CHAPTER 7-STRATEGIC AND FINANCIAL EFFECTS OF WORK-LIFE PROGRAMS

Ex. 7.1- The chapter discusses a few important strategic implications of work-life programs.

· A comprehensive system of work life programs is far more likely than a smattering of individual programs to be able to achieve goals such as turnover and absenteeism reduction.

· Though programs like child-care can be expensive to the company, they can sometimes be beneficial from a business standpoint by reducing tardiness and absenteeism that were caused by work-family conflicts.

· Even if, on the surface, a work-life program does not appear to result in cost savings, it may still be effective in the long term because it creates the perception of a supportive company atmosphere that may discourage voluntary turnover.  Two considerations related to this point are that turnover reduction attributable to a single program is difficult to measure since employees’ opinions about the company are likely to be formed by their view a group of work-life initiatives taken as a whole.  Additionally, the chapter states that employees do not necessarily have to use a program in order to gratified by the fact that it exists.

· Strategic goals will only be achieved if front-line managers understand the importance of publicizing the benefits of a work-life program to the employees.

· A good work-life program can not only improve employee attitudes, but can thereby cause these employees to win the respect of customers, thus improving sales figures.

· Lastly, the same set of work-life programs, or even work-life programs at all are not for every firm and every group of employees.  Firms should do a careful study of employee attitudes and demographics to determine the effects of a potential work-life program before jumping on this bandwagon.

Ex. 7.2- As the chapter discusses, professional employees tend to have general skills that are highly valued by employers.  Additionally, these employees tend to be highly autonomous (and usually need to remain so in order to be effective), which often makes them an awkward fit in control-oriented HR systems where they are forced to conform to sprecific procedures and rewarded directly according to a quantifiable contribution to the bottom line.  A commitment oriented HR system on the other hand allows for some autonomy and inspires loyalty to the company by displaying company trust in the employee.  Clearly, this structure seems to fit better with the nature of professional employees.  Moreover, since many professional employees delay starting families until later in life, work-life programs can be particularly effective in dealing with the type of family issues that can crop up during these employees’ thirties and forties.  The timing of this help can thus be an important tool for retaining these valuable employees during years when they are highly susceptible to voluntary turnover.

Ex. 7.3- In the Bright Horizons “Investment Index,” employee attitudes affect behaviors such as turnover, absenteeism, motivation to perform well while at work, and affiliation of their own goals with company objectives.  These in turn drive customer behaviors such as a customer’s likelihood to stay with the franchise, buy other company products, recommend the company’s service to others and be more or less sensitive to fee increases.  Again, according to the index, factors that predict whether or not work-life programs will achieve these objectives are the range, scope, quality, and investment in the work-life program itself, as well as the company’s deployment strategies respecting the effectiveness of communication of the program’s benefits to employees and first-line managers.  Lastly, the effectiveness of a given set of work-life programs will be largely determined by the overall strategic alignment of the company.


The index states that customer satisfaction, combined with improved operating performance can better financial performance by growing revenue, reducing expenses, growing profits, and growing market capitalization, which adds to the economic value of the company as a whole.

Ex. 7.4- The text discusses three reasons why Work-life programs are not for everyone.  The first caution in making the business case is that the priorities of the organization have to be considered along with sets of facts and figures.  Work-life programs may have a different impact depending on whether the firm’s goal is primarily attraction and public image, retention of talent, or finding the highest cost-benefit ratio among alternative programs.


Secondly, isolated facts cannot make the business case by themselves.  It is important to develop a dynamic understanding of the importance of the relationship between work and personal life.  This requires a focus on an organization’s overall culture and values as well as on programs and statistics.  Hopefully, qualitative information coming from employees will bring statistical information to life.


Lastly, do not place work-life initiatives under an unreasonable burden of proof.  Decision makers may well be skeptical even after all the facts and costs have been presented to them.  The key issue to understand in such cases is that when implementing work-life iniatives, company attitudes have to be addressed in addition to the mechanics of the programs themselves. (Johnson 1995)

Ex. 7.5- The text discusses Johnson’s key steps to follow when initiating a work-life program within a firm.


Firstly, before adopting specific work-life policies, assess the demographics and needs of the workforce-currently as well as in the future.


Study how work gets done, and the impact of work on the business and on its people.  Then create an infrastructure to support flexible work arrangements.


At the level of the organization, link work-life efforts to key HR and business initiatives.  In other words, make the business case for work-life programs and policies.


Brief senior managers, and continually initiate communications to first-line supervisors about the business impact of such policies.
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