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RESEARCH ON LEAVE PRACTICES AND 
OPTIONS AVAILABLE TO ICTU UNION MEMBERS
A significant challenge that is facing workplaces relates to how to keep people in their current employment. 
In this context, the focus of the research is on how the availability and use of flexible work arrangements and leave options has allowed employees to maintain their employability and career progression in a way that would otherwise not be possible.

1
INTRODUCTION

Through its involvement in the National Partnership system, ICTU have been committed to a detailed review of the effectiveness of leave schemes. Very limited up-to-date research has been carried out in Ireland regarding the uptake and availability of leave options (including parental leave), flexible work arrangements and life long learning options from the perspective of union members. 
In order to counter this lack of data and to inform the review, ICTU commissioned a questionnaire survey of union members to find out more about workers’ experiences and aspirations regarding flexible working arrangements and leave options. This survey was carried out by Nexus Research with the support of ICTU’s Equality Committee and member unions. This report represents the outcome of this research.
1.1
Background to the Study

In recent years, a significant challenge that has faced workplaces throughout the country has related to the manner in which people can be kept (and supported) in their current employment. 

The research set out to analyse the range and success of statutory and non-statutory workplace supports that people have accessed in recent years, with a view to understanding how workplaces have managed and facilitated the sustainability of jobs.

Furthermore, the research aimed to develop an understanding as to the factors that have helped people to increase their skills base and productivity, while enabling them to strike a balance between career development and external issues. 
The study was also concerned to understand the extent to which the availability and use of flexible work arrangement and leave options has allowed employees to maintain their employability and career progression in a way that would otherwise not be possible.

The research also set out to examine the range of benefits accruing to the workplace and organisation, in terms of increased productivity, motivation and skills levels, the manner in which institutional knowledge and experience has been retained. 

In summary, the research aimed to detail the experiences of accessing flexible work and leave options, the outcomes from so doing, as well as the impacts within and outside the workplace. 

1.2
Methodology
Developing the Sample Population

Using CSO 2006 census data on persons at work and occupational groups, a sample population was developed. The research team worked with Congress to identify the relevant unions and branches covering the different occupational groups. 
Refining the Questionnaire 
As the focus of the research was adapted to take account of a rapidly changing economic climate, the questionnaire was piloted, reviewed and refined to take account of the new context. An updated version was presented to a number of targeted focus groups for discussion, leading to a final version of the questionnaire being rolled out. 
Roll Out of Questionnaire
A strategy for accessing the agreed sample of union members was developed. The selection was carried out through work with Congress contacts. A follow up approach was developed, using a list of contacts in the selected union divisions and branches. The questionnaire was rolled out through these contacts in their branches. Union conferences were also used to access respondents. The questionnaire was available online. The research was carried out between May and August 2009. The fieldwork phase was extended to attempt to access a greater sample of respondents from the private sector. 
1.3
Report Structure
This report details the findings of the research in a systematic manner, using the logical framework of the questionnaire as the structure. 

Chapter Two gives an account of the profile of the respondents. 

Chapter Three presents an analysis of the respondents’ uptake of the range of flexible working options and practices, as well as selected statutory leave options. Respondents discussed their rationale for choices, obstacles 
Chapter Four offers detailed descriptions of positive and negative impacts of using flexible work options on respondents’ career progression, their resulting work life balance, and on such factors as family life challenges.
Chapter Five discusses the connection between macro-economic level and micro-workplace level impacts. Respondents gave detailed perspectives on the manner in which they had experienced encouragement or indeed any restrictions on accessing flexible working options or leave options due to wider economic factors.

Chapter Six reviews the results from a detailed needs analysis that respondents conducted, presenting their insights into any specific longer term impacts as well as more general learning points arising from their experiences of flexible work options and statutory leave options in their workplaces.
2
PROFILE OF RESPONDENTS

As is apparent from the breakdown of the membership of the responding trades unions, the public sector is over represented in the sample, with regard to the initial research aims of garnering a representative sample. 

While this means that the overall figures are not reflective of the breakdown of public and private sectors in the labour market at large, this report strives at all times to indicate where the numbers may give rise to any possible scope for misinterpretation. In fact, the report tends to give a separate tabular breakdown and analysis of figures for the public sector separately. 
While the public-private sector breakdown of respondents is not representative of the workforce, the prevalence of public sector responses does allow for a detailed review of the availability and use of flexible work arrangements and leave options within the public sector, allowing for the development of an insight into the reality of working life within the public sector.
2.1
Membership of Trades Unions
The breakdown of the 1,220 completed questionnaires by union is presented in the table and pie chart below.
Number and percentage of respondents by union
	Union
	No.
	%

	PSEU
	762
	62.5

	ESBOA
	101
	8.3

	CPSU
	81
	6.6

	CWU
	76
	6.2

	IBOA
	71
	5.8

	INO
	43
	3.5

	INTO
	32
	2.6

	ASTI
	17
	1.4

	IMPACT
	16
	1.3

	SIPTU
	7
	.6

	UNITE
	6
	.5

	TUI
	5
	.4

	IFUT
	2
	.2

	NUJ
	1
	.1
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Some unions represent workers from both public and private sectors. The total breakdown corresponds to some 77% of respondents from the public sector, 10% from the private sector, and 13% from the third sector
.
Pie-chart of respondents by sector
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2.2
Gender and Age Profile
The breakdown of respondents was about two-thirds female to one third male. As evident from the following table the modal age-group was 40-49 years.

Crosstabulation of Respondents by Age-group and Gender
	Age-Group
	Male
	Female
	Total

	Under 20 
	0
	1
	1

	20-29 years
	48
	110
	158

	30-39 years
	107
	246
	353

	40-49 years
	182
	267
	449

	50-59 years
	91
	141
	232

	60-65 years
	9
	9
	18

	Total
	437
	774
	1,211


The age and gender profile of the public sector respondents is similar to that in the overall sample.
2.2
Levels of Dependent Children
Fewer than half the respondents had dependent children, with the proportion being slightly higher among the male respondents.

	Cross tabulation of whether have dependent children (i.e. children under 18 years of age) by gender

	Q7 Do you have dependent children (i.e. children under 18 years of age)
	
	Q5 Please indicate your gender
	Total

	
	
	Male
	Female
	

	
	Yes
	
	203
	320
	523

	
	
	
	47.7%
	41.8%
	43.9%

	
	No
	
	223
	446
	669

	
	
	
	52.3%
	58.2%
	56.1%

	Total
	
	426
	766
	1192

	
	
	100.0%
	100.0%
	100.0%


2.3
Length of Time in Current Employment
The average length of time in current employment was 17 years (mean 17, median 11, mode 10) though respondents were distributed fairly evenly over lengths of time in current employment from 5 to up to 30 years.

	Cross tabulation of how long worked with current employer by  gender 

	How long have you worked with current employer?
	
	Gender
	Total

	
	
	Male
	Female
	

	
	Under 5 years
	
	66
	148
	214

	
	
	
	15.4%
	19.4%
	18.0%

	
	Over 5 and under 10 years
	
	93
	173
	266

	
	
	
	21.7%
	22.7%
	22.4%

	
	Over and 10 and under 20 years
	
	93
	203
	296

	
	
	
	21.7%
	26.7%
	24.9%

	
	Over 20 and under 30 years
	
	82
	132
	214

	
	
	
	19.2%
	17.3%
	18.0%

	
	30 years or more
	
	94
	105
	199

	
	
	
	22.0%
	13.8%
	16.7%

	Total
	
	428
	761
	1189

	
	
	100.0%
	100.0%
	100.0%


Within the public sector, the average length of time in current employment was over 16 years, though respondents were distributed fairly evenly over lengths of time in current employment from 5 to up to 30 years.

2.4
Full Time and Part Time Status
Though nearly all male respondents were in full-time employment almost one quarter of female respondents were in part-time employment.

	Cross tabulation of whether work full-time or part-time by gender

	Do you work?
	
	Gender
	Total

	
	
	Male
	Female
	

	
	Full-time
	
	421
	588
	1009

	
	
	
	95.9%
	75.3%
	82.7%

	
	Part-time
	
	14
	189
	203

	
	
	
	3.2%
	24.2%
	16.6%

	
	Not stated
	
	4
	4
	8

	
	
	
	.9%
	.5%
	.7%

	Total
	
	439
	781
	1220

	
	
	100.0%
	100.0%
	100.0%


A higher proportion of respondents with dependent children are working part-time – 25% compared to 10% among those who don’t have dependent children.

2.5
Patterns of Working Time
Looking at the pattern of the working week, it is apparent that a higher proportion of men have a weekday ‘nine to five’ working day. But when part-time workers are excluded the difference between men and women is negligible.

	Which of the following most closely corresponds to your working week?

	Gender
	Frequency
	Valid Percent

	Male
	
	Start every weekday between 08h00 and 10h00, finishing between 16h00 and 18h00
	376
	86.2

	
	
	Start every weekday between 08h00 and 10h00, finishing between 12h00 and 14h00
	8
	1.8

	
	
	Shift work is spread over 5 days in the week
	7
	1.6

	
	
	Irregular working hours are spread across 7 days
	12
	2.8

	
	
	Other working week arrangement
	33
	7.6

	
	
	Total
	436
	100.0

	
	
	No answer
	3
	

	
	Total
	439
	

	Female
	
	Start every weekday between 08h00 and 10h00, finishing between 16h00 and 18h00
	577
	76.3

	
	
	Start every weekday between 08h00 and 10h00, finishing between 12h00 and 14h00
	44
	5.8

	
	
	Shift work is spread over 3 days in the week
	15
	2.0

	
	
	Shift work is spread over 5 days in the week
	11
	1.5

	
	
	Irregular working hours are spread across 7 days
	14
	1.9

	
	
	Other working week arrangement
	95
	12.6

	
	
	Total
	756
	100.0

	
	
	No answer
	25
	

	
	Total
	781
	


3
UPTAKE OF RANGE OF OPTIONS AND PRACTICES
3.1
Involvement in Flexible Options 
Respondents were asked to indicate the extent to which they had been availing or involved in any flexible working arrangements in their current employment. 
The following table presents the levels of involvement.
Numbers involved and not involved in flexible working arrangements
	Working Arrangement
	Involved
	Not involved

	Flexi-time
	723
	450

	Work/Job sharing
	200
	972

	Term Time working
	120
	1,053

	Career break
	136
	1,037

	Tele/Home-working
	72
	1,101

	Compressed working week
	17
	1,156

	Reduced regular hours
	89
	1,084

	Annualised hours
	11
	1,162


A gender breakdown of these numbers  - presented in the pie-charts below - indicates that there is a preponderance of women accessing these options. 
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3.2
Reasons for Participating in Flexible Working Arrangements
Respondents were asked to discuss the reasons for which they considered accessing the range of available flexible work options. 

The most availed of options were flexi-time, career break, term time working and home working. 

Respondents working in the public sector could generally avail of flexitime as a standard part of their work practice. This option was very much welcomed by respondents for a range of reasons: 

· The worst of the traffic could be avoided to ensure a better commute time;

· Appointments could be facilitated by flexitime, including school meetings, doctor visits, etc;

· Work pressures could be managed, especially those of a regular or cyclical nature;

· Annual leave can be supplemented;

· Childcare commitments can be facilitated

Career breaks have been used by many respondents to engage in training and education opportunities. Respondents have also availed of career breaks to work and travel abroad. Career breaks have also allowed for people to try out new careers, switch from public to private sectors, engage in trade union activity, work as volunteers, start up new businesses. Many respondents have used career breaks in order to deal with the associated demands of providing full time care, whether for their children, disabled members of their family or elderly parents or relatives. 

Term time working is regarded as an important element in parents’ arsenal of care provisions. Many respondents have sought to avail of term time working in order to be able to spend time with their children during their school holidays. 

Many respondents considered that working from home allowed for greater productivity, as well as removing the demands of the commute. However, few respondents were encouraged to take this option. 

Health reasons, including stress, have prompted many workers to move from full time work.

The desire for a better balance between work and family life was an important consideration for many respondents in their desire for flexible work options. The driving factor for many people related to creating a work life balance that included family, their employment and their community. 

“To give work life balance and participate in my children’s upbringing and to integrate with my community.”
Childcare demands represent the single most important factor in people’s participation in flexible work options. This is evidently more critical when children are very young. 

”I participated in job-sharing and term-time arrangements when my children were younger.  I also participated in work-sharing arrangements while commuting long distance while waiting for decentralisation. ”
”For childcare reasons - however I have been refused permission to increase my hours in the last year although when I initially took up the offer of reduced working hours it was never mentioned to me that I would in effect be putting myself in the position that I would be refused full time work in the future which significantly affects my income.”

”Yes I did have an arrangement where I would come in at 6:30 to go home for 2:00, facilitate arrival of twins and partners work commitments.”
”Availing of Term Time for first time this year to spend more time with child during school holidays.  Availing of shorter working day from September to avoid cost of afterschool childcare and spend more time with child after school. ”
”I work Personalised hours which is great for me with young children so I picked my hours that suited my home life best. ”
People are faced with a set of complex work options and work to manage these options as best as possible. Very often this juggling of options is undertaken by women. 
”Tried working from home 1 day per week (approx. 2006), but this was difficult due to the pressure I put myself under.  I have now opted to take Fridays off (as part of Parental leave quota - 4 children under 8). (from 2008/ 2009).  This is not formalised into regular reduced hours, but this is something I will look for when I have used up all Parental leave (approx. 2011).  In addition, I took 8 weeks work life balance time in summer 2008. ”
Making the most of flexible work options were chosen to promote positive health options.

”Stressed from the job, needed a break plus children needed their mother not a wreck! ”
Combining various options was the ideal means of maintaining a work life balance.

”A compressed working week suited me from a travelling perspective, home working occasionally, allowing me again to be more productive”
Flexi-time allowed for a wide range of benefits. 

”Flexi time allows me drop children to school and collect them in the evenings from the child minder”
”Flexitime is a great benefit to avail of as there are definite peaks and less busy times in my working month. ”
”Flexi time and term time to allow me more time with children during holidays or time required for parent/ teacher meetings during office hours. ”
Some people indicated that they had restricted their approach to choosing flexible work options because it would have an impact on career progression.

”I was not interested in the other options as I feel you are not really taken seriously if you are seen to be a full-time carer and this seriously limits you career options. ”
Pay reductions and the imposition of levies were having significant impacts on people’s decision making with regard to flexible work options. 

”I am currently working a four day week and have been doing so for almost two years, this choice is becoming difficult with the reductions in pay due to various levies”
Some people found that their preferred option was not guaranteed to last. 

”I was involved in job sharing when my children were under 6. I lost it after 4 years due to staff shortage, forcing me to return full time or to leave. ”
”While kids were off for the summer holidays from school rather than paying crèche fees I took the summer off on Work Life Balance, had 4 day week parental leave previous but when that expired I was told they couldn't give me a 4 day week as it would set a precedent and others might want it then. ”
Where possible, a combination of flexible work practices facilitated important life changes.
”I was doing a 3 day week from July 2005 (parental leave) until December 2006 and a 4 day week from January 2007 until December 2008 (work-sharing) as I had a baby and found it difficult coming back to work full-time so I done it gradually. ”
”Was full time to October 2008 and as I had 40 years done I reduced my working week to 4 days”
”I took Mondays off because I travel to the west of Ireland to be with my partner most weekends. ”
Home working or tele-working options were used by very few people. In many cases, people would like to be able to make more use of these options, but faced restrictions.
”I have very occasionally done some home-working to complete projects. I believe it is frowned upon in the organisation apart from senior management. ”
”I applied for teleworking about 6 years ago.  My application was approved and I have been teleworking almost 5 years now. ”
”Homework can be very good to get specific jobs done such as report writing away from the dreaed phone and email distractions”
”Homeworking do the odd day when I can (via IT equip) would liketo do on a more regular basis, as its more productive too - less 'callers' impromptu meetings etc - but too busy/too many meetings etc”
Accessing career breaks or other flexible work options allowed for people to investigate different career paths. 

”I took a career break to see if I could establish a business. Flexitime had suited me in the run up to come in early which helped me to avoid heavy traffic and also helped me work up extra time off. ”
”Flexi time was available so I used it to build up time off etc. I work a three day week because I am also self employed in the arts. I have currently applied to go on the 3 year incentivised career break. ”
Some companies have been introducing a range of flexible work options through new programmes and policies.
”My company has recently brought in a Choices Plan whereby you can take up to 10 days unpaid leave, or 8 weeks unpaid leave etc.  Various different options are available. The cost of same is deducted from your annual salary on a monthly basis.  It made more sense to me to opt to take the unpaid leave with the cost spread out over 12 months than take parental leave which would have resulted in a large reduction from one month’s salary. ”
The following table summarises the key reasons as to why people have tried to access and use the range of flexible work arrangements.
Reasons for availing of a flexible working arrangement

	Reason
	No.
	%

	Manage childcare issues
	125
	17.1

	Deal with family commitments
	64
	8.7

	Career break for travelling
	46
	6.3

	To be with children during school holidays
	38
	5.2

	Aim for a better work life balance
	33
	4.5

	Look after elderly relatives
	19
	2.6

	Career break for educational purposes
	19
	2.6

	Further training and education
	17
	2.3

	Avoid traffic/ better commute time
	16
	2.2

	Health reasons
	15
	2.0

	Home work balances work and family
	9
	1.2

	Look after disabled child
	6
	0.8

	Engage in voluntary work abroad
	6
	0.8

	More productive to home work
	5
	0.7

	More time with family and children
	4
	0.5

	Trade union activity
	2
	0.3

	Pursue other interests
	2
	0.3

	Support partner (farmer)
	2
	0.3

	Support partner after childbirth
	2
	0.3


3.3
Reasons for Not Participating in Flexible Working Arrangements
Respondents were asked to discuss any reasons as to why they may not have participated in flexible working options and arrangements. 

The following table presents an overview of the main reasons given.
Reasons for not participating in a flexible working arrangement

	Reason
	No.
	%

	Not required
	201
	37.9

	Unavailable
	132
	24.9

	Could not afford to
	102
	19.2

	None suited my personal arrangements
	24
	4.5

	Full time suits at this time
	20
	3.8

	Unsuitable/ inappropriate to my situation
	17
	3.2

	Happy with my current hours
	10
	1.9

	Was refused
	8
	1.5

	Some I do not qualify for
	6
	1.1

	Affects pension
	2
	0.4

	Not suitable to my family life
	2
	0.4


While for many people, participation in one or more arrangement may not have been required at the various stages of their working life, a majority of those who gave an answer to this question felt that they were constrained or not in a position to be able to exercise an adequate degree of control over their working arrangements. 
For many people, flexible work options were simply not available to them. There may be certain restrictions associated with each arrangement.
”When my children were young, these options were not available. However, even if they had been available I doubt if I would have participated because I was not permanent. ”
“The company does not offer job sharing flexitime, home working, term time working is available but only a few people a year can obtain this.:
In some instances, staffing issues has prevented people from accessing flexible work.

”I originally checked with personnel as to whether a 35 hour working week could be compressed into 4 days. The reason given was that it could not be enforced. The public office needed to be manned sufficiently Monday to Friday”
”I am in a small unit; there are no relief staff available. I would like term time but have been told that there will be no staff available”
The economic and financial impact of taking up flexible work options has put off many people. 
”I have not availed of term time as it is too costly when my self-employed husband does not have work. I would need to be able to read the future - as this needs to be booked in November for the following year. Some nursing staff work from home, however we clerical have been told this is not appropriate for us. ”
“I could not afford job sharing, term time working or career break. I was not offered tele-working/ home working, "compressed" working week, regular reduced hours or annualised hours.  “

”Intend to avail of work-sharing in the future. I cannot afford a Career Break because I cannot take up another employment. I have requested 3 day home working”
Many parents are evaluating the cost of accessing particular options in comparison to the costs of childcare.
“Job/ work sharing, career break are not financially viable for our family at the minute. I haven't taken term time but intend to start next year when both my children will be at school and the cost of full time childcare for 2 is the same as my wages so its a no-brainer to take the time off. Tele working, compressed hours and annualised hours are not available.”

Some people felt that flexible work options had been targeted solely at parents and women. 
“Need full time salary, no care responsibilities, term time (which I would consider for sporting / competition reasons) not available for people without children in past.”
“The other schemes do not have benefits for my current situation. They are mostly geared towards women.”
“I do not have dependent children and most options for flexible working life were not, in the past, available to those who did not have children.  Now I cannot afford to take any further reductions in my salary”
“Work-life" policies are actually family friendly policies and based on the premise that you have children.  Very little (apart from Flexi Time) is available to child free employees.”
“I have no dependant children which is the only type of family-friendly policy most organisations are comfortable with offering these options to. Also I couldn't afford to work anything less than full-time.”
Many people indicate that while the options are currently not relevant to their circumstances, they consider that in the future, they would welcome the ability to avail of such options. Some people highlight the benefits of being employed in the public sector with regard to the manner in which genuine work life balance options are offered.
“My personal circumstances do not require me to avail of these arrangements, but I may request them if my personal circumstances required it.”

“If you require the regular reduced hours/compressed working week you put your case to HR and if the request can be facilitated, the company are good in this area.”
“Not applicable to me. I don't have children or any other outside commitments. In the future, it might be an option for me. It is one of the best things about working in the Public service.”
”I am six years in public and civil service. I left the private sector because it was absolutely impossible to have either a flexible working day or a non-standard working week. If I was to answer the survey as a private sector worker, I think every answer would be exactly the opposite of what it is as a public sector worker. ”
“Not sure if I need to take part in any of them at this stage of my life.”

People have expressed fears that their job may not be there for them, following taking up certain options. 

“I had planned taking a career break this year for a year but will not now as I may have a long wait for my job on return. I plan on taking 13 weeks special unpaid leave (like term time) following the announcement in the last mini-budget.”
3.4
Career Progression and Reasons for Choice of Working 

Arrangements

Respondents were asked to discuss the degree to which career progression was an important factor in their attempts to access flexible working arrangements. For the most part, respondents aimed to progress their career by adding to their qualifications, improving their general education, or upskilling through specific training options. Some respondents had availed of career breaks to spend time working abroad, either in the developing world or in North America or Australia. 

Flexitime was the most commonly availed of flexible work option for those who sought to advance their career through further training and education. Jobsharing and career breaks were the other significant options used to allow for people to access career enhancing opportunities.

People met with conflicting responses from their employers with regard to levels of support on offer. While some people were sponsored to take on training or study options, others experienced difficulties in accessing study time and work pressures.
Reasons for Choice of Working Arrangements

	
Reason 
	
Number

	Wanted to continue studies
	22

	Progression opportunities stymied by flexible arrangements
	7

	Forced to study on own time
	7

	Wanted to take on further training
	6

	Can’t identify any progression opportunities
	3

	Children are the priority for now, future studies planned
	2

	Difficult to manage studies and work life
	1

	No available flexible arrangements
	1

	Not sponsored to do further studies
	1

	Would like progression and studies to be facilitated
	1

	Work pressures interfered with flexible work and study arrangement
	1

	Work abroad
	1

	Used career break to work in new areas
	1

	Sponsored to do further studies
	1


Some people did not receive adequate support from their workplace when it came to furthering their studies.
“I undertook part time study with the agreement that I could attend lectures on Friday afternoons for the duration of the course, but in reality this was very rarely possible due to work pressures.”
 “I am continuing studies at the moment doing a BA which is 2 evenings per week usually. My manager would never have offered assistance i.e. book ban from office, not approachable at all. I was often late leaving office as there would be no one to help with post which I would then be left to do.”
“I have been refused time off for studies and have been asked to note when I take annual leave to attend a Diploma Course. Studies are not encouraged for clerical staff. This issue has been raised over the years, we have a budget of €3,000 for AHPs and clerical - this needs to be applied for on the 1st of January or else the money is gone. Staff interested in courses are not willing to fight to attend courses and usually go on their own time.”
Some people felt that choosing a flexible work option would negatively affect their career progression.
“I am reluctant to take more time off than I do as I do want to progress and in the section I'm in there is a culture of 'presenteeism'. I doubt I would be able to keep my current role if I work-shared proper say on a 3 day week.“

“I felt that had I been job sharing or taken a career break, I may have been overlooked for promotion.” 
“I also realised that i needed to get ahead and so taking time out did not seem to be a real option.“

“I did not avail of work sharing as I believe that to avail of such work-life balance opportunities is read as not being fully committed to a career path within the organisation.  After my accident I no longer cared as I knew the opportunity for promotion no longer exists.”
 “Work sharing has affected my progression in a negative way.  I successfully completed the Barrier Exam in June 1984, but because I started job sharing shortly after that I was not promoted until 1998. I was never compensated either financially or otherwise for the loss of promotion or seniority.” 
“It was a factor in not availing of certain arrangements as some of the arrangements available hamper career-progression.”
Continuing studies or engaging in further training is considered a longer term plan for many people. 
“If I was to take on further studies, I would hope that I could avail of study leave, as well as flexible working hours that would allow me to do my studies easily, especially if the study was related to and part of my career progression.”
“Further study is on the cards at some stage in the future. The priority is now giving children a good start in life”
“I aim to continue my studies and I will try and facilitate career progression around this.”
Some people maximised their use of flexi-time to support their training. 
“Use of flexi allowed me to gain an M. Sc in Computing”
Trying to balance the financial impact of studying with maintaining workload represents a problem for some people. 
“I am finishing my degree this year with the open university.  I cannot afford to go onto work sharing for the day a week I would need to attend college for a Masters.  A compressed working week would be an ideal solution.”
3.5
Obstacles to Access

Some 18% of respondents faced obstacles in trying to access a flexible work arrangement. (This rises slightly to 20% when restricted to respondents who requested a flexible arrangement.) But as evident from the following table a higher proportion of women than men faced obstacles.

	Crosstabulation of whether faced any obstacles in trying to access a flexible working arrangement by gender

	Gender
	Frequency
	Valid Percent

	Male
	
	Yes
	32
	12.2

	
	
	No
	231
	87.8

	
	
	Total
	263
	100.0

	
	
	Not stated
	176
	

	
	Total
	439
	

	Female
	
	Yes
	113
	21.3

	
	
	No
	418
	78.7

	
	
	Total
	531
	100.0

	
	
	Not stated
	250
	

	
	Total
	781
	


For about 53% [72 of 135] of those who faced obstacles in trying to access a flexible work arrangement one such barrier was lack of availability of a colleague to provide cover. Again the proportion of women facing this type of obstacle was higher than men [53% versus 38%].

The table below categorises the types of issues arising in this context.

Types of obstacles in trying to access a flexible work arrangement relating to lack of cover

	No one to cover/replace
	39

	No arrangement in org
	14

	Had to find work/job share partner
	11

	Cap on recruitment
	11

	Management reluctance/opposition
	10

	Changes in management policy/practices
	2

	Option wanted not available
	6

	would disrupt work/service
	5

	Not available to my grade
	4

	Rota for staff members seeking flex arrangement
	3

	Flexitime didn't suit work pattern
	1


Specific obstacles cited by respondents relate to the fact that a person seeking a flexible working arrangement may find that their commitment will be called into question:

[Female respondent] “I think people on family friendly arrangements are still considered by management to be a liability and they value those who are working full time more highly irrespective of the fact that staff don’t get paid for the times they are out on these flexible working arrangements.”

“Manager was not in favour of reduced hours/ part time as said it showed reduced commitment by me to the job. Had to give my resignation before it was finally approved to reduce hours.”

“Pressure to remain on full time and not seen as serious about work if you work less than full time.  Flexible working arrangements frowned upon by colleagues who work full time.  Part Time staff are regarded as slackers and discriminated against.”

In other cases the applicant had to demonstrate that adopting a flexible working method would not impair their capacity to do the job.

“The manager did not see teleworking as an option for my role where I actually outlined the work that could have been completed from home.”

“Local management did not support my application even before it was sent in to HR.”

“Have applied for E-working/Homeworking arrangements 3 days a week but have not received a response.”

“Resistance from management to agree to worksharing in a previous section quoting "we have enough clerical worksharers and the last thing we want is worksharing at HEO level".

“Blanket "no" response rather than your individual case being looked at.”

“Management refusal to entertain request, involved my union rep and it was granted.”

“Line manager subverted the normal process of applying for a career break in an attempt to deny it. Divisional work load was not a factor.”
In most cases respondents did not encounter any obstacles in returning to normal working arrangements from a flexible working arrangement. But it is notable that the current economic climate is cited as a obstacle.

“Have always intended to go back fulltime, which the company could request at any point. Now am seeking same but because of economic situation, the company will not entertain this.”

“No one in this Department can return to regular hours in view of economic situation even if the reason that they sought worksharing no longer exists.”

Similarly recruitment embargoes and caps on recruitment mean that 

“After second career break, due to family circumstances, I looked to return to work in an office other than where I had been located. The terms that I return to work under jobsharing until such time as a full time post became available.”

“My application to return to full time work (which I have always intended to do when my daughter started school) has been refused due to the current economic climate with no change foreseeable in the near future.”

In other cases respondents return to normal working arrangements are delayed by the requirement for replacements in their current roles.

“Can’t get anyone to replace me so I can go back on shift work at my old place.”

Types of obstacles in returning to normal working arrangements from a flexible working arrangement

	Type of obstacle
	No.

	Staff on flexible work arrangements not allowed to return to full-time work in present economic climate
	10

	Short notice
	2

	Recruitment cap
	2

	Problems with wages/leave entitlements on resumption
	1

	Must wait for post to become available
	6

	Returned to different job/job location
	4

	Nobody available to replace
	3

	Awaiting decision
	2

	None
	119o


Considering the extent to which respondents felt that participation in flexible working was something over which they had control, it needs to be borne in mind that in particular flexitime is established as obligatory in some mainstream civil service departments and sections.

“Flexitime is compulsory”

“No choice - put on flexitime clock”

“Flexitime system was brought in by management.  Staff had no choice in operating the system.”

However, in these cases this does not necessarily mean that respondents do not feel they have a good degree of control over flexible working.

“Flexi time ensures that there is no conflict between my personal life and my working life - e.g. I can arrange an appointment for 4.30pm or I can take a flexi day which I have worked up for unexpected circumstances. It also ensures that the time you work is credited - many staff not on flexi time work a bit beyond their hours e.g. a telephone call which extends past their home time. Over a long period this can add up - flexi time ensures that this time is credited, and rightly so.”

Some respondents point to a balance between the requirements of the job and the their own needs.

“Joint control - a balance of my needs and company needs

“My manager tries to be as fair as possible in terms of allowing flexi time, considering the level of work here.”

“Flexi-time allows me to work the hours that I want on a daily basis. There are some exceptions when an urgent work project needs to be completed but I totally understand this.”

“It probably depends on the section to which an officer is assigned.  It some areas, which are less busy, an officer would have more control.”

The attitude and actions of their manager can be an important factor in their experience of flexible working.

“My experience to date has proven that I have a lot of control over the participation in the relevant scheme of which I have availed in conjunction with my immediate manager.”

“My experience was positive at first, but became negative with time when term time became something that was controlled entirely by the manager.”

“Employer has been very supportive and we agree up front any changes required on both sides. I worked for this particular Manager before and they knew I was reliable and also with having a special needs child, I think they went the extra mile to support me.”

“Control is limited as it is very much a case of being lucky enough to be in an office where a manager can see how work can be arranged around such arrangements.”

Since the onset of the recession, some 393 respondents (43% of those who answered questions) have noticed a change in the policies and practices of their employers towards flexible working and in some cases this means they have more control but in other cases less control.

“It has now become relevant as the company is trying to reduce costs and is therefore being work flexible in work.”

“In the current climate, it is not so easily available due to the embargo on staff recruitment and my current job would not lend itself easily to flexible working.”

“In past have felt more control but unsure about future in current climate.”
3.6
Use of Statutory and Non-Statutory Leave Options

Almost 40% of female respondents had taken maternity leave while in their current employment.
	Have you taken maternity leave while in your current employment?

	Have you taken maternity leave while in your current employment?
	Frequency
	Valid Percent

	
	Yes
	275
	39.0

	
	No
	430
	61.0

	
	Total
	705
	100.0

	
	Not stated
	76
	

	Total
	781
	


Of these, 77% (208) received more than the basic rate of Maternity Benefit. In almost all of these cases (99% - 202) the employer paid a contribution. In nearly all cases this mean the respondent received their full salary.

Form of contribution from employer to pay above basic Maternity Benefit rate

	Type of obstacle
	No.
	%

	Full Salary
	173
	83.2

	Half > Three-Quarters Salary
	3
	1.4

	Part of salary above Maternity Benefit
	21
	10.1

	No answer
	11
	5.3

	Total
	208
	


Just over two-thirds of those who took maternity leave wished to take unpaid maternity leave beyond the period covered by Maternity Benefit in their current employment.

	 Did you wish to take Unpaid Maternity Leave (beyond the period covered by Maternity Benefit) in your current employment?

	Did you wish to take Unpaid Maternity Leave?
	Frequency
	Valid Percent

	
	Yes
	189
	69.5

	
	No
	83
	30.5

	
	Total
	272
	100.0


In almost all cases (183 – 97%) this option was available. 

4
EFFECTIVENESS OF LEAVE OPTIONS AND FLEXIBLE 

WORK PRACTICES
4.1
Positive Impacts of Flexible Working
Respondents were asked whether there were positive or negative impacts of having availed of a flexible working arrangement.

Positive impacts of having availed of a flexible working arrangement
	Positive Impacts of Flexible Working
	Number
	%

	Better able to manage childcare
	118
	30.9

	Improved work-life balance
	65
	17.0

	Less demands on annual leave
	40
	10.5

	More motivated/productive in work
	24
	6.3

	Working up time-in-lieu
	24
	6.3

	Better work-life balance
	22
	5.8

	Reduced commuting time
	22
	5.8

	More time for other interests
	20
	5.2

	Less stress
	19
	5.0

	Improved qualifications
	16
	4.2

	Better health
	6
	1.6

	Enabled to go for promotion
	2
	0.5

	Enhanced career progression
	2
	0.5

	Reduced sick leave
	2
	0.5

	Total
	382
	100%


As evident from the table above the most frequently cited positive impact of flexible working was that it allowed respondents to manage their childcare more effectively.

“Being there to help out in the mornings and afternoons, spend time with my children that I would normally have missed out on.”

“Do not have to rush children in the morning at least not every morning.”

“…being at home with sick children, being at school, sports events, covering doctor and dental appointments”

Secondly many respondents pointed to an improved work life balance, though not all spelt out what this specifically entailed.

“Allowed me to spend more time when necessary with family”

“..able to balance work and life commitments no stress”

In particular having the capacity to accumulate some time-in-lieu means that medical, school and other occasional appointments can be managed without recourse to annual leave.

“Ability to plan appointments in advance - no need to ask for time off”

“Very handy for medical appointments or family commitments.”

“Flexi-time allows me to effectively deal with day to day personal matters and not impact on my working hours.”

Respondents acknowledge that Flexitime allows them to avoid the rush hour.

“being able to use public transport outside of the peak times”

“Avoid rush hour traffic, commuter times. Fit life in more easily around it.”

“flexible hours makes life a little easier for commuting in Dublin”

“Working from home means I don't have to commute 1.5hrs each way, can achieve more work at home with less interruptions”

The opportunity allowed by flexible working for respondents to improve their qualifications is also acknowledged.

“Was able to complete the Academic course I was pursuing at the time which definitely enhanced my personal development and was useful to me in my subsequent Civil Service career.”

“Able to undertake a college course which I would not have been able to do otherwise.”

Being better motivated and feeling more productive at work was also a positive effect highlighted by some (6% of ) respondents.

“Better health, less sick leave, more energy and commitment for work

“Able to work up time each month to give you extra leave each year”

Allows you to work longer days when you need to due to work

“Easier to plan my personal life and attend appoints. Able to travel to work when the volumes of traffic at not as bad.”

“..flexible working allows the employee to accrue time off for extra hours worked. In a busy office, where the phone never stops, an early start or a late finish means that paper work gets done without the constant interruption of answering phones.”

4.2
Negative Impacts Arising from Flexible Working
Respondents were also asked to give examples of any negative effects of flexible working.

These are summarized in the table below.

Negative impacts of having availed of a flexible working arrangement

	Negative Impacts of Flexible Working
	Number
	%

	No pay/reduced pay
	60
	21.3

	None
	48
	17.0

	Work backlog/accumulation
	27
	9.6

	Expectation to deliver same workload in reduced work time
	23
	8.2

	Limited career options
	19
	6.7

	No opportunity for promotion
	19
	6.7

	Tied to clocking in
	12
	4.3

	Other staff adversely affected
	11
	3.9

	Adjusting to the return to work
	10
	3.5

	Felt pressurised
	10
	3.5

	Negative attitude from management
	10
	3.5

	Nobody to cover
	10
	3.5

	Not always possible to take worked up time
	8
	2.8

	Negative attitude from colleagues
	7
	2.5

	Longer working day
	3
	1.1

	More admin work
	2
	0.7

	More stressed
	2
	0.7

	Working from home difficult
	1
	0.4

	Total
	282
	100%


Perhaps not surprisingly the most frequently cited (by 21%) negative impact relates to reductions in income.

“Reduced income - loss of service years towards pension”

“Have to have someone to cover - can be a problem - stressful at times working up the time. You lose out on premium pay - therefore your pension may be lower than a counterpart.”

But about 17% of respondents who had experience of flexible working said there were none.

A backlog or accumulation of work was cited by almost 10% of these respondents.

“Sometimes if hours are down you would have to stay longer to make up time.”

“Certain work needs to be completed - less time some days to do so, Depending on where you are working might not be suitable to start later, Reduction in income. Experienced staff gone for 8 weeks.”

A minority of respondents point to adverse impacts in terms of more limited career progression and promotion opportunities.

“Can't go for promotion as new job is fulltime.”

“..missed out on promotion even acting up, because it required full time”

“My transfer options have been limited as there are areas who will not accept worksharers.  Some people are very ready to knock worksharers on the basis that their priority is their kids and work is only of secondary concern.  However, just as there are good and bad workers, there are good and bad worksharers, and there are some workers (of both varieties) i would not like to have working for me.”

Local arrangement with manager. Weekly time sheets couldn't actually reflect hours worked, Sense of isolation, a bit out of touch

A negative attitude on the part of management or colleagues (for 6% of respondents who had experienced flexible working) can also be a problem.

“Worksharing not accepted favourably with both management and work colleagues. Resentment of time not in work and probably not a positive attitude for promotion. Mobility within Organisation confined as Principal Officers refused Work Sharers saying Section not suitable.”

The attitude of my current Department (Defence) is very negative towards flexitime, term time, jobsharing. In certain sections, worksharing and term time is not allowed.  Flexitime seems to be viewed in a negative light in that staff are frequently reminded that it is a privilege and at the discretion of the Department.  However, staff in certain sections have to work frequently beyond 7pm they are not formally asked if they can accommodate the Department - it is taken for granted.  I have direct

“Less money - but often this is forgotten about by managers and sometimes co-workers, Negative comment - ' a sure you're hardly ever here'. People forget you're not getting paid.”

The fact that some of those on flexible working may be working fewer days in the week can sometimes be overlooked.

“I have work shared for the past 15 years, most of for one reason or another has been without a partner.  This has resulted in a lot of pressure to get the job done and long hours at work.  However, even after all this time, I still get negative feedback from colleagues about work not being completed during my absence.”

“It's very hard to leave on time as certain amount of people do not allow for your shorter working day.”

“At times I felt it was presumed that I could still complete a full week's work within my reduced working hours.”

“I feel I am still expected to do the same amount of work as when I was full time.”

4.3
Workplace Gains

Respondents were asked what they felt the workplace had gained from them being able to access flexible working. Their responses are summarised in the table below.

Q38 What do you feel that your workplace has gained from you being able to access flexible working?
	What workplace has gained - categorisation
	Number
	%

	More productive
	133
	41.7

	More motivated
	38
	11.9

	Less stressed
	37
	11.6

	Better qualified
	33
	10.3

	Able to accommodate changing work demands
	15
	4.7

	Retain skilled staff
	14
	4.4

	More productive/skilled
	12
	3.8

	Less sick leave
	11
	3.4

	Better atmosphere in workplace
	9
	2.8

	More commitment
	9
	2.8

	None
	5
	1.6

	Better timekeeping/attendance
	2
	0.6

	More/better cover
	1
	0.3

	Total
	319
	100%


The most frequently cited (by 42%) benefit was feeling more productive when at work.

“I can better organise my workload and concentrate better early in the mornings or late in the evenings when a busy public office is closed.  Some of my work requires a lot of concentration as it is legally based work.”

“I am very grateful for my present working arrangements so I will work as hard as I can not to have any slippage because of only working mornings.”

“I am a skilled manager. I work even harder to complete my work and usually pack a full weeks work in to my reduced hours. I don't take tea breaks or lunch breaks”

“I work more than a regular 1/2 day more often than not.  I am flexible with my employer when full day attendance is required. Working a full day 5 days a week it is necessary to spread your energy across this time.  Working 1/2 days 5 days a week means that I give extra energy and am more productive for the shorter time span.  I am always aware of time and fitting as much as I can into my mornings.”

“Productivity was much increased when I was able to work from home as I would usually be logged on before 8 o'clock and work uninterrupted for most of the day whereas there are a lot more disruptions in a normal office.”

The next frequently cited benefit to the workplace was that respondents felt more motivated in work.

“I felt appreciated when given my chance to return to college part-time and therefore had better work ethic.”

“Do feel that I am very focused when in work. When people are happy in their personal life it reflects in their work life. If someone has to commute long distances every day this is going to affect their work.”

“More positive attitude to work, 'recharging of batteries'

About 10% of respondents who had experienced flexible working said that their workplace had benefited from them being more qualified.

“The course I study was totally relevant to my job. So the incentive to have the extra time for studying really helped me and in turn the positive effect it had motivated me to work harder and in turn I was more productive.  My work place has gained greatly through me having flexitime. When working on highly important deadline projects, I work my day around the needs of the work on hand and any extra time I've worked I take off later.”

“I now have a recognised certificate which is of benefit to work.  I think the flexibility works in favour of both.”

“Better work life balance and through my studies I have been able to contribute more to my role in HR as I am now trained to take part in mediation with staff in conflict with management.”

Retention of skilled staff is also cited as a benefit.

“If I had not had work sharing, carer's leave available to me I would have had to resign and the Department would have lost the skills and experience that I have built up over the years.”

Flexibility works both ways and being able to accommodate changing work demands was a benefit cited by 5% of those who had experienced flexible working.

“I am happy that I can spend time at home and I appreciate the worksharing facility.  I try to be flexible when work requires it. e.g. I will come in when I'm not due in for meetings, training etc.”

“I believe I am more flexible with work too.  My work involves a lot of after hours work and I am always willing to do these after hours and weekend work without any issue so the business knows that they will have people to do essential after hours work.  In other areas where hours are more rigid I see some staff who are not so willing to cooperate with after hours jobs.”

4.4
Impact on Colleagues

On the other hand respondents were asked about the impact of people taking up flexible working on colleagues. The table below therefore summarises the responses of those who had not participated in a flexible working arrangement.

Q40 What impact, if any, do other people in your workplace taking up flexible working arrangements and options have on your role in the workplace?
	Impact- categorisation
	Number
	%

	Extra admin/management
	4
	1.9

	Extra cover has to be provided
	13
	6.1

	Extra responsibilities
	1
	0.5

	Extra temporary staff
	6
	2.8

	Increased workload for remaining staff
	27
	12.6

	Lack of continuity
	1
	0.5

	na
	127
	59.3

	No cover provided/available
	9
	4.2

	None
	19
	8.9

	Pay relief staff
	3
	1.4

	Share cover
	4
	1.9

	Total
	214
	100.0


Some 68% (146 of 214) of these respondents did not cite any impact on them of other people taking up flexible working in their workplace.

Among those who did cite an impact the single most common one was the increased workload for remaining staff. Next in importance was the fact that extra cover had to be provided.

4.5
Consequences of Taking Up Options

Respondents (in Q.39) were asked whether there (or were there) any consequences for them in the workplace as a result of taking up any of flexible work arrangements or option. As evident from the table below for almost one-third of those who answered the question there were none.

Q39 Are there (or were there) any consequences for you in the workplace as a result of taking up any of the above mentioned flexible work arrangements or options?
	Consequences
	Number
	%

	No/None
	60
	30

	Affected promotion prospects/slows career progression
	32
	16

	Not considered/perceived in as positive a light as other staff
	22
	11

	Less choice/control over work location/tasks
	21
	10.5

	Backlog of work
	19
	9.5

	Increased workload
	10
	5

	Work transferred to others when not there
	8
	4

	Missing out on meetings/information
	7
	3.5

	Difficult to resume after a break
	5
	2.5

	No cover available
	4
	2

	Break in service/increments
	3
	1.5

	Loss of income
	2
	1

	Missing out on training
	2
	1

	Reduced service
	2
	1

	Increased stress
	1
	0.5

	Facilitated career advancement
	1
	0.5

	More staff on leave
	1
	0.5

	
	
	


However single the most frequently cited consequence relate to promotional and career advancement opportunities. Respondents who are not in full-time positions explain that they are barred from certain promotional opportunities.

“I can't apply for promotion.  Job opportunities are always fulltime.”

“I wasn't permitted to act up to HEO during a term time period, as I was told that as a Manager I would have to be in the Office for full days.  This contributed to my decision to not apply for the HEO grade, as I believed I would have had to return to full time work as a HEO.  None of the HEOs avail of flexible working arrangements, with the exception of flexi time.”

Perception of their commitment is also perceived as an important factor.

“ …as a home worker and when I was part time this was then seen as not wanting to progress through promotion”

“Very little opportunity for promotion, some exclusion from 'team meetings'”

“Yes. though not explicit I have found I've been excluded from certain projects because they perceive I won't be there to carry them through.”

Some (11%) respondents feel that in the eyes of colleagues and management they have a lower status.

“Feeling of resentment toward some colleagues.   I know that in many cases those working full time do take on extra work as a result of colleagues on maternity leave/ work sharing etc.”

“In two previous sections I worked in I was left out of the 'loop' as a result of job sharing. In one section it was particularly obvious.”

“People have a preconceived notion that you are not interested in your job or promotion and that the job is only a means of getting money.  You are still the same person with the same pride in your work as you had before you took job sharing.  Your standards do not change if anything they get better as you have a shorter time scale to get things done as you do not waste time.”

About the same number of respondents pointed to the fact that they now have less choice and control over where they work and what exactly they work at.

“My worksharing pattern makes it difficult to have continuity and control sometimes, especially in the technical area that I work in.”

“When the section I worked in decentralised to Killarney I had lost my seniority and therefore did not get to choose what office I transferred to.”

“Yes, the options of where you are moved to are far less desirable than an area with fulltime staff.”

On a more mundane aspect 15% of those who answered the question cited a backlog of work or increased workload as the main consequence of taking up a flexible working arrangement.

“Trying to cover my management responsibilities within reduced days”

“In previous posts workload not halved and pressure put on to do more that a half days work leading to stress and sick leave.”

“Yes - when I returned I did not have a specific post. Put in floating cover which is unsettling.”

5
WORKPLACE AND SECTORAL RESPONSES, POLICIES 

AND PRACTICES IN DEALING WITH RECESSION
5.1
Changes in the Attitudes of Employers

Some 43% (393) of respondents have noticed a change in their employer’s attitude towards flexible work since the recession.

In 50% of these cases employees were encouraged to take up flexible working.

Some 43% (393) of respondents have noticed a change in their employer’s attitude towards flexible work since the recession.

The principal employer response- summarised in the table below - has been to encourage any behaviour and practice that will lower payroll costs.

“Anyone in my office that has applied for term time has been approved and I've heard of this in other offices within the Dept as well. Also most people who availed of work/job sharing last year were unable to come back fulltime. Anyone on a career break has not returned to work either.”

“Employers pushing for more flexibility want to give more unpaid leave with no one to cover- saving money”

“More accommodating - if less hours to be worked, but not the other way around”

Q43 In what way have employers attitude to flexible working changed (since the recession)?
	Consequences
	Number
	%

	Encouraged to reduce staff payroll costs
	131
	41.9

	Flexible work options reduced/no longer facilitated as before
	77
	24.6

	Flexitime restricted/reduced
	12
	3.8

	Not as receptive to applications for flexible working
	27
	8.6

	Obstacles/Delays in allowing people return to full time working
	21
	6.7

	Remaining staff have to carry a heavier workload
	11
	3.5

	Restricted by difficulties in providing cover/staff replacement
	34
	10.9

	Total
	313
	100%


Among those respondents who had perceived a change in their employer’s attitude since the recession, almost two-thirds reported that employees had been encouraged to avail of flexible working arrangements.

	Q44 Have employees been encouraged to avail of flexible working arrangement?

	Q44 Have employees been encouraged to avail of flexible working arrangement?
	Frequency
	Valid Percent

	Valid
	Yes
	197
	60.1

	
	No
	131
	39.9

	
	Total
	328
	100.0

	Missing
	No answer
	65
	

	Total
	393
	


5.2
Levels of Encouragement by Employers for Take up of Options

Respondents were then asked in what ways have employers encourage flexible working arrangements since the recession. Their responses are summarised in the following table.

Q45 In what way have employees been encouraged to avail of flexible working arrangements (since the recession)?
	Consequences
	Number
	%

	Schemes brought to employees attention
	88
	41.5

	The incentivised 3 year paid Career Break, The Shorter Working Year Scheme
	56
	26.4

	Encouraging reduced hours/shorter working year
	20
	9.4

	Term time extended/promoted
	14
	6.6

	Unpaid leave options promoted
	9
	4.2

	Encouraging unpaid leave options
	7
	3.3

	Return to full-time employment discouraged
	5
	2.4

	Flexitime introduced/promoted
	3
	1.4

	Time in lieu worked up may not be taken
	3
	1.4

	Increased workload on remaining staff
	2
	0.9

	No overtime available
	2
	0.9

	Reduced availability of flexible working
	3
	1.4


Some 27% (327) of employees were encouraged to take up flexible working. But cover is only provided in a minority of these cases for those wishing to avail of flexible working practices.

	Q46 Is cover being provided for those wishing to avail of flexible working practices?

	Q46 Is cover being provided for those wishing to avail of flexible working practices?
	Frequency
	Valid Percent

	Valid
	Yes
	61
	19.9

	
	No
	245
	80.1

	
	Total
	306
	100.0

	Missing
	No answer
	21
	

	Total
	327
	


5.3
Support for the Take up of Options
Respondents were asked to explain the circumstances (cap on recruitment, staff shortages mean that anyone availing of options is not being replaced). The following table summarises the responses of those where cover was not being provided.
Q47 Please explain the circumstances in which cover is not being provided for those on flexible working arrangements?

	Circumstances
	Number
	%

	Cap on recruitment/promotion
	138
	63.0

	Heavier workload for remaining staff
	22
	10.0

	Negative impact on service delivery
	2
	0.9

	No replacement of staff on flexible work arrangements
	44
	20.1

	Staff shortages
	8
	3.7

	No cover provided unless workload allows it
	5
	2.3

	Total
	219
	


Most respondents answering this question referred to the cap on recruitment and promotion.

“Cap on recruitment, no replacements for term timers, no allowances for higher duties, no replacements for any staff on any type of time off, staff being redeployed to more pressurised areas.”

“Staff are not being replaced but the workload remains the same so you end up taking on more work hence using flexi-time less and less due to increased workloads.”

“Due to the moratorium on recruitment, no-one is being replaced, which means that vacancies are increasing constantly and that remaining staff are asked to take on extra duties.”

“Flexible arrangements seem great for the work life balance of those able to avail of them but no one seems to consider the work life balance of full time colleague who have to cover for them.”

“Staff have been told that they will be facilitated if they want to avail of the career break scheme and early retirement scheme. Departments have been told to facilitate staff if they apply but this has not taken account of the affect that people leaving will have on the level of service that departments are expected to provide with less staff.”

“Anyone leaving either permanently or short-term is not being replaced, nor is cover being provided”

“No one availing of term time, parental leave etc. has been replaced this year.  People who take advantage of the early retirement scheme are not being replaced.”

A higher proportion of females felt that if they had not been able to avail of flexible work arrangements that they would have had to leave their current job. (14.6% agree or strongly agree compared to 10.6% of males). A higher proportion of male respondents felt that if they had not been able to avail of flexible work arrangements their partner would have had to leave his/ her job (13.1% of males agree/strongly agree – compared to 6.3% of females).
5.4
Obstacles in the Take up of Options

Almost all the respondents who answered the question felt that there were no obstacles in being able to access and of the statutory and non-statutory leave options. The table below summarises the obstacles cited by a minority of respondents. There is no single obstacle to the fore.

Q34 What obstacles, if any, did you face in being able to access any of the above statutory and non-statutory Leave Options?

	Obstacles
	Number
	%

	None
	439
	88.0

	Management attitude
	9
	1.8

	Long decision time
	8
	1.6

	Trade union leave difficult to get
	8
	1.6

	Compassionate leave not long enough
	7
	1.4

	Lack of cover
	6
	1.2

	Cost
	4
	0.8

	Force Majeure scope too narrow
	4
	0.8

	Lack of info
	4
	0.8

	Denied study leave as course not employer approved
	2
	0.4

	Not in post long enough
	2
	0.4

	Study leave not granted
	2
	0.4

	Career break length options not suitable
	1
	0.2

	Not available
	1
	0.2

	Scope of parental leave should be extended
	1
	0.2

	Study leave amounts not standardised
	1
	0.2

	Total
	499
	100%


6
NEEDS ANALYSIS

6.1
Introduction

This chapter presents the results of a series of statements to which respondents were asked to react. These statements covered a wide range of relevant and important factors that play a role in the decision making process regarding the choice to access or not to access flexible work options and statutory leave options.
6.2
Individual/ Family Circumstances

Care Commitments
Almost half of respondents who answered the question (243 of 511) agreed or strongly agreed that childcare commitments preclude them from taking on additional work responsibilities.
Some 30% of respondents who answered the question (141 of 499) agreed or strongly agreed that other care commitments (family member, person with a disability, etc.) preclude them from taking on additional work responsibilities

For one third of respondents (166 of 483), childcare commitments act as a constraint on reducing working hours. While for one quarter (114 of 465) other care commitments act in a similar manner of constraining them from reducing my working hours

Care Costs

When the costs of providing care are taken into account:

· Childcare costs preclude some 30% (131 of 437) from taking on additional work responsibilities.
· For one in six respondents to the question (76 of 412), other care costs (family member, person with a disability) preclude them from taking on additional work responsibilities.
· Childcare costs constrain some 40% of respondents (184 of 458) from reducing their working hours

· The costs of providing care to other family members constrain almost one third of those respondents to this question (138 of 438) from reducing my working hours

Impact of Care on Partner
Almost 30% of respondents who answered the question (130 of 454) agreed or strongly agreed that childcare commitments had led to my partner availing of flexible working options (part time work, etc.)

One in five respondents who answered the question (91 of 436) agreed or strongly agreed that childcare costs had led to their partner availing of flexible working options.
One in eight respondents (52 of 418) agreed or strongly agreed that other care commitments had led to my partner availing of flexible working options.
General Financial Commitments

Over eight in ten respondents who answered the question (606 of 736) agreed or strongly agreed that financial commitments mean that they cannot reduce their working hours

Some 40% of respondents who answered the question (225 of 591) agreed or strongly agreed that their decreasing financial commitments would mean that they would like to avail of reduced working hours.
Some 47% of respondents (267 of 571) feel that their family suffers/ loses out as a result of their working hours

Of the respondents who answered the question, half (204 of 400) feel that they would like more time to be able to pursue personal interests, now that their family has grown up.
Some three quarters of respondents who answered the question (325 of 454) felt that as their family is young, they would like more time to be able to spend with them.
6.3
Workplace Profile/ Culture of the Organisation

One third of respondents who answered the question (175 of 536) agreed or strongly agreed that they have chosen to work part time 

Two thirds of respondents who answered the question (466 of 690) agreed or strongly agreed that they have no choice other than to work full time

Eight in ten respondents who answered the question (457 of 592) agreed or strongly agreed that working in the public sector/ service provides them with opportunities to control their working week

Whereas five in ten respondents who answered the question (115 of 240) agreed or strongly agreed that working in the private sector means that they have very little influence over their working week 

Some 37% of respondents who answered the question (122 of 327) agreed or strongly agreed that due to their senior of managerial senior position, they have no option other than to work very long hours. Seven in ten felt that they have no control over the hours that they put in.
Seven in ten respondents (513 of 736) felt that their work duties finish when they leave the workplace.  
Almost two thirds (461 of 637) do not regularly bring work home. 
Over half of respondents who answered the question (294 of 540) agreed or strongly agreed that their presence was necessary in the workplace, making it difficult to reduce working time.
Almost one in four (125 of 545) felt that their industry or sector mitigates against flexible work.
Six in ten respondents (305 of 515) feel that they have been able to balance home and work life without hindering career progression.
Two thirds of respondents (366 of 558) feel that part-time working jeopardises careers.
Four in ten respondents (245 of 597) have to work beyond official hours to keep up with their workload.
Six in ten respondents (325 of 539) feel that policies that help some staff to balance work/life are often unfair to other employees.
Some 46% (240 of 519) felt that the predominant management style does not demonstrate respect for work-life balance.
6.4
Workplace Profile/ Culture of the Organisation

Four in ten respondents (274 of 677) felt that their daily commute has a negative impact on their time with family.
Three quarters of respondents (511 of 681) feel that they have no control/ choice over their job location in terms of their ability to work remotely from time to time, for example working from home to complete certain tasks. 

Some 83% of respondents (467 of 561) would like to able to control start and finish times in order to minimise commuting time.
One quarter of respondents (121 of 515) feel that working overtime is a financial necessity.
One quarter of respondents (146 of 559) feel that they need to be seen to be working over time/ beyond normal working hours to advance their career

For those availing of shift work, almost one third (82 of 262) felt that shift work allows them adequate flexibility to spend time in the home.
Some 36% of respondents (201 of 558) feel that their working hours prevent them from taking on study or further training options (outside the workplace)
6.5
Flexible Work Arrangements

Half of respondents who answered the question (309 of 612) agreed or strongly agreed that in their workplace options to facilitate work-life balance are actively promoted.

Half of respondents who answered the question (201 of 387) agreed or strongly agreed that if they didn’t avail of flexible working options “I would hardly see my kids during the week”.

Over two-thirds of respondents who answered the question (246 of 337 – 73%) agreed or strongly agreed that they could manage caring responsibilities because they had some control over their working week. (Little gender difference).

Just under half of the respondents who answered the question (181 of 378 – 48%) agreed or strongly agreed that they could no longer put in the same hours due to changed family circumstances. (52% of females compared to 38% of males).

Only about a quarter of respondents (134 of 491 - 27%) who answered the question agreed or strongly agreed that ‘the demands related to my workload prevent me from taking up flexible work options’. A slightly lower percentage (147 of 662 – 22%) who answered the question agreed or strongly agreed that “the demands related to my position/ grade in the workplace prevent me from taking up flexible work options”.

About a third of those who answered the question (204 of 583 – 35%) felt their “work arrangements have acted as a barrier to taking up education and training courses”.

About a third of those who answered the question (208 of 583 – 36%) felt their “work arrangements have acted as a barrier to taking up voluntary activities”.

Less than a fifth of respondents who answered the question (89 of 495- 18%) agreed or strongly agreed that they had wanted” to avail of flexible work options but there were none available in their workplace”.

Just over a quarter of respondents who answered the question (159 of 568- 28%) agreed or strongly agreed that they “had wanted to avail of flexible work options but there is limited provision” in their workplace”.

Over two-thirds of respondents who answered the question (286 of 422 – 68%) agreed or strongly agreed that they had “availed of flexible work options in the past with no difficulties”.

Over half of respondents who answered the question (245 of 433 – 57%) agreed or strongly agreed that they had “working from home is only promoted from managerial grades”.

Half of respondents who answered the question (245 of 433 – 57%) agreed or strongly agreed that “no man would avail of term time working if he wants to progress his career”.

Almost half of male respondents who answered the question (74 of 158 – 47%) and just over half of the female respondents (182 of 348 – 53%) agreed or strongly agreed that “no man would avail of term time working if he wants to progress his career”.

Just under a third of those who answered the question (171 of 571 – 30%) felt their “employer is reluctant to grant flexible working options”.

Over three quarters of respondents who answered the question (454 of 612 – 74%) agreed or strongly agreed that” my financial commitments prevent me from taking any reduction in take home pay associated with flexible work options”.

Just over half of respondents who answered the question (304 of 545 – 56%) disagreed or strongly disagreed that their “manager might think less of my commitment to the organisation if I asked about flexible work options”

Under one in five of respondents who answered the question (94 of 632 – 15%) agreed or strongly agreed that “In my workplace if a co-worker avails of reduced working hours he or she is replaced on his or her off days.

Over three quarters of respondents who answered the question (517 of 629 – 82%) agreed or strongly agreed that” in my workplace if a co-worker avails of reduced working hours the slack must be taken up by his or her colleagues”.

Over two-thirds of respondents who answered the question (371 of 534 – 69%) agreed or strongly agreed that “in our workplace the process of applying for flexible work options is transparent”.

While 13% of male respondents who answered the question (23 of 175 -13%) agreed or strongly agreed that “work life balance is only suitable for women” the corresponding percentage of women agreeing or strongly agreeing with this statement is just 7% (31 of 427 – 7%)

Less than half the respondents who answered the question (273 of 620 – 44%) agreed or strongly agreed that “work-life balance options are only aimed at people with children”.

6.6
Statutory Leave Arrangements

About three quarters of respondents who answered the question (347 of 455 – 76%) agreed or strongly agreed that” decisions about having kids have to bear in mind reduced income during maternity leave”.

Nearly all the female respondents who answered the question (298 of 350 – 85%) agreed or strongly agreed that” taking an extended maternity leave (unpaid weeks) is the norm in my workplace”.

Nearly all the respondents who answered the question (298 of 350 – 85%) agreed or strongly agreed that” parental leave is straightforward to avail of”. Similarly nearly two thirds of respondents who answered the question (252 of 375 – 67%) agreed or strongly agree that “Carer’s leave is straightforward to avail of”.

Just one in five of respondents who answered the question (56 of 282 – 20%) agreed or strongly agreed that “I would like to avail of carer’s leave arrangements, but my position- grade makes it difficult”.

6.7
Non-Statutory Leave Arrangements

Nearly all the respondents who answered the question (731 of 755 – 85%) agreed or strongly agreed that” paternity leave should be a statutory right for all fathers”.

Almost three-quarters of respondents who answered the question (408 of 574 – 71%) agreed or strongly agreed that ”study leave is encouraged in my workplace”.

Over half of respondents who answered the question (293 of 481 – 61%) agreed or strongly agreed with the statement “I regularly take annual leave as a means of dealing with childcare needs”. A higher percentage of women -  64% than men (53%).

Over three quarters of respondents who answered the question (603 of 740 – 81%) agreed or strongly agreed that” I have adequate control over when I take annual leave”.

Nine of ten respondents who answered the question (571 of 635 – 90%) agreed or strongly agreed that “mandatory paid paternity leave should be introduced”.

Over nine of ten respondents who answered the question (572 of 605 – 95%) agreed or strongly agreed that “partners should be able to combine paternity and maternity leave entitlements”.

�  By Third Sector, the report refers to respondents from the commercial semi-state companies. 
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