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ABSTRACT

More than 58 percent of all women working in the U,S.
labor force, many of them sole supports of their families, and 67
percent of women with children under age 18 are working. Therefore,
more flexible work options are being made to allow a balance of work
and family. Increasingly available options inelude work at home,
compressed workweeks, resources for elder and child care, job
sharing, part-time employment, tfelecommuting, and flextime. Making
use of Flexible work arrangements, however, may have negative effects
on one's career, such as limited work responsibilities, ineligibility
for promotions, no salary increases, lack of prorated benefits, and
lack of wvisibility. Benefits include the chance to keep current in
one's occupation, continued identification with the work force, and
the opportunity to meet personal and family commitments. Flexible
staffing, which may temporarily reduce hours or workers, is more
beneficial to employers than to employees. Flexible work schedules
take the following forms: flexitours, variable dawvs, variable weeks,
maxiflex, flex wear, summer hours flextime, compressed workweeks, and
a gliding schedule of starting times. Benefits of flexible work
arrangements to employers include retention and attraction of quality
employees, higher productivity, improved morale, and the capacity to
respond to operating requirements with staffing flux. (This report
includes a list of 13 references and an anmnotated list of 9
additional resources.) (KC)
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INTRODUCTION

Economie, social, and demagraphic chunges 1o the Unned
States have caused magor chaanges ' the work toree and in
Foralies. Tabor statistics reported by the UK. Depatment ol
Labor, Women's Bureau 119930 1493b) and the Women « Re-
search and Fducaton Institute ¢ 19925 reveal the signiticance of
these changes.

t. Nearly S8 percent of ail women were labor force partici-
pants in 1992—58 millien women. They represented 43
percent of the civilian labor force. Nearly 74 percem of
divorced women wete lahar force participants: Jikewise
for 65 percent of single, never-married women; 62 percent
of separated women; and 59 percent of married women
with spouses presenf.

2. Working wives contriliute substantially and are an ¢ssen-
tial resource to family income. Nearly 64 percent of wives
in married-couple families worked and in 1991 wives'
carnings vontributed a medinn of M percent to their
families’ incomes.

3. In 1992, 12 million families were maintained by women—
a figure that has more than doubled since 1970k This rise
reflects the increasing incidence of divorces, heightened
marital separations, and a growing number of women
establishing families without marrying, Families main-
tained by women with dependent children in the United
States comprised almost 18 percent of all families.

4. The 34 million women with childeen under age 18 had a
labor torce participation rate of 67 pervent in March

1992, Most women (8BS percent) have children (Schwartz.,
1992),  Approximately 80 percent of working women
hecome pregnant during their working lives, and over
hailf retarn to work within a vear of childbirth. Women
with dependent children are as likely as women who are
ot parents to work full-time.

5. Child care and work and Family balance are inereasingly
defined as familv, not women’s, issucs, In 1992, men
maintained 16 percent (1.4 million) of families with de-
pendent children. Men are becoming more involved in
parenting and are mote vocal about their parental needs
asemplovees. Responsibilities toward children and aging
parents affect both female and male emipioyees.

0. Women's poverty rates and uncmployment scems (o he
associated more with race. age, and marital status than
with parental status. Almost 12 percent of mothers who
maintained fantilies experienced unemptovmens, a rate
double that of mothers who were married. Approxi-
mately half of all Mack and Hispantc families maintained
Hy women lived in poverty. compared to 28 percent of ail
white Familics maintained by wamen.

Campames reatize that the nature ot the work toree s chang-
mg. s are the needs of their emplovees. Traduional models ol
work reguire people o Jevote the majerity of therr tme and
energy to employment at the same tme they are beaning and
ratstng children. These models are being re-cvabuated. Dual-
career (two-carner} families and single-parent families are most
lihely o cxperience how mappropriate traduenal medels af
work can be For today's famidies.

These statcments can be casily related to the educational
setting apse Tradional educatiomal models requining shadenis o
devote the maiorsty of their time to attending classes and doing
homework 15 not an option tor all imdividuals. Single waorking
puarents and displaced homemakers with dependent children. as
well as uther students, could benetit from maore {Texibility in the
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wehverny ot cducationas wervices. Flewple sloming mand siotne
out ol programs. {lexible scheduling of classes. and un-site day
care coutd help attract students needing o balance work and
cducation.  Flexible cducaton arrangements could attracr and
better serve more nontradutional students.

This monograph focuses on flexible work arrangements o
hefp vocauonal educators imform and prepare their students [or
work. Teachers can empower students by cducating ihem abouwt
emerging trends in work so they can have realistic expectations.
as well as 4 role ia changing workplace policies to support
tammilies.  In addaion, socational educators could apply the
wnformation o thewr own wark settengs, and to negotiating flex
ible work arrangements for themselves.

FAMILY-FRIENDLY EMPLOYMENT

The United Stales docs not have o coordmated set of
public and privale “famity-friendly™ employment policics. but
changes are occurring. Companies are cautious about adding
programs or establishing policies thal might increase costs or
decrease praductivity because they are strugghing to compete
m a global and volatile economy; however. wamily-(riendly
programs, policies, and services are on the increase.

Lvidence that compunies are changing their pohcies and
cxpanding programs to assist employces whoare parents (ur who
have other dependents) is found in the cighth annual survey
conducted by Working Mother magarzine. The assessment enite-
na used 1o adennty the “100 Best Compamies for Working
Mothers” represented key arcas of concern to working maothers,
mcluding competitive pay and amount of oppartunities tor ad-
vancement. A broad range of programs that support child care.
as well as vaned family-friendly benetils designed to reduce
conflict between work and family responsihilities. were rocog-
nized. Table ! shows policies, programs. or services foundin this
October 1992 survey by Working Morher magazine, They retleat
mayor rends evident m husinesses i the United States.

Table 1
MAJOR TRENDS

Priorny Programs, Policies. or Services

Leave for chuldbinh

Benefits for pan nme employees

Pretan salary set-asides i pay tor child care

hasc-back fur vew mothers. threugh part-
ume or wark-a-home hours

Kesource wnd reterral service to help
employees 1ind cm!d carc

Disahibity Plus plan than pays worsen tall
<alary rar ar lcase sume of the Lme iLLer
<hitdbmh, usuaily ba<ed on length ol
service

Job shanng

Mexnme apnons

Ircreasingly Evident Programs, Policies.
or Services

Waork at homne

Cumpre ssed workweeks

Resourve and reiermal servce o lwlp
cmpiayees find eider care

Fundmmg 105 community chuld care

dopuan aig

- child care

Company-maich satiags pan

Sick-child days
Scholarshape for emplosces children
Foll-time work and family coondinater

Other Programs, PPolicies. ar Services

Sununer chilld care programs

Subsidies tor. of an-siie. ik chnld vare

Dasatiluny plan providing woenwn parual
pav tor &-% weeks after chuldinrh

Parucipanon o ohe Adwuedn Busitiess
Caliaboranon tor Quainy Jeperideit
Care { ABC), an arganizavon that
provides miilions o) dollars o anppert
vhitld and ¢ lder cre projecis 1o 2% sates

Back-up child care

Near-sie chuld care

Profit shanng

On-<.te health or fiiness center

Mircet chald care subudigs or discounts

Retare and aiter <chooi child care
pPrograms

Paternity leave

Hohdav ¢tnild care prsgrams

Remnburserment uf child care coss Jor
husiness travel and vvertime werh

~—Worhing Mither Cr [

IS FLEXIBILITY BENEFICIAL TO
DISPLACED HOMEMAKERS AND
SINGLE PARENTS?

Family issucs clearly monvate and dominate the career deci-
sions vf many individuoals, especiaily disoizced homemakers and
single parents.  [lexibie work schedules and arrangements are
becoming more common and more tormai.  Although 1lexibie
wark options seem highly responsive w the needs of some
displaced homemakers and single parents. the need lor higher
wages may be an even larger problem.

Flexable work arrangements are somenmes thought of as «
"women's program.” predominantly beeause fumiiyv roles and
responsibilities continue to be gender-based. Work and family
halance is a gender-neutral conceps: however. most women are.,
ur are perceived to e, the pnmary caretaker of family responsi-
bilities.

Wamen. whether murried with emploved husbands or smgle
parents, are mos3: hkelv to use part-tme emplovment or joh-
sharing arrangements in order 1o balance work and lamily re-
sponsihilities (Catalyst, 1993 Male employces have exibility
through tlextime and compressed workweeks or through flexible
locanens (elecommunng).

The tederal government expenimented with Nexible work
schedules in 1979 and found that single parcnts considered
setting ther own schedules to be a very timponancbenelin. Single
parents staled a preference for longer days with a threc-day
weekend cither every week or every other week (Bureau ol
National Affairs. 1986). Flesible work schedules (typicaily
assockated with full-tme emplovmentymay better meet the needs
of single parents and displaced homemakers with dependents
than do tlexihle work arrangemenis (oilen associated with less-
than-full-time emplovment).

Howcver. classism of occupations and sexism in the work-
ptace may severcly limit the avallability of flexible work sched-
ules and arrangements {or the working mothers most in need o
Nexibilitv, namely some displaced homemakers. and single
parents. [n many cases the mited carnineg power ot these women
compounds their probiems in balancing work and tamily. The
following facts from Catalyst (1989, 1993) and the Center for
Palicy Alternatives (1992) suppant this claim.

1. Almost half (44 percent) of atl employed wnmen and most
employed women maintaining families work in technical,
sales, and adwministrative support jobs. Women are al-
trost half as likely as men working full-time in technical,
sales, and administrative cccupntions to have flexible
schedules (10% ond 18%, respectively ).

2, Many employed women maintnining families in 1992
worked in service industrics, especially food, health,
clcaning and building services. Only about 8% of womcn
tandd men) working full-time in service occupations have
flexible schedules.




Of all women emploved full-time, those cmployed
full-time in managerial and professional specialty oceu-
pations are the most fikely to have flexible schedules.
Divorced female family heads are the most likely of
emploved women maintainine familics te hold manage-
rial or professional specialty occupations, and only 25
percent are in such occupations.

The median family income of women who maintain fami-
lies was $16,692 in 1991, Women who earn under $25.000
are likely 10 think that better pay wonld improve family
life more than flexible hours.

Flexible work arrangements such as part-time employ-
inent, job sharing, and telecommuting are more likely to
be utilized by employers as a privilege o he carned,
Eligibility is likely to be based upon tenure and prior joh
performance. Ia one study, vinployzes with a flexible
work arrangement indtiated 1he arcangeinent, on an
average, “iter 6 years with the company and used the
arrangement an average of § years (ranging from 6
months te 13 years), It scems therefore highly onlikely
that displaced homemakers with dependents and single
parents—who are just entering the work force—will be
able to negotiate a flexible work arrangement.

Flexible work arrangenients are not tikely to reduce child
care costs. Parents with flexible work arrangements maay
have to puy lor full-time child care cither becauseitis the
only option available or the need to mainiain work sched-
ule flexihility requires a full-(ime child care arrangement.
Parents who work differcnt hours ¢an find child care very
difficult. People working at hoine must have alternate
child care during work hours. (Less travel time and closer
proximity to the location of child care may. however,
make wnre time available to be with children.)

Almost six of cvery ten women surveyed stated that they
preferred o jobs with flexible hours over (1) a regular
workweek, (2} not being employed. or (3) working part-
time or o home. However, only one-quarter of surveyved
women think their primary personal struggle is theirown
rigid work schedule. Womcn who think that better pay
wowd improve family life more than flexihle hours in-
clude women working part-time, African-American
women, women who ecarn under $25.000, and single
women,

RISKS AND BENEFITS OF UTILIZING
FLEXIBLE WORK ARRANGEMENTS

The risks and benefits of ubilizing tflexible work arangemnnt,

have been examined by Catalyst (1989, 1993} sind the Burcau of

Mational Affairs (19861

The wlormation i this seetion was

compiled from thesc sources.

Utilization of a flexibie work arrangeinent may have negative

clfects of one’s carcer. Potential Josses inciude—
e limued work respoasibilites.
= ineligibility for promotons,

.

N ANy INCTCHA G,

bk i pro-rited benelits, and

fack of visibilsty ewhich may attect perecived value or pro-
motabihity .

The carcer slow-downs that may be experienced by empioy-

ces who atlize o flexible work srrangement are usually
considered reasonable trade-offs for what is gained. Benelits
melude—

chance (0 keep current 1n one's occupation.
continued identitication with the work farce. and
opporunity 10 meet persenal and farily commitments.

Overall. Mexthle work arrangements do support continuous
L dFCCT NMentun.

In wddition to the batancing of wark and lanuly responsibili-

ties, employee needs that can be met thvough flexible work
arrangements include—

phase-in o retirement.

accommaodiuon of educilional aecds,

carcer-refated  projects unrelated to one’s emplover (e,
starting a business. writing a book).

imcrcased productivity,

voest reduchons (e, travel. clothing. tood?, and

avoidance of .clocation (may allow spouse 10 mantin enr-
ployment or chuld to marntam sehanl)

Forielecommuters. the last three items are especially impuoriant.

Employees who have used atlexible work arrangement of tfer

this adviee to those considering such an arrangement.

g —

A

Understand the trade-olfs.

Plan to educate supervisors. subordinates. and colleagues
about [Texible work armangements.

Maintain visibility.

Formalize and evalueate the arrangement.

Be flexible.

Arrange {lexibie child care.

FLEXIBLE STAFFING VS. FLEXIBLE
SCHEDULING

Wark force lexsbality is offered by emplovers 10 assist

cmptoyees in balancing work and family responsibilities. How-
ever, some torms of flexibility are responsive more to employers’
than 10 cmplovees needs. For example, flexible staffing 1<
destgened to cut or control labor costs. o butfer economic secu-
rty. and o protect the pob sceurity ofa core statf, Flexible siatfing
strategies include reassigning personnel w different functions or
organizational units as aceds change: establishing uternal
temporary pools: using “outside” workers such as contingent
temporary workers. Jeased cmployees, seif-employed idepen-
dent contractors, or consultants: and contracting out paris of the
aperation. Wouk-sharing is a formof flexible staffing that tempe-
rarily reduccs the hours and salarv of anorganization's work force
i an eftort 1o avad bayofTs. 1t 1s often paired with shoft-term
cumpensation frem unemployment insurance.
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On the other hand. flexible scheduling i~ ulilized by com-
nlmes W oretan and recrnl gaod pertorners, o enhanee the
comparate image, and W meet work and tunty needs o1 employ-
ces. It usetul o turther disunguish flexable scheduling wor
flexable work schedules) trom another torm of flexabihty, flex-
ihle work arrangements.

FLEXIBLE WORK SCHEDULES

Popularly called flextimne, fliexable work schedules vary
widely but gencralty retlect a division of work time as core ta
period during which all employees imeist be presenty or flexehie
(a perted during which employees may choose, within limus
consistent with the duties and requirements of their positions,
when they will be presentl. Flextime typieally indicates Hlexible
starting and ending times; however, there are many variations o
this pattern. These are shown 1n Table 2.

Table 2

Flexitour
ynerploaer s sharl onme s prese e ed
and nvas he masditied woth I prior moti
CIHE LD 2 IOFE LT O] T SUPETY Ll

Varinble Day

Fresence Juring core houss is required.
but dhe tength o1 the workday maw vary m
the employes s discreuon as long as the
haue work requirement (¢ @ fulf lime 1<
defined as 46 hours per week b fulfilled
Credu hours. of any hours of sork n ex
.=ss of the baswe wink requirement of 1
given penod, mav usually he carred veer
torweenpuy penods withinspesaticd bamu -
aons. usuallv less than (U lieurs

Variable Week

*resence dunng Jarly care hours 1< fe-
quired. but the length of the workday o
workweck May sary it the eruplovee s dis
wreuun 4 long as the hasie work reguire
ments lnlled Credit hours alvo apply

Maxiflex

f'maence Juone core hoers thae are
~heduled on lea man € dav per week 1t
seyguired. bal (be Jeneih ot e workday or
workweek Ny v at the smplover s dis
«relen as leng as the basic work require
nwent s ulhiled  Coedil hours also appiy

Flex Year

Work 11 planned tor an enure year. with
« ure trme defined as months of the year or
penods of 3 mundh - Lopluyees sehedule
hlocks o1 ume off as wolunary unpad
leaves of ab<ence or take imermitent iinwe
alf. and salary 15 proraied over | 2 reoaths
s b8 somennics reterred 1 as pereont
tirte apooliinenis

FLEXTIME OPTIONS

summer-hours Flextime
spectal haar e ahaweneed durimye she

simamer prosading dotper-ihan ol
WOCRENUS [ [N M3 eT Iy &1 " ipinvees
ey et hour mon beoadded fe e

regiening oF end o e workdns trem
Monday o Tirsday. and e Friday work-
day cnds at oo

pressed Workweehks
cumpreied workwecks crable luii

umeemiployees o complete the hauic wark
rerpurement 1f [ess than the typical pum-
her of warkdays {dvertime pay 1 usaaliy
. nunucdlor heurs bevond the baste work
rec wmrement. and credit hours ivpieadlv dn
M apply 0f e camed over between pay
periods wille inutanons Compre<sed
workweeks take o variely of farm, und
arganizanans it operate J4-hours a dav
may ostabhish vmigue modehy The wen
moy commrm farms of compressed wark
upeks are—
v 410 —mplasces work 10 howrs pet

Liv tor 4 woesrkedass and
o A —mplovess work 2 houroper

dw for % dave in ore werk, shighily

lomger hours fer 4 days ine nexs weck

amd have wday ofl op alternate wevks

(iliding Sehedule

Starungumc iy »arv altheemployee »
discrenion winthm a presiously approsed
Hexhie band.

Uther Uplions

less common than Heaime ar com.
pressed warkweehs, teuble use ol viva
non umg and pertonal days o anend 10
childd care orowker pare ntal respans thilmies
are ather options made avarfanie by em-
ployers as {amilv-inendly pobcies

Among fuli-time wage and sakary workers. men who are n
managereal and professional specialtics orin techrical, sales. and
administration support occupanons are the most likely 1o have
flexiblc work schedules. Women and men who are operators.
fabricators. and laborers are keast iikely to have such fexibility
Employees who are white are more likely than thosc of other
races to have flexible work schedules. Hisparic menand wormnen
and biack women are the feast fikely of all employees o have
flexihility. This reflects the massive proportions of whites and ot
males among maragerial/protessional and technicalsales/

AT e support workers—twe Laree vecupational satevo-
s st ahein o oolker Hesble work soinddules 1o all-Gne
vimplosees

Smail companies ©10-39 emplovecs) and private secior
service indusiry employers are most hikely w otter Nexible work
seiiedules and tlexible leave time lor child care puiposes, Recent
stadies regarding Mexibility tor managers and protessionals
tCatatyst. 1993 and surveys ahout tlexibility torditterent groups
ot employees (Conference Board, 1989: Olsten, 1992), cuch
representing diverse industnies, reported thar 2336 percent
ulfered compressed workweeks and that male employees with
flexible work arrangements primarily used flextime and com-
pressed warkweeks.

Three types of flexible work arrangements that are gitracting
increasing atention are pant-time employment. job sharing and
weiccommuung. Employces nearing retirement may seck such
tlexible work arrangements. thus reducing their work hours or the
length of therr workweck  Compamies reler 1o thas option as
phased-retirernent

Part-time Employment

In 1992, 66 percent ol all parti-time workers were wamen.
Regular part-tiric employment s olten associated with lemale-
dominated. low-wage, and no-henelits occupations (e.g., cleri-
wal, seeretanial, and retarl sales johs). Only recently has part-time
employment beecome an option sought voluntanily by cxempt
employces. mcluding those within management and professional
accupations. Ina 1989 swdy by Catalyst, womenconstituted 10U
perecnt of the managers using part-Lime arrangements, Parl-ume
employment exists on a permanent. emporary. on-call. orinter-
muticnt basts. The Conterence Board ( 1989} and Catalyst ¢ 1993)
reported tha part-time work arrangements were otlered by 90-93
percent of the companies surveyed. Table 3 ~hows the most
prevalent part-ime arrangements.

Table 3
PART-TIME WORK ARRANGEMENTS

Redueed weekly hours—usually 20 hours.ur Jdays per week  Vananonsinchiide working
pan-ume eachof 5 davs. convecutive or altermating fulldays an some nf the 5 days per week.
wb 3 combination of full and part days serse el all 5 days

Reduced annpual hours—usuallv husetl ar a percentage ot a Iull ume wiedule  Thic
arrange Ment 15 uselul lor handling Nuctuaung or scasonal worklvads., during which unke
wrk g5 kel 1 be Full-ume

Transactionnl part-fime—relaed 1o privect work aned v retlecr a el aime scbedule bul
erhuentiv

The need to attract and maintain more womnen in the labor
force 15 undoubtedly responsisle lor the increasing likelihood
that fringe henefits are offered Lo part-time canployees. Medical
and life insurance were generally available to part-time managers
{prorated or requiring an employee contribution). and vacation.
sick days. and holidays were wypically prorated (Catalyst. 1989).
The prevalence of part-tine work arrangemems and the prior
experience of companies with this type of arrangement contrib-
ute ta the perception by management that it is the casiest of
alternauve arrangemenis 10 ncgotiate and to implement.
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Persons w ho pegotiade d part-fme work arrangement iron. .
Tull-ome work comimimeni tmay cither expenenoe: areduction in
workload, be assigned project work., or mantan o tull-uow
warkioud. Although some emptovees are able and widling 1o G
full-time work on a prat-time s hedule 1ora short pernaod., resent
ment of such a burden mexchanuze tor ume flexibiloay i~ Likely o
deveiap i done tor exiended pensuds, Persons who waork in
accupations or campantes where the standard tor feedf e 1> 60
Ri¥hours per week somotimes negonate part-Umne it ingeimcents
that acwually ensure ondy -H) hours per week (or no evemng and
weekend work), Small companies ( 10-49 employveesy and pri-
vite sector service wdustry cmplovers are mnost Trkely o otter
voluntary part-time work for purposes ol child care.

Job Sharing
Job shuning, sometimes consdered a lorm ot regular part-
ume employment. 1s an arranzement still reliatively new but
growing in use. Studics Uy Citalvst ¢ 1993, the Conference
Board ( 1989), and the Olsten Corporanion 19923 reported that
FR-22 percent of 000 diverse industries surveyed oftered job
sharing, ax did 73 percent ol 70 companies surveved. Managers
and pratessionats are using johshanng on o smadl scale. In 1989,
neariy 96 percent of job sharers were temales. Job sharig s not
well understood by management and 1s percerved as ditlicult o
tnplement. Tabkle 4 shows the three most prevalent models ot job
~harnng and scheduling arrangements.,
Table 4

JOB SHARING MODELS
Shored responubitits .~ T wopeople shase ane will-ime ioh amd both petiomm i ull ange
ot jab lumafions

Nivided responulmlity— [ wo people shure cne full e b bt perrarm separaie tacke
deviding responsibihines hy project or by L lient pioup

Unrclated resprunsimlity — L wo peopte are mawched oty by ol sane equssrlent anche pob
Jduuies, and may even work i differcal depastments

VARIOUS JORSHARING ARRANGEMENTS
split week, conscoutne days 12 172 davs per person,
Split week, non-consecutive davs 1sphiome or alwmaung | radavss

5

2 day/ddlas sphin 2 b tar person |oad b Jacs e persoa D oallernaline

Allermatmg weeks

Adthough shared- and divided-responsabiliny arrangements
Aareconducive toallowing job sharers o serve as back-ups o cach
other. this is not a requirement of job sharing  Methods and
frequency of communication between pariners are particularly
imporiant in joh-sharing arrangements. Small and large compa-
ntcs arcalmast equally hikely to utihize job-sharing work arrange-
muents for purposes of child care. Governmentis more likely than
the private sgctor to utdize job sharing tor this purpose.

Telecommuting

Telecommuting—ilso kaown as work-at-home., home-based
waork. of lexplace—is the least commaonly used form of Mexible
waork arrangements. bul it is growing, capecially i geographic
areas where environmental issues are major concerns te.g.. ;uar
yuality, traffic congestion). Telecommuling s especially itting
i a service cconomy and in an age when tnformation can be
casily transported through technology . Indeed. telecmmuting is
heavily rehiant on technology, cepecially telephones, fax
machines, compulters, electromie manl, and pagers.

Studies by Cuataly st 1993 the Conterence Bo,
md ihe Olsien Corparanon ¢ 1992 reporwed that 713
o diverse idustnies surveved attered telecomimuotm
pereentof Tcompanies survesed Ina s stady an
Catalyst reported that men were more hkely than
thhize wiccommuung (55 percent and A4S percent. res

Telecommuting *ypreally reters 1o work done
home b requiring soime regular hours o the office.
rcllect work done 1na satellite otfice wihich s linked
alfice but which s nearer the ressdence ot he
Telecommuung is most hikely 1o be offered by small
(10-49 employvees) and almost equally likely 1o he
pauds-p oducime and scrvice indusiey employvers for:
child care.

'HOW TO ENCOURAGE EMPLOY
TO IMPLEMENT FLEXIBLE WOR
ARRANGEMENTS

FFlexibie swork sehedules and arrangements ar
broad ranpe of indusiries. i companies and tirme
stzes.n the povate and public sectoro i virtaally
tionul area. and in unon and nonunton work setings
may not be appropriate tor corlaun by pes ol arrangen
vultures will be more or less supportive of Aexaby
cmplovees and some managers iy nothe sated o
manage some iy pes ol tlexible arrangements,

Successtul implementation of flexible work
tav depend more on the work culture and the re
mdevidual manuagers than on the existence of a 11
arrangement pohiey ¢Catalyst, 1993) Mhddle-manag
tance can he a mujor obhagacte 1o tlexible schedu
cultures swhich value worker sutonomny. whach defin
ity by outpul, and which mamiain reasonable wor
mure supporuse of fTeable work arramgements th
cultures withhighsupervision, where excessively o
and workwecks are standard, and where face-time ¢
the presence of supervisors) s the major means
productivity.

‘Table §
EMPLOYER BENEFITS TO
FLEXIBLE WORK ARRANGEMENT!

Inercased hhebhood that a new parert will rertarn toowork an:d e wmsr
the birth or adopoien of a cwld

Aumcung ol quahity peaple_espectally women. wha want Nexibihity. ©
future when they plan o have children

Lapacny (1 espond 1o cperating requirements dunng peak weasons of

&

Need for mgher preduchyity

-

Impmved murale «often thoughi 10 be linked 10 mgher pridustiviey ) .
especially parents

>

Retenuon of the expermiae and experence of employees who planior

~

Saving or managpng of costs (e 2 _reducimg andexpanding the ve ol «
work noeds. saving relocaton costa through use of relecommuling an

<L

Access [0 0 broader range of skiils or incntased swhedule Nexbility »

-

Butlding o1 illan or replacerent putenual 1Caalvat. [9RDY

7 BEST GOPY AVAii¢




Overall, Hlexible work arrangements do mect one ko
cimployer need: reteniion ot experienced and vatued employ ces
In negonating for flexibie work arrangemenis. 1L is HMPOTANT iov
emploveces to help their eimployer reahize the bencfits of flexibie
wark arrangements to the company . These are shownin Tabvle 3

Things to consider when negonaung tlexible work arrange

ments with employers—
* Understand all the alterpatives.
= Consult with huiman resource specialists in the company
¢+ Invesnpate individual cxperiments with flexible wuork

arrangements within the company.
* Rescarch relevamt company policies.
= Understand the benefits to the emplover and to voursel(.
¢ ldenidy supportive managers.
= Develop a proposal.
« MNegoniate a personai artangement with the employer.

Muanagers whoare supportive of flexible work arrange ments
aceept family concerns as legilimalte issues 1in the workplace and
are comionabic discussing work and family matters with em-
plovees. Managers seceesstul inoumplementing flexinae work
arangements are notably Aexible ond fwr. A comprehenase
understanding of the company < prograns and policies related o
flexthle work amangements s essential.

Flewible work arrangements do challenge ¢ven the moat
supportive manager with new responsihihties, for which manag -
ers typically require truning. Such responsibilites include—
+ reasscssing job definitions.

* reapanging work assignments.

« planning work around different tine constrants,

+ developing new wavs 1o thomitur aned evaluate work and
productivity, and

¢ relyving an wrust rather than conlrel as a supervisory
approach.

Catalyst 11993y offers the recommendations shown n
Table 6 w companies scchie to estabhish flexible work
AFTangements.

Tuble 6
RECOMMENDATIONS T COMPANIES

! Deveiop 2 workable poligy : vl creaung vhstacles or disceursging exploranan,
2 Clanfy the impact thay Aewhildy wilk have an advapcement
b Fducate all levels of management abaut tleuble work amangenweois

4 Provide Uaning, for the managers » ko will be negetaung. supervising. and ¢ duasung
employees wahang revible work wrgngements

€ Make Nenhihity avmlable to full-ume emplovees

Students having (o balunce work and faniily responsthilities
will be better prepared to negotiate flexible work arrangements
with employers once they understand their alternatives. Man-
agers and cinployces exploring the option of lexible work
arrangementscanbe supportedin theiretforts through educaunn,
coaching. involvementin palicy Jdevelopment. and information-
~haring.

6

Table 7
FLEXIBLE WORK ARRANGEMENTS—
TERMS TOBE NEGOTIATED

~alary—%ll 0 be proruted ehers Lo
v 1l hengs ar perceninge of the joh or
remarn e same ' Wil Fe converted
twrly pay ! Will sisck opnions, bonuses.
and mennse sl apply *

Beneflis — Are diese dictated by ompany
pohicy, whicheficn mamiaing inedscakand
lite nturance T Wil berelits be promred
ur roquire emplovee ¢antnbution® Wil
sacanan, vk davs and tohdays be pro-
rated’

Schedule—Wilh time be regquined 10 the
uifice by yob dutivs, supervicor or pariner
pretefences. averme sxpectauans, husy
and slow penods. farmily demands. or chuld-
+JIC ATunECments !

\vailability ornside scheduled houwrs—
Under what circumsiances wil) Uhs be
cxpceled of conndered averume?

Duration ard checkpolais—Willilus ar
rangement be short-lerm. fong-lerm. o
epen-ended wih derolicd penods for
THRUANR Orewductivig

Ferfarmance nieasurement —\Yhai clear
and ohfechive ineasurements o produay-
ity will bo useg ! Wil pertormance and
~alary reviews be mxamuuned as iyprcal for
other employees?

Uareer ixmues—Will there be access ar
hmutatsn o supdrvisary responsibilities.
1ypes ol projecis: vavek. promotiony, devel-
opmental epportunities: and meihods nt
addresang and overcomung negative aiti-
ludes about the APARECMKEIL with prers.
subardinates, or oihgr managers’

Clretinstances requiring a relum (o a
full-ilme work schedule—=Does acoepung
1 Meuble work armangement assume the
willingress to reurn o o Jull nme wark
sehedule upon request ?

Equipnient availability and usage—ill
the company ar emplayee provide neces-
sary cquipmend. insialleton and stant-up
costs.ansurance. and cpace ? Wil workers
campensauonbe provaded i Catabyst, 19493
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ADDITIONAL RESOURCES

These resourcesare avarlable tor loan w Ohio yvocationad educators tirough vour state-sponsored Sex Equity Resource Library atthe Center
on LEdueation and Trmnimg for Employmenl. {900 Kenny Road. Columbus, Ohio 43210, 614/292-4353 1 800/848-4815; Steven
Chambers. Librarian.

The Dieal Disudvantave of thsplaved Homemakers: Fuudings from the Study. Low-wage Warkers: Trends and Optians for Change. (1989). Washgton,
DC: Institute for Women's Policy Research.
This repurt. given hy Robena M. Spalter-Roth. Ph.D., Deputy Dirccter for Research, hefore the Subcommittee on Employment and Producuvaty.
'S Senate Committee on Labor and Human Resources, s based on a rescasch study done for the U.S. Depanment of Labor and the National
Displaced Homemakers Network. The report states that mimy Jisplaced home:nakers work at inore than one job in order to try (o carn a tull-time.
lall year salary Problems of fow wages and inudequaie preparcdness ine moderite- o high-wage jobs confront displaced homemakers.

Fmplovers and Chitd Care: Benefinnme Work and Famihy 01900 Washangton, DC- U S Department of Labor, Women's Bureau.
Content includes informanon eancerning child care senaces for working paremis: government subsudies [or ¢inld care costs; contlicts between work
and farniy responshilitics: benetirs 1o the employer trom employee child care imtiatives; e.nployer invalvement in programs [Rat support working
parenis. chld care imiatives 1or small businesses; federaf tax 1ssues relating to employes cheld care support programs: assessmaent of the need for
farmily-onented pohuies and benetits: planmng and cost analy<is: and imiplementaton guaclines

Flextble Worksivies: A Look at Contingent Labor. (1988). Wasluinglon, DC: U.S. Depanment of Labor. Women's Burcau.
Presents a summarny of the conference “The Conungent Workplace: New Directions for Work in the Year 2000," which was cosponsored with Lhe
Gradeate Schoel and University Center of the City University of Now York and in which the National Councii tor Research on Women cooperated.
This pibhication presents Jata on part-lime and temporary workers: the forces dnving comuimgent work: the vanianis of conitngent work, including
mdependent contracting and emphloyee leasing: and nnphications and conseyuences of conungent work. imcluding unien responses.

Gender Purent-Role Qualtiv and Psvehological Distress: A Study of Men and Women i Dual-Famer Couples. (1997, Wellestey, MA: Center for
Rescarch on Women, Welleslev College tReport No. 250)
Thus paper explores (1) parent-role quality and s association with psychological distress: 1 2) the elfect ol gender vinthe associauon of parent-role
duality and peychological distress; and (30 the impaet of number ol children on the association of parent-role quality and psychological disiress.

Natenal Dusplaced Homemabers Netwark 19940 Program Dwrectory, (1993 Washingion, DC: National Displaced Homemakers Neiwork.
A bk to over 300 programs. apencies, and cducational institutions that provide job trameng and other vita! services o Amenca's 15.6 milhon
tisplaced homermakers  The ditectory includes o hist and ocder form tor NDHN-produced publivanons and resources.

Risks and Chatlenges. Women. Wark, and the Future, (1990) Washingion. DC: Wider Opporntunities for Women.
Pan of WOW's 2-year policy analysis and public education campaign, Chapters 9-11 address work and family halance. Journalist Pegpy Simpson
provides a rationale for " Adyusiing the Workplace to Fit Women and Their Families.” Bamey Otmsted, codirector of the nonprofit organmizanon New
Ways 10 Work and co-author of Creating a Flextble Workpiace speculates ahout “The Conungency Trap: Flexibility or Dead End? Alice H. Cook,
Ph.D.. professor emenia i Industnal and Labor Relations at Cornell Umiversity. reviews “Public Policies 10 Aid Dual-Eamer Familes.”

What Is Good for Women and Minorues Is Good for Business: What Corporations Can Do 1o Meet the Diversity Challenge. (1990). Wellesiey. MA:
Center for Rescarch on Women, Wellesley College (Report No. 218)
This paper reeonimends Teable work schedules as o way to help both tradiional and nootraditional cmiplayces to lessen weork-family stress.

Work and Famdy- Child-Cure Arrangementsof Youne Workme Maothers. 11992 Lanuary). Washingion. DC: US. Depanment of Labor, Bureau vl Labor
Swatsucs (Report No. 8201
Data 15 provided on the armangements made by working mothers taged 23-31 10 1988) for the youngest child (aged 5 and under and not attending
regular school .

Wark and Famuv Resource Kit 119900, Washington, DC: U.S. Department uf Labor, Women's Bureau.

Written lor cmplovers, this kit reviews aptions avatkbhle for responding Lo the range of family needs emerging in the workplace and clarifies the
advantages and disadvantages of ¢ach.
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