare/D
ependent C

are
•

H
igherthan

A
verage

W
ages

within
an

Industry
•

Flexible
Scheduling

•
A

sset
Building

and
R

etirem
entProgram

s
•

Telecom
m

uting
•

Training
and

A
dvancem

entO
pportunities

•
Job

Sharing
and

Part-Tim
e

O
ptions

1
C

onventionalw
isdom

m
ightconsider

investing
in

em
ployees

in
this

fashion
to

be
too

expensive
oronly

applicable
to

high-skilljobs.
Butthe

research
cited

has
im

portant
lessons

forus
as

w
e

plan
foreconom

ic
recovery.

O
ffering

these
benefits

and
doing

rightby
em

ployees
and

theirfam
ilies

atalllevels
ofthe

professional
ladderis

econom
ically

viable
and

profitable.

Increased
Sales,Share

V
alu

increased
productivity

Low
er

absenteeism
Low

erturnover
R

educed
H

ealth
and

C
ostSavings

I R
elated

C
osts

P
erso

n
al,

F
am

ily
an

d
According

to
a

2011
study,wom-famiij

A
ccordng011

study
work-family

Bureau
ofbaborStastics

data
show

Parental
Leave

conflictisacute
in

low-income
families

ccnlictisacute
in

ow-incornefamilies
palo

parentalleave
and

extending
unpaid

inlarge
partbecause

low-income
i

arge
partbecause

om-ncome
parentalleave

ct
theresignaron

ratesof
I

familiesare
more

lAey
tobecarirg

for
familiesare

more
Arelv

to
becaiirg

for
Inew

mothersand
enhanced

retention.
afamily

member riho
is

Il.Asaresult,
afam

y
member‘no

s
As aresult,

Ifamily
leave

isincred:bly
vauable

for
far:lv

cave’s
mcredib!y

va’oab,efor
Operating

in
theautomot’veindustrialsector,

these
families,ailow’ng

them
to

tend
to

ithese
families, allowing

loom
totend

to
Autohu

Australia
impem

ented
leave

and
seriousissues

athome
and

leading
to

seriousissues
at

rom
e

and
eading

to
fex’bliIy

po’iciesanc
ltsturnoverrate

increasea
oroductivity

and
fewer

fewerunsoheouled
absences

arc
decreased

from
15.20

percenttolust
‘unscheduled

absence
satwow.

Increased
produchuiru

a: worK.
percent.These

programsultimately
saved

more
than

trey
costto

irrpiement.

‘The
main

reason
cuec

byemployers
for

developing
worKplacefiexiblity,care

giving
i

‘
‘

eaves
and

dependentcare
initiativesisthe

I
retenton

ofem
ployeesin

generalratherthan
I

higkyskilied
e
n
r
c

1o
y
e
e
s.



Increased
Sales, Share

V
alue,

arid
C

ost Savings

R
educed

H
ealth

R
elated

C
osts

Increased
productivity

Low
er

absenteeism
Low

er turnover

M
aternitylPaternity

Aocom
m

cdarwg
workplaces—

inoUding

Leave
and

L
actation

those
offehng

nald
and

unpaU
maternity

em
e—

laise
a

inelAooa
orwomen

Program
s

re
trn

to
%

-time work
within

a
yearafter

ohdoirth
and

to
the

sam
e

employer.

A
stuoy

ofmultiple
com

panieswith
lacraton

sopportprogramsfound
an

average

retention
rateof 94%

C
hildcare/E

ldercare/
Chidoare

subsidies,work-site
child

care,and

D
ependent

C
are

otheroff U
care

benefitsenhanced
retenton

among
workem

studied
in a vasety

of
ndusrries,including

manufacturing,banKing,
and

nospitais.

Flexible
Scheduling

IA
W

atson
W

yatt study
found

shareholder returns
The

authors
of W

onrenomics found
that

ICnrbb
Insurance

reduced
its

A
study

of 614
U.S. businessesfound

that

raise
by

3,5%
as

a resultof schedule
flexibility

bluechip
companies

(including
KPMG,

unsoheocled
abse’wes

(by
50%

each
when

ccnsidering
whetherto stay

with
their

IM
icrosoft, and

Pflzer( offering
some

month) and
overtime

by
40%

per
employer,schedu

e flexibilityoutweighed

Fortune 500
firm

USAA
increased

its net worth,
fexibihty

in hourswere
more

em
ployee
t

with
a team

cased
approach

salary,stocK
optons,and

tra’ning

paying
out$857

million
in dividendsand

,com
petitve

proouctive
and

inhabtea
to

tlexibe
scheduling.

considerations

decreasing
turnoverby half in

2008, offering
oy

employees who
mere

lessstressed

telecontmuting, schedule
flexibility, pad-time

and
more

commItted
to the company.

L
o
rg

to
a 2005

s..rey,altem
afno

Delote
&

Touche
creditsits scnedule

employment,and
job

sharing.
work

arrangem
ents

rank
at the

top
of

flexib’ ity programsin saving
approxm

ately

, worn-life programsn
effectivenessin

$41.5
miyicn

in costs
relateo

to
turnover.

M
anagers of hourly

workersat a
large

U.S. retailer
reducing

unplanned
aosences

‘rom

reported
that scheduling

flexibility reduced
cork

A
study

0f
low

wage
workerswith

schedule

operational costs,particularly
those

associated
i

flexibilityfound
thatthey

were
30

percent

with
recruiting

and
re-training.

,

lessl’kely to
leave

their employerwithin
two

i
I

I years
than

wo%
ers who

had
no

flexibility.

Acoordng
to the

National Study
of the

I
Changing

W
orkforoe

in2002
73%

of
einp.oyees

with
ffgri avahabOty

of flexible

work
arrangem

entsreported
thatthere

wasa

alga
kelihood

thatthey
would

stay
with

tner

• currentemploym
for the nextyear

2



Increased
productivity

Low
er

absenteeism

Fortune
500

firm
U

SM
increased

itsnet worth,
paying

out$857
million

in
dividendsand

decreasing
turnoverby

halfin
2008,offering

telecommuting,flexibility,part-time
employment,

and
job

sharing.

IBM
Sun

M
icrosystems,JetBtue,ARC

and
Holland

Americasaved
millionsin

realestate
and

otherexpenseswith
telecommuting.A

1999
study

by
the

InternationalTelework
Association

and
Council estim

ated
savings

of$10,000
per

employee.

Asa
resultofitscombination

of part-timeoptions,
competitivewages, flexibility,healthcare,and
training

and
advancem

ent opportunities,Costco
hashigher annualsaleswhen

com
pared

to others
intheretailindustry:$279

persquare
footand

$2608
perworker,

Fortune
500

firm
U

SM
increased

itsnet worth,
paying

out$857
million

individends
and

decreasing
turnoverbyhalfin

2008,offering
telecommuting,flexibility, part-time

employment.
and

job
sharing.

According
toa2002

study,
Reguiar

tele-workersand
remote

workersreport
that 84%

ar,d
86%

oftheirinteractions
with

co-workersare
aboutwork-rrtated

issues.”

Low
er

turnover

Fortune
500

firm
U

SM
decreased

turnover
by

half,mcreasir.g
itsnetworth

and
paying

out$857
million

individends
and

in2008
by

offehag
itsem

ployeesoptonsaround
t&

ecom
m

utin, fiexibifty,part-time
employment,andjob

sharing.

to
a

2007
w

irey
of10,000

U.S.workers,
53%

ofthe
remote

workerssaid
they

weren’tconsiderag
leaving

the
company

wjth
in

12
months,while

OfliY
46%

ofthe
offioeworkerssaid

leaving
wasn’ta

consideration.

Cigna
retained

fivehundred
m

anagers
and

professionsasaresultofitsjob
share

and
part-time

employmentoptions.

Corning
reduced

turnoverby
50

percent
Iarronc

itsmanufacturing
workersby

providing
job

sharing
and

part-timeoptions.

Fortune
500

trw
U

SM
decreased

turnover
by

h
a

increasing
itsnetworth

and
paying

out $857
million

in dividends
and

in
2008

by
offering

itemployees
optionsaround

job
sharing,nab-time

employment,
telecommuting,and

flexibility.

R
educed

H
ealth

R
elated

C
osts

Increased
Sales,Share

V
alue,

and
C

ostSavings

T
elecom

m
uting

AT&
Tm

anaged
an

$11
million

net gain
asa

resultof implementing
alelecommuting

program
mostly

due
to

savings
inrealestate

and
increased

hourly
and

efficiency
productivity

from
its

em
ployees.

The
Sloan

W
ork

and
Fami:v

Researob
Network

reports thatteteoomnrut{ng
outsabsenteeism

by
nearly

60
peroent.

Job
sharing

and
Part-

Tim
e

O
ptions

3



[Increased
Sales,

Share
V

alue,
Increased

productivity
Low

er
absenteeism

Low
erturnover

and
C

ost Savings
R

elated
C

osts

H
ealthcare

Asa result ofits combination
of healthcare,

Amedean
Apparel orvdges

afforoabe
‘A

s
aresun

ofits com
ffnaton

ofo
e
u
w

a
m

e
ric

a
n

Apparel provides

competitivewages, flexibility,parbtime
options,

hen.tn
asuranoe,on-ste

exerse
com

pettine
wages,t exoild

part-fme
affordable

health
insurance,

and
training

and
advancem

entopportunities,
ciasses

m
assage

rherap,
r
L
4tO

tocs
optens, ace

trainIng
ace

advancem
ent

exercise
classes,m

assage

Costco
has higherannual saleswhen

compared
menu

offeringsatt’Ar cafeterIa,ace
O

ppO
rtJfllfiCS

Costoos
turnover rate

s less
therapy,nutritious cafeteriafood,

to
others

in industry
$279

per square
foot and

an
on-site

heatthcare
dine.

Asa
than

six
percentafter flrstyearof

and
an

on-site
healthcare

clinic.

$2,608
peremployee

resuit
.t san

a redotion
finess,

emotoyment
cre-toro

oftre
ndustry

As aresult,it saw
areduction

in

ng..rv,ano
relateo

costs.
averace)

I iilness, injury,absenteeism
and

related
costs.

W
eilness

program
s

-
_
_
_
_
_
_
_
_
_
_
_
_
_
_
_
_
_
_
_
_
_
_
_
_

Aonencan
Appawlprowdes

on-site
in

a nine-yearstudy
ofJohnson

I
exam

cv
casses, m

assage
tnercpy

&
Jonnson

s w
etness

program

.

nutritiousmonu
cffer.ngs

at the
thecompany

was found
to

have

company
cafeteria

ano
ar

on-sue
‘

saved
$225

per employee
per

henlihoaw
cinic

in andd:cn
to

year in
reduced

hospital

anoroabie
health

irsurance,
As a

adm
issions,mentalhealth

visits

I

result,it sao
a recuction

‘n
and

outpatient services.

absenteeism
a

‘ct as
a

redvofon
,n

I
finess

and
injury

and
a reouction

in
Steelcase

reported
a 55

percent

ihel- corresponding
costs).

reouction
inmedicalclaimsfor

)
participantsin itswellness
program.

American
Apparel provideson

siteexercise
ciasses,m

assage

therapy, nutritiouscafeteria

i
menu

offerings,and
an

on-site
bealthcareclinic in addition

to

j

health
insurance.

Asa result, it

saw
a reduction

in illnessand

.

injury-related
costs.

H
igherthan

A
verage

Asa
resuhofits combination

ofhigherindustry
Asa resulto’ itscombination

ofhigher

W
ages

w
ithin

an
wages, flexibility,part-timeoptions,healthcare,

industry
wages,flexibility,part-time

ootions,

I
and

training
and

advancem
ent opportunities,

‘ heaithcara,and
training

and
advancem

ent

n
U

S
‘

Costco
has higherannualsaleswhen

com
pared

opportunities,Costcos turnover rate
is less

to
othersin

industry
$279

per square
foot and

‘

man
sixpercent afterfirstyearof

$2,608
per employee,

.

amp cymen:(one-third
of the

industrj
average).



Increased
Sales,Share

V
alue,

and
C

ostSavings
Increased

productivity
Low

er
absenteeism

Low
erturnover

R
educed

H
ealth

R
elated

C
osts

A
ssetB

uilding
and

R
etirem

ent
Program

s
W

hen
Dancing

Dearimplemented
astock-option

program
foritsem

ployees,salesincreased
by

74
percentand

stock
optionsincreased

invalue
by

40
percentafter one

year.

In
addition

to proJairo
iroem

yy
f0r

every
aspecto

pm
ductcv

fenJL’
business,JenkinsBricksetup

aproit
sharieg

program
riuhch

em
poyces

Ibecam
e

vested
a’tersix

veers.
Iresulted

i5,
ncreased

prosuofvity
improved

productquality
ano

decreased
turnover.

in
addi:iou

toproding
incentivesforevery

aspectofproducton,family
business,

Jenk
nsBricksetup

a
profit-sharing

program
inwuich

em
ployeesbecam

e
vested

aftersix
years

Thisresulted
indecreased

turnover,
nereased

product.v:ty
and

mproved
product

lv.

Asaresultciin’ole:renfiro
a

rem
”rcor

system
invnch

severs
bcu’h,pa.

increased
based

on
their produchii:v,

Am
ercan

Appare
topied

itsoutput
from

30,000
to90003

yJeces
our cay.

Training
and

A
dvancem

ent
O

pportunities

Sources:

Asa
resultofitscombination

oftraining
and

advancem
entopportunities,competitive

wages,
flexibility, part-time

options,and
healthcare,

Costco
hashigherannualsaleswhen

com
nared

toothersinindustry
$279

persquare
footand

$2,608
peremployee.

Dancing
Deer,asma

I,Boston-oaseo
production

company
offersErg

sn
asa

Second
language

classestoits
production

workers,fndng
tvaiti’s

ad
to

bettercom
m

unicaton
oeteeer.

workersand
increased

oom
efOciency

Ooerating
inahigh

tjrnoverindustry,Xerox
Europe

offerscareertrack
optionsand

ffainvg
forem

poyeesinitscallcenters,
eacing

to
decreasec

levelsofturnoier.

Cosco
reportsthat98

percent 0f
ts

promotionshappen
from

within
thecom

pany
and

its
aternalskIlsdevelopmenthas

mproveo
recrwtmentand

retention
68

percentofitswam
house

m
anagersstarted

as
nourly

employeesand
theirturnoverrate

istess
han

sixpercentafterfirstyearof
emptoyment(one-t-ird

ofthe
industry

average

•
H

eym
ann,Jody,and

M
agda

B
arrera.Profitatthe

Bottom
ofthe

Ladder:
Creating

Value
by

Investing
in

Your
W

orkforce.
Boston,

M
A:

H
arvard

B
usiness,2010.

Print.
•

B
lades,Joan,

and
N

anette
Fondas.

The
Custom

-fitW
orkplace:

C
hoose

W
hen,

W
here,

and
H

ow
to

W
ork

and
B

oost
YourBottom

Line.
San

Francisco,CA:Jossey-B
ass,

2010.
Print.

•
“Issues

and
R

esources.”
M

om
srising.

M
om

srising,201
1.\N

eb.
15

June
2011.

<http://w
w

w
.m

om
srising.com

>.
•

“Custom
FitW

ork
Practice.”

C
ustom

-FitW
orkplace.

fvlom
sRising,

2011.W
eb.

15
June

2011.
<http://custornfitw

orkpIace.org!>.
•

“Policy
A

reas.”
The

W
ork,

Fam
ily,

and
Equity

Index
(W

FEI):i.4easuring
G

overnm
entalPerform

ance
around

the
W

orld
in

M
eeting

the
N

eeds
ofW

orking
Fam

ilies.W
eb.

14
June

2011.<http://raisingtheglobaIfloor.org!>.



Social O
utcom

es of Fam
ily

Friendly
Policiesand

Practices in
the

W
orkplace

For workers in aft industries and
Incom

e
levels, striking

a
balance

betw
een

theirwork
and

personal,fam
ily

responsibilitiesis extrem
ely

im
portant

W
hetheran

em
ployee is

raising
a

family,caring for aging
or sickfamily

m
em

bers, or attending
to

his orher own
personal needs, the abilityto

ach!evework-lifebalance
isboth

challenging
and

vital in

ensuring
productivIty in the workplace and

vd-belng
in the

hom
e.

Considering
the

health, education, and
econom

icoutcom
esthat are

linked
to

work-lifebalance,em
ployers

play a
pivotal role In the

lives of their em
ployees and

in
society

at large.

Highlighting
exam

ples of Fam
ily Friendly

Policies and
Practices, the following

m
atrixdem

onstratesthe
im

pact these
have

on
both

on
fam

iliesand
com

m
unities.

It reviews

workplace policies and
practices w

ith
Indude:

•
Personal, Fam

ily and
Parental Leave

•
M

aternity/Paternity
Leave

and
Lactation

Program
s

•
ChiklcarelEldercarelD

ependent Care

•
Flexible SchedulIng

•

•
Telecom

m
uting

•
Job

Sharing
and

Part-lim
e

O
ptions

1

H
ealthcare

W
ellness Program

s
Higher than

AverageW
ages within

an
Industry

A
sset Building

and
Retirem

ent Program
s

Training
and

M
vancem

entOpportunities



H
ealth

According
to

a
2011

study.viork-farndy
conflictis

acute
in low-incomefamiliesin

large
pad

because
low-incomefamiliesare

morelikelyto
be

carng
fora

familymember who
is ill.Asaresult,family

cave
is

incredibly
valuable

forthese
famifas.allowing

them
to

tend
to seriousissues

athomeand
leading

to
increased

productivity
and

iess
unscheduled

absence
at work.

(22)

The
ability

toearn
paid

sick
days

and
utilize

these
benefits ‘tihen

illorwhen
afamilymemberneeds

care
confers

substantial benefits
to

health,At the
individuallevel,paid

sick
dayscan

help
people

recoverfrom
illnessand

use
preventative health

care
services. Employment characteristicsrelated

to
health,such

aswages,family
and

sick
leave

policies,and
health,dental and

eye
care

benefits
are

correlated
vth

each
other,and

therefore
workersthatlack

paid
sick

days are
likelyto

experience
a greater vulnerability

to
adverse

health
outcom

es
and

thushave
agreaterneed

forchronic
and

acute
health

care.Accessto
paid

sick
days can

allow
workers

tomoreeasily
provide

essential care
forfamily

m
em

bersand
dependents, thereby

potentially
preventing

a worsening
of illnessand

use
of expensive

hospitalcare,and
avoiding

the
need

for paid
caregivers.At the

community
level,paid

sick
daysallow

workersand
studentsto

stay
homewhen

illand
could

help
preventtransmission

ofinfectious
disease

inschoolsand
workplaces.’ (8)

“A
guarantee

ofpaid
sick

dayswould
reduce

the
hazard

of communicable
disease

transmission
in

community
settingsInctuding

restaurants
and

long
term

care
facilities,with

potentialforreductions in
infectious disease

outbreaks. Paid
sick

days
would

have
a

particularly
significantbenefit inenabling

established
community

mitigation
strategies for

pandemic
flu. Finally,aguarantee

of paid
sick

days
would

preventpotential hungerand
lossof housing

among
low-income workersby

mitigating
wage

loss
during

periodsofillness.”
(8)

E
ducation

chilo’seducation
improvesacadem

ic
ach

evam
ent

coo
reduces

:lropoutrates
‘Aork’np

cond
ions

affectthedegree
ofpam

rtaiinvolvement‘ninca
chiidwnseducai’on.

,‘,hicv
m

awedls
ahects

educationaloutcomes.Children
“hose

parents
are

actively
involved

in
theIreduccion

aerform
betteror

readirg
arLomain

tests,experence
more

posY
se

e
m

o
tio

n
a
land

socialdeielopm
ent

have
fever

behavioral problems, and
e
e
rs

:s
tlancer

in
s
c
b
c
c
.

Ohildrer
“ho

are
atrYk

eoucahczal
‘,‘,such

as
an

in
c
o
m

e
s
tu

o
e
n
ts

a
n
d

th
o
s
e

n
.m

earc’g
cisab

fifies,
r
e
c
e
v
e

p
a
rfic

u
la

riv
s
ig

n
fic

a
rtceneOs‘row

ocrental
involuemeni.Yetacfiveparental icsclser’entin
children’secucafio’tcan

occuronlyvsher
sscrvp

ace
schedues

chord
‘.mking

ocrents
the

boretc
be‘.‘ath

theirchildren
dur;ng

out-cl-school hoursas wet
as

the flexibti’tyto
meetwith

teazoers
0

ocosut with
specialistsduring

the\voKday.‘22)

Econom
ic

Stability

•coc,-nucYes
wyattng

inabattereducated
future

ncrKtorce
ano

posu
velyimpacting

localeconomies.
In

an
annua

earn
ng

potential oraround
$10,020

more,high
schoc.gra.iates

are
more

Fkelytofind
stable

ard
ueder-paylr.g

em
Y

ctcent.
(2’

n2003.‘fcc
halfoftoe

6,200
students

that
dropped

out frcm
theirclassinAtbuquerque

would
base

graduatec, Itisesfimatea
thatthey

wou:d
have

ccntrbuted
to

the localeconom3
inthese

ways:

Em
ployee

SaU
sfaction

&
Productivity

66%
ofU.S. workersreport using

unscheduled
sick

leave
crpersonalo

familyreasonssuch
as

theh
children’seducational needs.

Employees cite
work-

lifebalance
asIncmostimportantreason

forstayng
on

jobs
thatallow

such
balance.(14)

Personal,
Fam

ily
and

Parental
Leave

s,
a

o
-r

l
lv

r
r

-
Par

nt2
o
rc

t
cermim

m
m

dc
aid

vhole

Bureau
ofLaborStatisticsdata

show
thatpaid

parenta
leave

and
extending

unpaid
parentalleave

cutthe
resignation

ratesofnew
m

othersand
enhanced

retention. (14)

.Earned
$38

cdlha
in

ccc
honalannualwages,scent

Operating
n

the
automotive

industrialsector,Autoliv
an

aooihonal$26
mhl’oc

.nreta:
purchasesand

Australia
implemented

leave
and

flexibilitypolicies
invested

an
aad’tonal$9

vU
ion

and
theirturnover ratedecreased

from
15-20%

to
•Purchaseo

hones
wiltan

additionalvalue
of$8

just3%
and

these
programsultimately

saved
more

•
rr’lon

and
purchased

vehicles‘withan
additional

than
they

costtoimplement. (13)
vaue

of$3
rnilicn

•Contrbuted
tosoend’ng

and
investment

supporting
According

to
the

2008
NSE,themain

reason
300

new
cbs

and
increasing

the
gross

regional
employers

oevelop
workplace

flexibifty,care
giving

croductby
as

much
as$16

millicrby
themidpoint

leaves
and

dependentcare
initiativesisthe retention

ofthe’rcareers
ofem

ployees
ingeneralnotthe

retenton
ofhighly

•Controvtec
an

addit’oral$5
m

uon
in

state
and

local
mUlledem

ployees(15)
taxes.211



E
ducation

The
length

of time women
spend

at home
after b’rth

‘s related
thecoverage

availablefor maternity
care,

The
Family

and
M

edical LeaveAct (FMLA) enables

those
who work

for employerswith
50

or more

em
ployees

to takeup
to

12
weeks

of unpaid. job-

protected
leave

peryear forthe birth
and

care
o

the

em
ployees

newborn
child

or for placem
entof child

for adoption
or fostercare

and
requires

that their

group
health

benefitsbe
maintained..

According
to, Galtry

and
Callister,

Research

undertaken
in the

United
States

also
shows thata

period
of leave

following
childbirth

substantially

assistsmothers
physicaland

mental well-being

(Gjerdingen,Froberg,&Kochevar
1991

M
cGovern

et

al.1997).

According
to

Bergeret al (2005), children
whose

mothersreturn
to work

early
are

less
likely

to be

breast fed
at all orto be

breastfed
for a shorter

period
of time,

Also
less

likely
to receive

regular

medicalcheckups
in

the first yearand
to receive

all

the
DPT

and
Oral Polio

immunization
during

the first

18
mos.

Results are
strongerwhen

return
to work

full time.
Also, children

whose
momsreturn

to
FT

work
within

12 weeks
are

more
likely

to
have

externalizing
behaviorproblemsat age

4.

Breastfeeding
is known

to have
positive benefitsfor

the
health

of the
child

and
of the

mom.

The
Centerfor Disease

Control Guide
to

Breastfeeding
Interventionscites

Feb
and

Roes

research
showing

that
working

outside
the home

s

related
to a shorter duration

of breastfeeding,and

intentionsto work
full time

are
significantly

associated
with

lower rates of breastfeeding
initiation

and
shorterduration,

According
to

CorporateVoices for W
orking

Families,
I

One ofthe
mostcommon

reasons
motherscite for

Dr. Ahrendser
c:tes

undies
w

onmo
owzst’eec

on

is
show

n
to

erha9ce
conid’.’e

ose.oo’T
cn

a ‘d

intelicence
as

ieasured
cv

0.

iS
Breastfeedomg

Committee
pub,icatjorEco,:ondc

Benefitsof Sreastfeeding
onesresearch

oy
Horcood

and
Fergussoc

snor’irg
a 3-’ 1point

0
dehc’t %

formuia-fed
cabes.’

T
h
ey

a.so
cite

w
o

rk
s ind’catin

‘less
eouoafona

ac%
eveme’itboth

for fc’niuia-%
d

chtdren
(Rogan

an
o

Gladdeuland
throughout

adulThood
Hardy

ard
W

adsworth).
A:so

c:ed
s

work
indicating

sowerbrainstenrnaruratcn
Am

n

etaifand
lOs 8-15

points
ower,Lucasm

el
in

premature
infantswho

do
not receve

hunternils.

I A
stuoy

at ‘of’erentfam
y

coW
iregimeso’to’enrv

OECD
oountries...showstnat thedue-earner

regimes.comb’ring
high

endsof supportfor pad

parenting
leaves

and
pub’ic orb

care,are
strongi
3

associated
nith

cv, levelsof chhd
pouertv

ano
ohid

mortality. %
e

find
lithe long-term

effect W

poficeson
educationalaomevemen:,

ru
t

a

significant
O

5iiiV
C

correlat:on
betceen

c:r
a
w

i.y

povoy
supportand

higheredeoatonalattainment.’

(Engsterand
Stersota

201

Econom
ic

Stability

iS
B

re
a
stle

e
c
io

g
C

o
m

m
twa

rb6cator
Ecooonuc

Benefitsof Lreaw
feecio

ches
nunoros

stud.es

related
‘o the

m
ecca

costs ofnot breastfeeong
as

we
as

ffe
medicaland

ronrnedoalcostsof atiflioia;

feed6rc
oreasfeed’n

°oww’ iate
ano

governmentInsurers
a minimum

of

$3.6
hI

on
n
st he

pa’d
each

yearto treatd’seases

ano
ccndit,onspreventablebt breastfeedng.

Forfambies
the

purchase
of

W
antformula

oar

am
ourtto$t200—

$1,500
ormore forthe

baot’s flrs: year.
• Fo’ the

nat:on
s employers,formulafeedrg

results

in
ncreaoeo

neaith
cam

s
deoreasec

procuotcity,

ano
‘now

days misseo
from

worr
to care

for sck

duo—
en.

On
p t.verty-”ve

percentof 1cc
i nessescausing

one
doy

abser.cesfrom
work

occurred
‘ii breastfed

bab’es while755
occurred

in formula-fec
babies”

(Cohen
V

rte
&

Ivirtek
1995j

The
bid

Heath
Organization

2002) and
the

Amer:can
Academy

of Pediatrics
(1997( call or the

exclusive
prosison

of breastmilk
for the first6

I months,v.itb
continued

breastfeeding
—

forat least1

I veer,up
to 2 ano

beyond. desirable,

.190%
olUS

familiescould
cornp.y

with
the

medical

recommendationsto
breastfeed

exclusively
for 6

Im
orrIs,me

Laded
Statesocuid

save
$13

I bi’i’cr,iyem
and

oreventan
excess

911
deaths

I
a
n
n
u
a
:y

,25%
ofwhich

would
be ofinfants”

(Bartok

&
Reirhoh(

Do
Abrersosen

cert’fies
the

following
financial

sal/rgs
to

G
cernrnentand

Families
Savingson

food.
The

costto supply
artificialbaby

milk
(ABM)

to
ore

cr.bo
is between

$800
and

$1,200
per year

oeoenoing
on

thebranc
and

area
of the country.

RedLcec
medical expenses:

“A
pre-pubt:cafon

study
bj the

W
isconsin

State
Breastfceding

CoalItion
estImated

fcc followng
health

care
sa’/ngs A

study
of multiple com

panieswith
lactation

support

programsfound
an

average
retention

rate
of 94%

W
adfogel’swork

(before
FMLA) indicated

that
I

w
o
m

en
who

maintain
employmentcontinuityover

ohid birth
were

more
likelyto

have
a higher pay

at

age
30

than
rom

eo
who

leftthe
laborforcearound

chIldbirth.However,
women

who
were

covered
by

a

formal maternityleave
policy

and
returned

to
tneir

orig
mCiemployerhad

highersubsequentwages.

Blac, Feroer,and
W

inkier (2001) conclude
that“if

parentsdem
onstrate

a strong
labormarket

attachm
entprior to

having
children, a

relatively
short

cave
[3monthsl with

a return
to

the
sam

e
employer

and
to

the
sam

e
work

pattern
is likely to

resultinlow

or negligible
lifetime earning

costs.”
(from

Galtry
and

Ca,ister)

And
accordIng

to, Galtry
and

Callister, “Research

I undertaken
in

the
United

States
also

showsthata

I period
of leave

following
childbirth

substantially

assists
mothers’physicaland

mentalwell-being

(Gjerdingen,Froberg,&Kochevar,1991;M
cGovern

et

al.,1997).

A
study

by
PlnkaChatterji, Sara

M
arkowitz and

Jeanne
Brooks-Gunn

using
data

from
the

Natonat

,nstltuteof Child
Health

And
Human

Development’s

Study
on

Early
Child

Care
)SECC) to

study
several

traits,including
maternalphysicaland

mentalhealth,

oarental stress,quality
ofparenting.

Theanalysis,

‘published
by the

National Bureau
of Economic

Research,revealed
thatworking

doesn’tnecessarily

lo
w

e
rthe quality ofparenting

or even
worsen

parentalstress.
Criticalis taking

the
right amountof

H
ealth

M
aternitylPaternity

Leave
and

Lactation
Program

s

Em
ployee

Satisfaction
&

Productivity

Accommodating
workplaces—

including
those

offering
paid

and
unpaid

maternity
leave—

raise
the

iKeIi,nood
of women

returning
to full-time work

within

a
yearafterchildbirth

and
to the

sam
e

employer.

3



leave
tm

e
atbiAh.

not breastfeeding
isthat they

must return
to

‘ucA.
Hourlyworkersface

especially
challenging

barr:ers
to

breastfeeding,including
a lack

ofsanitary
faciliyes

to
pump

milk
at work

inflexible
schedules

and
unsuportive

m
anaqers.

According
to

Galtry
and

Cailister’sreview
of the

literature
(p229),“Formotherswho

wish
to

resum
e

employment...one
alternative

to
taking

a long
perod

of leave
to

breastfeed
isto express breastmilk

(eitherbyhand
orbreastpum

piinthe workpiaue.
Frequent
feeding

orexpression
iscriticalfor ensuring

milk
production,,,[and

preventing]early
termination

of
breastfeeding

(Auerbach,1999).Ifshe
has access

to
lactation

breaks
and

facilitiesinthe
orkpace, the

mothermay
be

able
to

resum
e

employmentand
expressand/orpump

milkwith
relative

ease.

The
CCC

citesa
study

by
Cohen

et al.that
“examined

theeffect ofcorporate
lactation

programs
[that]included

prenatalclasses, perinatal
counseling,and

lactation
managem

entafter the
return

to work.About75%
of mothersin

thelactat’on
programscontinued

breastfeeding
atleast6

monirs,
although

nationally
only

10%
ofmothersemployed

full-timewho
initiated

breast-feeding
were

stfl
breastfeeoing

at6months.”
CCC

also
notesthat

“participantsin
theM

utualof Omaha’slactation
program

breastfed
an

averageof8.26
months,

although
nationally

only
29%

o
motherswere

slit
breastfeeding

at6months.’

According
to Ahrendsen,health

benefltsto
mothers

of breastfeeding
includedelay

in fertility,reduced
riskof breastcancer,uterinecancer(by

reducing
ovulatory

age),endometriaicancer,improves
emotionalhealth

postpartum,reduces
nsulin

requirement,decreased
risk

of osteoporosis,
promotes

postpartum
weightloss.

o
/.‘scons’.i.1

S
reasfeew

o
rateswere

at75%
at

n
i
s
o

5arge-50%
atsixmonths:

A
65,25O

v
Acute

Otit:sM
edia

37,1
20/tr

Bronchitis
I

i°
6gg,so,”.’r

Gastmenlertt
S

7262,440/yr
Al.ergies

$757,964
yr

Asthma
S576.507’yr

Type
IDjabetes

oirth
-iByrs)

:717,7$’,QDTyrBreastCancer
cora

tOtCIheath
costsavings

of
$30,934,432/yr.
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According
to

several studies
done

in
this area, there

has
been

a definitive
increase

in employers
offering

flexible scheduling:
•

Over a
10

year period
beginning

in
1995, flxed

schedules
decreased

from
71

to
67%

in
Europe.

•
As of 2008

statistics, 79%
ofUS

employers alioc

som
e

flexibility
in schedule

changes, while 37%
of

employers allow
flexibility

forall,

•
In

1998, 24%
ofUS

employers allowed
for daily

changes in starting
and

quitting
lime schedules,

whereas
in 2008, 31%

alloer for daily
changes.

•
According

to
the US

Census
Bureau

in 2001,

28,8%
of em

ployees had
flexible schedules.

31.2%
of those

em
ployees

aged
65

and
over had

flexible schedules.
•

And
as of 2004, according

to
the US

Department

of Labor, men
continued

to have
a more

flexible

schedule
than

women
by

2%, however
omen

are
more likely

than
men

to
utilize this opportunity.

Employersand
ernoicyees

both
seem

to
benefit from

fiex’blesnhedukvo
as

determined
by

the fohc’.n:ng:

•
51%

of employees offered
flexible work

arrvrraementsreport nigh
leveis of life saflsfact:on,

•
34%

;f employeesalowed
to

flex
their schedule

23.72
ruportea

b’
levelsof ‘negative spidover

trom
lob

tonome’.
•

Employeeswith
flex:blework

schedules report
tee’er mental health

issues
Ina study

taken
in 2006,

41%
:of full time

employees
agreed

that ifthey
weregiven

more
control over their time they

would
cc

more
nmocuc:i;e.

•
ina

study
cone

in
2038, 60%

ofemployers
actively

encouraged
supervisorsto

be
supportive

of employeesifb
famdy

needsand
by finding

soiut:onsthat work forboth
employee

and
vmnioyerand

20%
of employers reward

m
anagers

who
support effeclive flexible scheduling

zrmancenrenfs.
•

Aocormng
to a survey

done
in 2005, alternative

‘work
arrangem

entsrank
at thetop

ofwork/dc
programs

at minimizing
unplanned

absences from

work.

A
study

0f
614

U.S. businesses found
thatwhen

considering
whetherto stay

with their employer,

schedule
flexibility

outweighed
salary, stock

options,
and

training
considerations

Deloite
&

Touche
credits itsschedule

flexibility
programs in saving

approximately
$41.5

million
in

costs
related

to
turnover.

A
study

of low
wage workers with

schedule
flexibility

found
thatthey

were
30

percent less likely to
leave

their employerwithin
two

years than
workers

who

had
ro

flexibility.

According
to

the
NationalStudy of the

Changing
W

crkforce,in
2002, 73%

of em
ployeeswith

high

availability
of flexible work

arrangem
ents

reported

that there
wasa high

likelihood
that they

would
stay

with
theircurrent employer for the

next year

Flexible
Scheduling

H
ealth

Education
Econom

ic
StabiH

ty
1E

m
ployee

Satisfaction
&

Productivity

C
hildcare

and
‘E

vans
et al

argue
thatestablishm

ent ofa
Affordable quality

child
care

also
impacts the

life-
Childcare

subsidies, work-site
child

care,and
other

D
ependent

C
are

com
prehensive

early
childhood

developm
ent

l long
educa::or.aitrffectory

of ohild’ren
JO:.

child
care

benefits enhanced
retention

among

program
.
.
. would

be the
single

best m
eans

of
workers studied

ina
variety

of industries, including

improving
.
.
. health

outcomes.”(12)
.,

manufacturing,banking, and
hospitals.
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There
has

been
a definite

increasein
em

ployees
who

telecommute
forallorpartoftheirwork

life.
Between

theyears
2005

and
2006

there
wasa25%

increase
inone

day
a week

or
more

telecommuters.
•

As of2007,atleast8
%

of Americans
telecommute

one
ormore

days permonth
which

indicated
a39%

increase
in

a
5 year

period.
W

hatare
som

e ofthe
characteristicsofthose who

work
from

hom
e?

•
Self-employed

•
Smallbusiness

owners
•

In2001,both
men

and
women

work
from

home
—

there
isnotsignificantdifference

based
on

gender,howeverin
2007,3

out
or5

teleworkerswere
male, married

or
living

with
apartner,and

living
ina

household
that earns$75K

ormore
•

M
anagersare

more
likelyto

work
from

homeworking
inthe

fieldsof education,
training,mathematical science,computer
and

library
occupations,as

of200
statistics.

•
Professions

leastlikelyto
work

athome
include

food
and

beverage
occupations,

production,healthcare, construction,
transportation,and

building
and

m
aintenance

operations.
Employee

benefits oftelecommuting
include:

•
Lessreports

ofemotional and
physical

fatiguethan
on-site

workers
•

M
ore

satisfied
with

work
than

on-site
workers

•
Trem

endousadvantage
fordisabled

or
those

with
temporary

disabling
healthcare

Fortune
500

firm
USAe

decreased
turnoverbyhalf,

increasing
itsnetworth

and
paying

out$857
million

in dvidendsand
in

2008
by

offering
itemployees

optionsaround
telecommuting, flexibility,part-time

employment,and
job

sharing,

to
a

2007
survey

of10,000
U.S.workers,53%

of
the

remote
workerssaid

they
weren’tconsidering

leaving
thecom

pany
within

12
months, whileonly

46%
oftheofficeworkers

said
leaving

wasn’ta
consideration.

Telecom
m

uting

H
ealth

E
ducation

Econom
ic

Stability
Em

ployee
Satisfaction

&
Productivity
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H
e
a
lth

E
d
u
c
a
tio

n
E

c
o
n
o
m

ic
S

ta
b
ility

E
m

p
lo

y
e
e

S
a
tis

fa
c
tio

n
&

P
ro

d
u
c
tiv

ity

J
o
b

s
h
a
rin

g
a
n
d

P
a
rt-T

im
e

O
p
tio

n
s

Cigna
retained

fivehundred
m

anagersand

professions
as a

resultof their job
share

and
part

Urne employmentoptions.

Corning
reduced

turnoverby
50

percentamong
its

manufacturing
workersby provding

job
sharing

and

part-time
options.

Fonur,e
500

firm
U

SM
decreased

turnoverby
half,

increasing
its networth

ano
paying

out$857
million

in disidends
and

in
2008

by offering
em

ployees

optionsaround
job

sharing,part-timeemployment,

telecommuting,and
flexibifty

H
e
a
lth

c
a
re

Employment characteristics
related

to
health,such

I As a
resultof its combination

ofhealthcare,

as wages, family
and

sick
leave

policies, and
healin,

com
peftive

wages,flexibility, part-timeoptions,and

dentaland
eye

care
benefitsare

correlated
with

trainng
and

advancem
ent opportunities,Ccstco’s

each
other,and

thereforeworkersthatlack
pain

sick
turnoverrate

is lessthan
6%

afterfirst year of

days are
likely

to experience
a greatervulnerability

i ernoloyment(1/3
the

industry
average)

to
adverse

health
outcom

esand
thus

have
a greater

need
for chronic

and
acute

heaith
care.Access

to
,

paid
sick

days can
allow

workersto
moreeasily

provide
essentialcare

forfamilym
em

bers
and

I

dependents, thereby
potentially

preventing
a

worsening
of illness and

use
of expensive

hospital
I

care, and
avoiding

the
need

for paid
caregivers.”

(81

W
e
iln

e
s
s

p
ro

g
ra

m
s

H
igher

Industry
Pay

Equity
is importantas well since

women
are

—
.

As a resultof its combination
of higher industry

W
a

e
s

generally
inpoverty

at higherrates
than

men.It is
wages,flexibility, part-timeoptions, healthcare,and

also
very

important to
note

that W
hite

women
tend

to
training

and
advancem

entopportunities,Costco’s

be
in poverty

abouthalfas
inucn

as women
of color,

turnoverrate
is lessthan

6%
afterfirst yearof

(9) The
W

ayne
County

Departmentof Health
employment(1/3

the
industry

average)

(M
ichigan) has completed

a
Health

Impact

Assessm
ent(HIA( on

pay
equity

for women
and

has
“
... common

organizationa
featuresof those

US

concluded
that:

I
com

panies
thatwere

mostsuccessfulin termsof

,

shareholoervalue over a
numberof years

(Pfeffer

‘Our findings strongly
suggestthat improv’ng

1998). Hecam
e

up
with

the
following

list of common

women’sincome
through

legislafion
requiring

pay
.

characteristics:
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