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Preface 

Barnardos Southern Region has begun the process of developing formal Family 
Friendly Work Policies for the staff of the region. A Family Friendly Workplace is 

defined by the National Framework Committee for the Development of Family 

Friendly Policies as: 

‘A workplace where the working arrangements assist employees to combine 

their work with their family life, caring responsibilities and personal life outside the 

working environs.’ 

It is the aim of the Family Friendly Working Group to develop approaches and 
policies which support effective and efficient work practices and which 

enhance the opportunity for staff to reconcile their work and home lives. 

All staff, irrespective of their family situation or personal responsibilities, need to 

be supported in achieving as much balance as can be realistically achieved 

between their working lives and their home lives. 

The main objectives in considering Family Friendly Work Policies for this study! 

were: 
e Toenhance the opportunity for staff to reconcile work and family life thus 

securing a highly motivated and committed workforce. 
e Tohave no reduction in quality of service to children and families. 
e To keep costs of implementation to a minimum. 
e Toretain our high quality staff and to make Barnardos more aitractive in 

future recruitment. 

There is a broad range of options which need to be carefully assessed to identify 
those most appropriate and beneficial for Barnardos staff. It is as part of this 

process of assessing options that the Working Group requested the assistance of 

all staff members in completing a Family Friendly Staff Needs Questionnaire. 
Research was also carried out on best practice in other organizations in Ireland 
as well as organizations similar to Barnardos in Ireland and elsewhere?. In addition 

staff members had the opportunity to discuss issues relating to the development 
of Family Friendly Work Policies at focus group meetings throughout the region.? 

Issues for staff which are relevant to the introduction of Family Friendly Work 
Policies include: 

e Providing care for children and dependants 
Commuting 

Furthering education/career prospects 

Finding time for personal life 
Stress 

  

' Terms of reference for the study were agreed at the Family Friendly Working Group meeting in 

Barnardos Southern Region on 31* July 2001 
2 This focus of the literature review was agreed on 31° July 2001 
3 Waterford - 3 October, Carlow — 9" October, Mahon — 8" October, Cork 12" October



  

  

It is hoped that work done in the Southern Region will inform the introduction of 
Family Friendly Work Policies for the whole organization. 

The Business Argument 

IBEC Research and Information Services in their recently published Family 
Friendly/Work Life Balance Guidelines list the following as some of the main 
reasons why Family Friendly Policies can be of benefit to employers: 

Reduced casual sickness absences 

e Improved retention 

e Improved recruitment 

e Improved productivity 

e Improved morale, motivation and commitment 

e Allows balancing of employer and employee needs 

e Potential cost savings 

e Attracting experienced workers back into the workforce 

e Reduced stress 

e Enhanced corporate image 

The costs associated with the introduction of family friendly/work life balance 
policies can be outweighed by the cost of losing a valuable employee not only 
in terms of lost skills and company knowledge but also in recruitment costs. 

Fisher recommends that employers: 
e Ensure that employees are informed about their statutory entitlements. 
e Ensure that employees who avail of Family Friendly Work Arrangements are 

not disadvantaged or treated less favourably in relation to their terms and 
conditions, allocation of work and access to training and promotion. 

e Provide appropriate training and support to ensure that Family Friendly work 
arrangements are operated in a constructive manner. 

  

4 Fisher, Hugh (2000) Investing in People: Family Friendly Work Arrangemenis in Small and Medium 
Sized Enterprises This work was commissioned by the Equality Authority and funded by the Dept. of 
Justice, Equality and Law Reform from fhe European Social Fund Equal Opportunities Childcare 
Programme with support from IBEC, Small Firms Association, ISME and ICTU and individual experts.



    

Situation In lreland Generally 

According to the most recent research in Ireland, on Family Friendly Work 

Arrangements (FFWAs) in small and medium-size organisations, carried out by 

Hugh Fishers the most commonly provided FFWAs were: 

e Emergency Special Leave 

e Part-time Working 

e Flexible Hours and Flexitime 

Other arrangemenis provided were: 
e Working from home 

Job Sharing 
Flexitime 

Term-time Working 

Career Breaks 

Fisher's survey shows also that in the majority of organisations FFWAs were based 

on informal policies or a combination of formal and informal policies. Very few 

employers in the small and medium-sized organisation sector had either 

established formal policies or had carried out a formal evaluation of their 

operation. 

IBEC believes that Family Friendly policies, if designed and managed correctly, 

can contribute to the needs of the organisation as well as meeting the needs of 

employees.” 

Some large organisations, cited on the Family Friendly Website® 

www.familyfriendly.ie as case studies, have well-developed Family Friendly 

Initiatives and Work/Life Balance Initiatives in place. These include Eircom, ESB 

and Trinity College all of whom provide a wide range of options to their 

employees.’ Eircom’s predecessor Telecom Eireann had a long history of having 

Family Friendly Policies and Eircom’s work/life balance strategy is currently being 

developed in partnership with the trade unions. Eircom list many resources they 

are working on which, when complete, should prove very useful. 

  

5 Fisher, Hugh (2000) Investing in People: Family Friendly Work Arrangements in Small and Medium 

Sized Enterprises This work was commissioned by the Equality Authority and funded by the Dept. of 

Justice, Equality and Law Reform from the European Social Fund Equal Opportunities Childcare 

Programme with support from IBEC, Small Firms Association, ISME and ICTU and individual experts. 

6 See Appendix B for Table and Chart, taken from Fisher's report, of Types of FFWAs in place. 

7 See www.familyfriendly.ie 

8 This website is a resource provided by The National Framework Committee for the Development 

of Family Friendly Policies in association with IBEC, ICTU and the Equality Authority for organisations 

wishing to develop and implement their own policies. 
9 See Appendix C for details of what each organisation provides.



  

IBEC Research and Information Services'° have recently (28/9/01) published 
Guidelines" to assist managers “to find ways of developing approaches that 
reflect the reality of the workplace”. These guidelines provide detailed 
information on : 

e The main reasons why Family Friendly Policies can be of benefit to employers. 

e How to assess the cost of replacing a valuable employee. 

e Flexible Hours Arrangements: 
i) Part-time Working 

ii) Job Sharing 
iii) Flexitime 
iv) Personalised/Flexible Hours System 

V) Compressed Working Week 
vi} Term-time Working 
vii) Annual Hours System 

Flexible Location 

i) E-working 

e Flexible Leave Arrangements 
i} Career Breaks/Sabbaticals 
ii) Bereavement Leave 
iit) Marriage Leave 
iv) Paternity Leave 

Vv) Enhanced Maternity Leave 
vi) Exam and Study Leave 

vii) Emergency Leave 

e Other forms of Family Friendly Working Arrangements 

i) Information and Referral Services 

ii) Childcare and Eldercare Arrangements 
iil) Employee Assistance Programmes 

e Answers to Frequently Asked Questions from Employers 

  

10 Supported by funding from NDP - through the National Framework Committee for the 
Development of Family Friendly Policies - a copy of the National Framework is on 
www.ictu.ie/himl/prospfrm] .Atm 

" These guidelines are available in pdf on IBEC’s website at www.ibec.ije



aod 

    

Situation In Organisations Similar To Barnardos in Ireland and UK 

Not-for-profit organisations similar to Barnardos, from whom information was 
sought (among a long list of others, who made no reference to Family Friendly 
Type Arrangements, in the information provided on their websites) included: 

Cope 

Save The Children, 
Barnardos UK 

NSPCC 

* Cope is a large organisation with a staff of 620. They have a Job Sharing 

Policy which was agreed with the Union and which they say has been very 
successful. Cope are currently surveying staff and so far the demand seems 
to be mainly for Flexitime and Reduced Working Hours (80 hours instead of 
39) .12 

e Save the Children refer to employees possibly needing to be flexible to suit 
the needs of the organisation but no reference to the organisation being 
flexible to suit the needs of their employees. They do, however, offer some 

jobs on a part-time basis and “a few Job Shares’, 

e Barnardos UK under the heading ‘Benefits of Working for Barnardos'’ list 

Maternity/Paternity Leave and Barnardos Employee Support Programme as 

benefits!4. 

e The NSPCC has a wide range of formal Family Friendly Policies in place's. The 
NSPCC has very kindly shared very detailed information on all of the following 
policies with us:1¢ 

Time Off for Dependants 

Paternity Leave 

Part-time Working 
Parental Leave 

Maternity Leave 

Job Sharing 
Carers Leave 

Adoption Leave 

  

12 Sean Abbott, Cope 
'3 See www.savethechildren.org.uk 
14 See www.barardos.org.uk 

15 See Www.nsocc.org.uk 
16 NSPCC Research indicates that children would like their parents to be less stressed and tired at 
home and would like them to ‘leave work at work' and spend more time with them. Three quarters 
of parents think that the ‘long hours culture’ adversely affects their relationship with their children. 
One in five children suffers from a stress-related health problem as a result of Britain's ‘long hours 
culture’. Boys whose fathers are more involved in their lives are more self-confident and less likely to 
take drugs, and are less likely to feel depressed and alienated.



ee     

Statutory Framework 

Employment Law in Ireland has seen many changes in the last decade. The 
following is a brief summary of the legislation now in place to protect 
employees!” which is relevant to the introduction of Family Friendly Work 

Arrangements: 

The Maternity Protection Act 1994 provides for the protection of pregnant 

workers and workers who have recently given birth or who are breastfeeding. 

The Health, Safety and Welfare at Work (Pregnant Employees) Regulations 

1994 provide that it is the duty of every employer to carry out a risk 
assessment on the health and safety of employees who are pregnant or 
breastfeeding. 

The Adoptive Leave Act 1995 entitles an employed adopting mother (or sole 
male adopter} to a period of 10 weeks adoptive leave. 

The Organisation of Working Time Act 1997 imposes a maximum 48 hour 

working week with an averaging period of 4 months. The Act also imposes 
provisions in relation to weekly and daily rest periods, Sunday Working and 

night working. 

The Parental Leave Act 1998 entitles parents of children (born after 3 June 
1996 —or adopted after this time) to leave of up to 14 weeks. 
This Act also provides for entitlement to time off work on grounds of urgent 

family reasons such as sickness or accidents. 

The Carer’s Leave Act 2001 provides for up to 65 weeks of leave for workers 
who have a caring role in respect of ill or disabled children, partners or 

parents. 

The Protection of Employees (Part-Time Work) Bill 2000 when enacted will 

replace the Worker Protection (Regular Part-Time Employees) Act 1991. This 

provides for the removal of discrimination against part-time workers where 
such exists. 

  

V7 Sources: 
International Centre for Commercial Law in association with Matheson Ormsby Prentice Solicitors 
Employment Law in Ireland 1999 
ICTU website www.ictu.ie 

Department of Enterprise and Employment website www. irgov.ie/entemp 
For more detailed information on the legislation see Appendix A.



  

Labour Market Analysis'8 

The Irish labour market is currently in uncharted territory with virtually full 

employment and net immigration of about 20,000 people per annum. 

Employment growth accelerated significantly in the late 1990's and 

averaged almost 5% per annum. However it will be constrained in the 

medium term by labour supply and an annual growth rate of 2% is 

predicted for the next five years. 

In the non-market services sector the percentage growth rate is expected 

to be even greater - averaging at 3.1% per annum up to 2005. 

Unemployment is predicted to continue its downward trend until 2002 

when if will reach a trough of 3.6% (65,000). After this, for a number of 

reasons, the economy will perform below its potential and unemployment 

will increase to 5.8% by 2005. The slowdown should be short-lived and 

unemployment should resume ifs down ward trend and return to full 

employment level by 2010. 

It is clear from this information with continuing growth and restricted 

labour supply that there will be a need for Barnardos to continue to 

perform competitively in the labour market. In this context having formal 

Family Friendly/Flexible Working policies in place will be an advantage. 

  

18This information is taken from the ESRI Medium Term Review 2001 to 2007 published on 

28th September 2001. See www.esii.ie. 

10



    

Analysis Of Questionnaire Responses 

Questionnaires were distributed to 44 members of staff - 31 responded 

(over 67%). 

One of the most significant findings from the questionnaire analysis is 

that 42% of staff who responded answered ‘Yes’ to the question “Have 

you ever seriously considered giving up work because of your family 

commitments?” 

39% of those who responded use childcare currently and of these 69% 

are happy with their childcare arrangements while 31% are not. The 

changes to their present work arrangements that respondents would 

like to see made, include: 

A change which would make school holiday time easier to organise. 

Flexibility to drop children to school. 
Part-time/Flexitime 

The childcare services that respondents use are all either close to 

home (54%) or close to both home and work (46%). This makes it more 

likely that staff may avail of an option to work from home. 

The majority of respondents who use childcare, use either care by a 

relative (35%) or care by a childminder (41%). 

Caring responsibility for an elderly and/or disabled relative is an issue 

for 19% of those who responded. 

26% of respondents need to leave work during the day to fulfill caring 

responsibilities. 

40% of respondents missed 1-3 days in the past year due to family/care 

difficulties. 

A huge proportion (93%) of those who responded are interested in 

pursuing Education/Training other than that which is included as part 

of their work. Suggestions of changes to present work arrangements 

which would facilitate them, include: 

Job Share Flexiplace 

Flexitime Study Leave 

Part-time Work Work Sponsored Creche 

Incorporate study into work Secondment 

11



  

Exam Leave Annualised Hours 

e Initiatives which are already in place and which have been helpful 

include: 

Flexibility to finish early one day/week Working from Home 

we Sharing work schedule Manager's Flexible Approach 

Flexible hours Flexitime (lunch/start/finish) 

Personalised hours Working Part-time   
e The Family Friendly Policies which respondents would like to see 

| included as options for Barnardos staff - ranked in order of preference - 

~ are: 

1. Flexitime (The option of Annualised Hours is included in this 

category”) 

Part-time Work (This category includes Personalised Hours*) 

Job Share 

Flexiplace (Includes Working from Home”*] 

Workshare 
Term-time Working o

a
r
k
w
h
d
 

“These options were suggested by respondents as additional options. 

Added to these options there were suggestions of Career Breaks and 

Furthering Career Prospects. 

12



  

Family Friendly Focus Group Discussions 

Present: 

Waterford - Sinead, Susan, Zoe and Catherine 

Mahon - Claire, Alice, Peggy, Orlaith, Mary, Jenna 

Carlow — Maura, Sarah, Mary and Marian 

Cork — Patricia, Grainne, William, Caroline and Marie. 

1. 

e
e
e
e
e
e
?
e
e
?
e
e
e
e
 

@
 
@
 

What are the particular issues that create difficulties in reconciling work 

and home life? 

Training - where courses are held/ overnights away from home/ short 

notice/ extra tine needed /can you opt out. 

Use of lunch break to fulfill caring responsibilities meaning loss of rest 

time/Length of Lunch break/Missing lunch through pressure of work 

Care for elderly and/or disabled relatives, friends or neighbours. 

Financial considerations. 
Staffing issues/Pressure of work. 

Childcare 

Travel Time/Distance between home and work/Travel Siress 

Reconciling working hours with spouse/partner’s working hours 

Work/life boundary blurred 

Balancing demands of work with personal needs 

Stress 
Lack of affordable/available/accessible childcare. 

Half-term breaks difficult to agree holidays as several staff looking to have 

same week off. 
Length of time spent at work 
Difficulty taking time off in lieu 
Covering for colleagues if short-staffed 

Guilt about taking time off/putting extra pressure on others 

Unpredictability of life with children, e.g. delays, child sick 

Do you have any ideas about solutions? Give details. 

Parental Leave. 
Job Sharing. 

Term-time working/Use money saved from term-time workers’ salary to 

pay sessional workers. 

Availability of information re. financial position, in advance of making a 

choice. 
Detailed information about the long term contractual implications of 

accepting any option e.g. job share. 

Support at organisational level to allow staff to give enough attention to 

their personal needs. 
Limit the length of time for which one can job-share. (Suggested limit - 3 

years). 

13
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Flexibility re. leaving work during working hours to do things other than 
childcare. 
Use time-off-in-lieu for needs that arise during working hours. 
Arrange meetings at times that give consideration to travel time for those 
attending from long distances. 
Definite time for lunch-break and at least 1 hour 
Use of level of sick-leave as an indicator of stress levels 
Family Days for staff and their families e.g. Christmas Party for children of 

Barnardos staff 
Information Resource for staff e.g. re. childcare services 
Employee Assistance Programme/Counselling Service for staff 

External Supervision built-in to service 

some type of initiative by Barnardos in association with a financial 

organisation which facilitates easy borrowing by staff to meet family 
education needs 
Barnardos could liaise with a childcare agency to block book childcare 
for staff maybe at reduced rate. 

Network of staff exchanging information about childcare options, reviews 
of facilities. 
Flexitime to be implemented, to give everyone more control over their 
working hours in the week. Fixed hours on 1 day/week 
Compressed working week to reduce travel costs/childcare costs 

Work extended hours in winter, to take extended summer break 
Option to reduce hours worked 
Consideration for staff from organisation when planning 
Choice of dates for training 
Information on what options are available (including statutory 
entitlements such as Carer’s Leave} 
Option for payment of salaries weekly instead of monthly. 
Trial period before committing to an option 
Career breaks — take 1 or more years off, with a guarantee of a job at the 

end of that time, preferably same job or at least same money/status. 
Leave of absence after maternity leave — half pay decreasing month by 

month? 

Do you have experience or can you give examples of helpful practices? 

Commitment to service — relationships between staff members 
Work at home (helpful for some not for others). 
Flexibility and understanding by manager about personal issues. 
Reducing number of days worked per week by one 
Flexibility re. Lunch Break/Use of Time-Off-In-Lieu 

Flexibility in doing Part-time hours 

‘Counting Hours Culture’ not an issue 
Having a small team aids discussion about issues 

Contracting facilitators during summer 
Understanding that flexibility is there for children's needs 
Just knowing that options are available is a relief in itself - “less trapped” 

Less time for lunch and home earlier. 

14



    

Flexibility here extremely helpful/ nice to know that there is understanding/ 

can try to coordinate time off/ give and take. 

Teamwork/communication/relationships/ balancing out hours worked 

and hours off when possible. 

Can you foresee any particular difficulties in relation to the 

implementation of Family Friendly Policies here? 

Staft cover if working with families when other staff have left i.e. if you are 

working later than 5pm or they have left earlier than 5pm/weekend work 

Difficulty reconciling change of hours with needs of service. 

Recruitment of staff to replace those on ‘term-time working’ would take 

up extra resources. 

Work at home not much advantage unless time taken to travel to work is 

relatively long - also blurring of boundary between home and work. 

The nature of the work sometimes means that it cannot be put aside on 

time and it is often difficult to find time to take time-off-in-lieu. 

Pressure of work means that having extra time off just adds to the pressure 

on return to work/more pressure in small team. 

Effects on colleagues working full-time if relief is not provided for those 

working reduced hours — problem providing relief staff unless sufficient 

hours available to offer to an appropriately qualified person. 

Quota of part-time or job-share positions per feam would be unfair on 

new staff members who may never get the opportunity to avail of the 

option once they are already taken up. 

Client family crises/ Maintaining relationships with client families. 

Security of sensitive information if working at home. 

Maintaining adequate cover/Recruitment of relief staff. 

Reception cover is already sometimes difficult, if flexitime is implemented, 

could be very difficult to ensure constant cover. Would need good 

communications between relevant staff, and a reliable system. 

15



      

The following family friendly work arrangements are suggested for consideration 

by Barnardos as options to be made available to staff. 

Flexible Contracts 

Options Related to Hours of Work 
  

PERSONALISED/FLEXIBLE HOURS — Employees agree a combination of hours 

with their supervisor which suit their needs. These are usually permanent 

arrangements though some schemes have an option to revert to full-time 

working. 

Advantages: 

Disadvantages: 

Improved time-keeping 
Employees can ease travelling problems 

Employees can deal with personal issues outside of work 

time 

Communication difficulties 

Getting adequate cover 

COMPRESSED WORKING WEEK - Full-time employee works longer days in 

exchange for a day off each week or a day off a fortnight. 

Advantages: 

Disadvantages: 

Employer can increase operating time 

Little or no cost increase 

Gives employees more control over their work schedule 

Reduces travel time and expenses for employees 

No loss of pay to employees 

Providing cover 
Possible loss of productivity 

May affect work schedules of other staff 

Fatigue 

TERM-TIME WORKING - Enables leave of absence of 4 to 12 weeks during 

summer months given in addition to normal annual leave. 

Advantages: 

Disadvantages: 

Employees have more time with their children 

Reduced childcare costs 

Retention of skilled workers 

Providing cover for summer months 

Additional recruitment costs (may be offset by finding 

suitable candidates for future vacancies) 

Loss of productivity 

May affect work schedules of other staff (esp. supervisory) 

16



  

    

ANNUALISED HOURS - Specifies the number of hours to be worked in a year 

rather than in a week and rostering hours according to the needs of the 

business. 

Advantages: 

Disadvantages: 

Greater adaptability to business needs 

Extended operating hours 
Reduced absenteeism 
Improved motivation 

Difficult to introduce 
Unpredictability of service demand 

JOB SHARING ~ involves dividing one former full-time position while retaining 

all the rights and privileges attached to the full-time position. Jobs can be 

divided by alternating weeks, by morning and afternoon or by two and a half 

days per week. 

Advantages: 

Disadvantages: 

Improved productivity 

Reduced staff turnover/absenteeism 

Greater creativity 
Wider range of skills 
Retention of experienced staff 

Administration costs 

Communication 

Increased supervision requirements 

Division of responsibility 
Delays 

Flexible Working (Informal Arrangements) 

Options related to Location of Work 

WORKING FROM HOME (E — WORKING) Direct employees of a company 

working all or part of their working week from home or workers who share 

office and desk facilities because they spend substantial proportions of their 

time outside the office — using ICT. 

Advantages: 

Disadvantages: 

Cost savings 

Flexibility in hours worked 

Employer can consider recruiting staff with mobility problems 

or from any geographical area 

Expansion of the working day without expanding facility 

costs 

Managing a scattered workforce 

Losing sight of and on-the-spot conirol of staff 

Cost of equipment for home use 

17



  

Options related to Hours of Work 

FLEXITIME — Employees may vary the time worked on any particular day or 

week as long as specified core hours are worked (usually 10am-4pm) with a 

limit on the number of debit or credit hours that may be carried over. Can 

also have a flexible lunch period of up to 2 hours. Credit hours can be taken 

as a day's holiday (limit 1 per month). 

Advantages: Improved time-keeping 
Reduced absenteeism 
Extra days leave may be earned 
Eases fravel problems 
Time for personal issues outside of work time 

Disadvantages: Monitoring staff cover levels difficult 

Communication 
Maintaining adequate cover 

Suggested Barnardos Initiatives (over and above Statutory Entitlements) 

Enhanced Maternity/Adoptive Leave — Paid or unpaid additional leave. 

Career Breaks/Sabbaticals -Between 1 and 5 years. Contract of employment 

is suspended and service is regarded as continuous for benefits though not 

reckonable. Employee can usually return to an equivalent salary and status 

position. 
Bereavement Leave — Paid time off for leave given on the death of a family 

member. 

Marriage Leave - Paid time off on the occasion in addition to annual leave. 

Paternity Leave — Paid leave given to a father on the birth of his child, 

Exam And Study Leave - Paid or unpaid leave. 

Information And Referral Service — Provision of information to employees on 

the location and quality of childcare or eldercare facilities. Information 

relating to issues such as family health. Useful websites etc. 

Employee Assistance Programme (Eap) - The scope of EAPs covers a wide 

range of issues. Participation is voluntary. 

NOTES 
More detailed information on all of the above options is available from: 

Fisher, Hugh (2000) Investing in People: Family Friendly Work Arrangements in 

Small and Medium Sized Enterprises This work was commissioned by the 

Equality Authority and funded by the Dept. of Justice, Equality and Law 

Reform from the European Social Fund Equal Opportunities Childcare 

Programme with support from IBEC, Small Firms Association, ISME and ICTU 

and individual experis. 
www.familyfriendly.ie 

IBEC Family Friendly/Work Life Balance Guidelines 

18



  

Notes from Family Friendly Workplace Seminar hosted by The National 

Framework Committee for the Develooment of Family Friendly Policies 

NSPCC Policy Documents 

19



  

Recommendations 

After considering the body of the report, the working group met on 16th 

October 2001, and agreed the following recommendations: 

Information to be given to all staff concerning their statutory 
entitlements, as well as Barnardos Policies already in existence. 

To consider changing the title Family-Friendly Working to Work-Life 

Balance or Flexible Working Arrangements 
To consider the introduction of specific policies for the following 

flexible working arrangements, taking into account the comments 

arising in focus group discussions: 

Flexitime 

Jobshare 

Working from home 

Reduced working hours 

Term time working 

Information on childcare a
a
 
r
W
N
 

> 

Other Related Issues 

Career Breaks/study leave 

Employee Assistance Programme 

See below for detailed comments on all the above options. 

Flexitime 

The group felt that this option could be made available to all staff. A 
detailed policy for how flexitime would be monitored, and what degree 

of flexibility is available would need to be drawn up at a national level. 
Issues to take into consideration would be core hours, and 

start/finish/lunch time ranges as well as coverage of core functions, e.g. 
Reception, Family Support. 

JobShare 

It was pointed out that this policy does already exist within Barnardos, but 
the majority of staff are not aware of if. There needs to be a clear 

distinction in the policy description between Reduced Working Hours and 

JobShare and the criteria for choosing between them in each case. 

Working From Home (Flexiplace/e-working) 

This was felt to be suifable in cases where the work to be undertaken is 

quantifiable and easily monitored. The group felt that this would be a 
part-time option for the majority of staff, and would be used mostly for 

20



      

report-writing and other administrative duties. There are health and safety 

implications to this option. 

Voluntary Reduced Working Hours 

This option is already widespread within Barnardos, where staff negotiate 

with their line manager part-time hours to suit their needs. This needs to be 

formalised in a written policy, and made available to all staff. 

Term-time working 

lf this option were to be implemented there would need to be a limit on 

the number of people per project/office who could take it up at one 

time. This might be based on seniority. There were concerns at the focus 

group discussions that relationships with families might be affected with 

this option, but also a recognition that summer work is of a different 

nature, and thatoften additional staff are recruited to cover this period. 

Information on childcare 
A Parents’ Information Pack was an example of something the NCRC 

could provide to support Bamardos staff who become parenis. This could 

include information on childcare services as well as child development. 

Other Related Issues: 

Career Breaks/Study Leave 

A significant number of staff expressed an interest in pursuing 

training/education other than that included in their work. There was a 

great deal of interest in career breaks and/or study leave for pursuing this 

kind of training/education. It was pointed out that Career Breaks have 

been made available to some staff. The Working Group felt that although 

this is not, strictly speaking, a family-friendly issue, it is a work-life balance 

issue and it could be dealt with at the same time. 

Employee Assistance Programme 

Barnardos UK already have an EAP in place and if was agreed that some 

research into this type of programme should be done. The need for 

support for staff was highlighted in the focus group discussions (who cares 

for the carers). 
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Appendix A Statutory Framework 

The Organisation of Working Time Act, 1997 implemented the EU Working Time 
Directive into Irish law. As from April 1999 all full-time employees are entitled to 20 
days paid annual leave. The Act also contains a list of nine public holidays for 

which an employee is entitled (in addition to annual leave) to receive a paid 
day of leave. The Act also imposes an average maximum 48-hour working week. 
The normal averaging period is four months, but this can be extended up to 12 

months by collective agreement in certain circumstances. The Act also imposes 

provisions in relation to weekly, and daily, rest periods, Sunday working and night 

working. 

The Maternity Protection Act, 1994 provides for the protection of pregnant 
workers and workers who have recently given birth or are breastfeeding. The Act 

covers all employees, irrespective of length of service. Under the Act an 
employee is entitled to maternity leave of 14 consecutive weeks. There is no 

obligation on the employer to pay an employee when she is on maternity leave. 
She is, however, entitled to state social welfare payments at the rate of 70% of 
her estimated earnings subject to a ceiling of IRE162.80. To gain this entitlement 
she must have paid 26 weeks PRSI (Pay Related Social Insurance) contributions in 

the 12 months immediately preceding the maternity leave. Time off for pre/post 
natal is also provided for in the Act. 

The Act also contains employment protection provisions for pregnant workers. 
Notice of termination of employment (from employer or employee) given during 
maternity leave, which would take effect during or after the end of maternity 
leave, is void, and the employee will remain in employment. Also the Health, 
Safety and Welfare at Work(Pregnant Employees) Regulations 1994 provide that it 
is the duty of every employer to carry out a risk assessment on the health and 

safety of employees who are pregnant or breastfeeding. This risk assessment 
examines any activity at the employer's place of work which is likely to involve a 
risk to pregnant or breastfeeding employees due to exposure to an agent, 
process or other working conditions. If a risk is identified the employer may be 
required to make some adjustment to the working conditions, or allow the 

employee to take health and safety leave. This leave covers the whole of the 
employee's pregnancy, including the period of leave after birth and continues 
through the period necessary for breastfeeding. The employer must pay the 
employee for the first 21 days of this leave and she will be entitled to social 
welfare paymenis in respect of the balance. 

The Adoptive Leave Act, 1995 entitles an employed adopting mother (or sole 
male adopter) to a period of 10 weeks adoptive leave commencing on the day 
of placement of the child. This entitlement is subject to the adopting mother (or 

sole male adopier) giving notice to the employer of not less than four weeks of 
the date of placement. Also, the employed adopting mother (or sole male 
adopter) is entitled to further leave of a maximum period of four consecutive 

weeks. Once again the employee must give notice to their employer of this 
additional leave. The Act provides that the employee will receive social welfare 
payments during the ten-week period of leave, but not during the additional 
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four-week period. As with maternity leave, the provisions relating to the right to 

return to the same job, or one that is a suitable alternative, apply. 

The Parental Leave Act 1998 implements the 1996 EU Parental Leave Directive 

into Irish law. Parents of children born on or after 3 June 1996, or adopted on or 

after that date, are entitled to parental leave of up to 14 weeks, until the child 

reaches five years of age. There is no obligation on the employer to pay the 

employee during this period. The Act also makes provision for entitlement to time 

off work on grounds of urgent family reasons such as sickness or accidents. 

The Carer’s Leave Act 2001 gives recognition to the fact that workers have a 

caring role in respect of ill or disabled children, partners or their own parents. The 

purpose of the Act is to provide full-time care to a person who is medically 

certified as being in need of full-time care and attention. Leave is approved by a 

Deciding Officer of the Department of Social, Community and Family Affairs. The 

leave period is a maximum of 65 weeks. The 65 weeks may be taken as a 

continuous period or in separate unit periods which total 65 weeks. Employment 

Rights are protected and carer's leave is treated as if the employee had not 

been absent. All employment rights are unaffected during the leave with the 

exception of the right to remuneration, certain annual leave, certain public 

holidays, superannuation contributions and benefits. Continuity of service is 

preserved and a worker is entitled to return to the same work, or, if this is not 

reasonably practicable, suitable alternative work on terms and conditions no less 

favorable than those applicable to his/her previous employment. The first 13 

weeks of carers leave are reckonable for annual leave and public holidays. 

Sources: 

International Centre for Commercial Law in association with Matheson Ormsby 

Prentice Solicitors Employment Law in Ireland 1999 
ICTU website www.ictu.ie 

Department of Enterprise and Employment website www. irlgov.ie/entemp 

NOTES 

The Working Time Act contains a list of public holidays on which the employee is 

entitled (in addition to annual leave) to a paid day of leave. They are as follows: 

j. Christmas Day, if falling on a weekday, 

ii. St. Stephen's Day, if falling on a weekday; 

iii. The first day of January; 

iv. St Patrick's Day, if falling on a weekday; 

v. Easter Monday: 

vi. The first Monday in May; 

vii. The first Monday in June; 

vii. The first Monday in August; 
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ix. The last Monday in October. 

Rest Periods and Working Time 
Part Il of the Act deals with minimum rest periods and other matters relating to 
working time. This part of the Act came into force on 1 March 1998. These 

provisions can be broadly divided into the following categories: 

I. 

tit. 

Daily Rest Period 
Employees must be allowed a rest period of at least eleven consecutive 
hours in each twenty-four hour period during which they work. 

Rest and Intervals at Work 

Employees must be allowed a fifteen minute break after four and a half 

hours' continuous work and to a break of at least thirty minutes after six 
hours' work. If the fifteen minute break is not provided, then it may be 
included as part of the thirty minute break. One interpretation of this 
section is that, if the fifteen minute break is not taken after four and a half 
hours, then a break of at least forty-five minutes must be given after six 

hours’ work. 

Weekly Rest Periods 
An employee must, in each period of seven days, be allowed a rest 
period of at least twenty-four consecutive hours, which should be 

immediately preceded by the daily rest period of eleven hours. This 
provision is tempered somewhat, in that, if the employer is unable to 
provide a day off during a particular week, the requirement is satisfied if 

during the following week, two days off are granted. Once again, if the 
two days off are granted consecutively, they must be preceded by the 
daily rest period of eleven hours. If the two days are granted separately, 

each one must be preceded by the eleven-hour daily rest period. 

Of significance is the provision that, unless otherwise provided for in an 

employee's contract of employment, the weekly rest period must include 
a Sunday. If a day off is missed during one week therefore (such that wo 
days off must be granted the following week) one of those days must be 

a Sunday. 

Sunday Work 
An employee who is required to work on a Sunday must be compensated 

for having to do so, unless this has otherwise been taken into account in 

determining the employee's rate of pay. The Act allows for compensation 

to be made in the following ways: 
(a) the payment to the employee of a reasonable ‘allowance’; or 
(b) by increasing the employee's rate of pay, by such an amount as is 
reasonable; or 
(c) by allowing paid time off work; 
(a) by a combination of iwo or more of the above. 

Weekly Working Hours 
The basic provisions of the Act concerning weekly working hours provide 
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Vi. 

Vil. 

that an employer may not permit an employee to work, in each period of 

seven days, more than an average of forty-eight hours, calculated over a 

four month averaging period. This averaging period may be increased to 

six months, in certain cases, such as in activities where ihe employee's 

place of work and his or her place of residence are distant from one 

another, in the case of security and surveillance activities, and where 

there is a need for a continuity of service or production (for example 

hospitals, docks/airport, gas, water and electricity production), or where 

there is a foreseeable surge of activity, particularly in agriculture, tourism 

or postal services. 

Nightly Working Hours 

An employer cannot require a night worker to work more than eight hours 

night work in each period of twenty-four hours where that worker is what is 

described as a 'special category’ night worker. In any other case, an 

employer cannot require a night worker to work more than an average of 

eight hours per night, calculated over a iwo-month reference period. As 

in the case of weekly working hours, the reference period can be 

extended by way of a collective agreement approved by the Labour 

Court. 

The expression ‘night time’ is defined by the Act as the period between 

midnight and 7.00am, 'night worker’ is defined as an employee who 

normally works at least three hours during night time and at least 50% of 

his or her total working hours in that year during night time. ‘Special 

category night worker’ covers those workers whose work involves special 

hazards or heavy physical or mental strain, which would make it 

undesirable and unsafe for them to work more than a maximum of eight 

hours in any twenty-four hour period. 

Exemptions 

The daily and weekly rest requirements do not apply fo a person 

employed in shift work each time there is a change of shift. Likewise, the 

daily and weekly rest periods do not apply to someone working a split-shift 

pattern, whose work is spread out over the day. 

The Minister can, by regulation, exempt from the application of the daily 

and weekly rest requirements, breaks at work, and nightly working hours 

any of the following activities; 
(a) where the workers’ place of work and his home are distant from one 

another or where the workers’ different places of work are distant from 

one another; 
(b) security and surveillance activities requiring a permanent presence; 

(c) in case of activities involving the need for continuity of service and 

production, particularly hospitals, prisons, dock or airport workers, the 

media, postal and telecommunication services, ambulance and civil 

protection services, utility services, research and development activities 

and agriculture; 
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(dc) where there is a foreseeable surge of activity, particularly in 
agriculture, tourism and postal services. 

Maternity Protection Act, 1994 

Entitlement to the minimum period of maternity leave is subject to the employee 

giving in writing (or otherwise) notification to the employer of her intention to 
take maternity leave. This notification should be given no later than four weeks 
before the commencement of maternity leave, and should include a medical 

certificate confirming the pregnancy and specifying the expected week of 
confinement. 

Apart from the 14 weeks entitlement an employee is also entitled to additional 

‘unpaid maternity leave’. The employee is entitled to take an additional four 

weeks unpaid maternity leave immediately following the maternity leave period. 

Time Off for Pre/Post-Natal Care 
An employee is entitled to paid time off during ‘normal working time’ for pre- 

natal and post-natal medical checks. The right to time off for 'medical or related 
appointmenis' is subject to an employee giving written notification of the date 
and the time of the appointment to her employer at least iwo weeks 

beforehand. 

There is also provision for paid time off for post natal care during the period of 14 

weeks following the birth of the baby. This applies to employees who have 
returned to the workplace before the full statutory entitlement of maternity leave 
has expired. 

Employment Protection 
Notice of termination of employment (from employer or employee) given during 

maternity leave, which would take effect during leave or after ihe end of 

maternity leave is void, and the employee will remain in employment. 

The employer cannot deem maternity leave as sick leave. Also maternity leave is 
deemed to be continuous employment and estimated for the purposes of 
calculating annual leave. The employee will also retain full public holiday 

entitlements. 

Rest Periods and Working Time 
Part ll of the Act deals with minimum rest periods and other matters relating to 

working time. This part of the Act came into force on 1 March 1998. These 
provisions can be broadly divided into the following categories: 

Employment Protection 
Notice of termination of employment (from employer or employee) given during 

maternity leave, which would take effect during leave or after the end of 

maternity leave is void, and the employee will remain in employment. 

There is a general right for the employee to return to the same job that she had 

left before going on maternity leave. If an employer cannot give the employee 
back her old job, then the employer must provide suitable alternative work. The 

27



wail 

wid 

  

Act does not define ‘suitable alternative work' but does note that a new 

coniract of employment constitutes suitable alternative work if: 

i. the work is of a kind which is suitable in relation to the employee 

concerned; 

ii, the work is appropriate for the employee to do in the circumstances; and 

ii. the terms or conditions of the new contract are not less favourable for the 

employee than before she went on maternity leave. 

The Parental Leave Act 1998 implements into domestic Irish law the 1996 EU 
Parental Leave Directive. 

The Directive grants fo both men and women an entitlement of at least three 

monihs parental leave on the grounds of the birth or adoption of a child; said 

leave may be taken at any time up to the child reaching the age of eight years. 

The Directive granted similar employment protection to that afforded to women 

on maternity leave. The Directive also makes provision for entitlement to time off 
work on grounds of force majeure for urgent family reasons in cases of sickness or 
accident making the presence of the worker indispensable. 

Parents of children born on or after 3 June 1996, or adopted on or after that 

date, are entitled to parental leave of up to 14 weeks in respect of each child 

born or adopted, to be taken before the child reaches five years of age. There is 
no obligation on the employer to pay the employee during this period. 

Qualifying Period of Employment Required 

Generally an employee must have at least one year's continuous service with 
the employer before becoming entitled to take parental leave. However, where 

the child is approaching the age threshold of five and an employee has more 
than three months, but less than one year's service with the employer, he will be 

entitled to a pro-rata amount of parental leave. In such a case, the employee 
will be entitled to one week's leave for every month of continuous employment 
completed with the employer when the leave begins. 

Manner in which Parental Leave may be Taken 

Leave may be taken as a continuous block of fourteen weeks, or with 

agreement between the employee and the employer, broken up over a period 
of time. 

Notification 
An employee must give written notice to the employer of an intention fo take 
parental leave as soon as practicable, and in any event no later than six weeks 
before the employee proposes to commence the leave. This notice must include 
the following details: 

i. the date on which the leave is intended to commence leave; 

ii. duration of the leave; 

ii. | the manner in which the employee proposes to take the leave; and 
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iv. employee's signature. 

Postponement 

The employer has the right to postpone parental leave on one occasion if, in its 
opinion, the granting of leave would have a substantial adverse affect on the 

operation of the business. The postponement may be for a period not exceeding 

six months. 

Termination 

The employer also has the right to terminate the leave if it has reasonable 
grounds to believe that it is being used for a purpose other than taking care of 
the child concerned. The employee must be notified of the employer's intention 
to terminate the leave and invited to make representation, within seven days, as 
to why leave should not be terminated, which the employer will consider. In the 

event the employer decides to terminate the leave, the employee will be given 
notice in writing no less than seven days before the date of termination of the 
leave. 

Return to Work 

An employee is entitled to return to work at the end of a period of parental 

leave to his job on the same terms and conditions, or if not available, suitable 

alternative employment. 

Force Majeure 

An employee is entitled to leave when their immediate presence is required due 
to the injury or illness of certain close relatives such as the following: 

e achild or adoptive child; 

* ad spouse, or a person with whom the employee is living as husband or 

wife; 

e person to whom the employee is in locus parentis; 

e a brother or sister; 

e adparent or grandparent. 

This is subject to a maximum of three days in any 12 consecutive months, and 
five days in any three years. This leave is paid leave, and cannot be treated as 
part of any other leave to which the employee is entitled. 
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Appendix B (i) Types of FFWAs in place 

The vast majority of those who reported having FFWAs in place reported more 

than one type of arrangement. 

Table 10: 

Types of FEFWAs in place* 
  

  

FFWA Small Medium Organisations | All Organisations 

Organisations 

No. % Rank |No. % Rank No. % Rank 

  

  

  

  

Part-Time 

Work** 19 50% 1 16 49% 2.5 35 49% 

Job Sharing 10 26% § 6 18% 6 16 23% 

Flexitime** 6 16% 6 16 49% 2.5 22 31% 

Term-Time 

Working 2 15% 7 ] 3% 8.5 3 A% 8 

Personalised/ 
Flexible Hours |15 39% 3 5 15% 

Career Breaks | | 3% 8 7 3% 
Emergency / 
SpeciallLeave |16 42% 2 21 64% = 37 52% 1 

Teleworking/ 

Working from 

Home 11 29% 4 9 27% 864 20 28% 4.5 

Other 0 O% 90 1*** 3% 8.5 ] 1% 9 

a
O
o
n
d
 

20 28% 4.5 7 
§ 8 11% 7 

        
* Figures relate to the number of respondenis indicating that each type of 

arrangement is offered — the majority indicated that more than one was offered 

* It is interesting to note that a number of respondents (8) referred to ‘part- 

time/flexitime' arrangements as the one option 
tee ‘College’ 

30 

 



    

Appendix B (ii) Types of FFWAs in place 

Graph 10: 

Types of FFWAs in place 
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Part- Job Flexi: Term- Pers. Career Emer. Home- Other 
time Share time time Hours Break gency work 

As the table and chart show, overall the most common forms of FFWAs are 

emergency/special leave followed by part-time work and flexitime. 

Notwithstanding the fact that this research serves to highlight trends rather than 

to generalise to the population on the basis of the sample findings, it is interesting 
nonetheless to note the differences between small and medium-sized 
organisations. In small organisations, the most common forms of FFWAs are 

. part-time work, followed by 

. emergency/special leave and 

° personalised/flexible work hours. 

In medium-sized organisations the most common forms of FFWAs are 

° emergency/special leave, followed by 
* part-time work and 

. flexitime. 

Source: Fisher, Hugh (2000) Investing in People: Family Friendly Work 
Arrangements in Small and Medium Sized Enterprises 
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Appendix C Case Studies 

Eircom -Background and Rationale for Family Friendly working arrangements 

Family Friendly working arrangemenis in eircom are part of the "Diversity 2000 

Programme". This programme came about as a result of a staff survey which 

focussed on employees’ views, opinions and experiences in relation to equality 

and diversity within the company. eircom also conducted a work-life needs 

assessment, which involved focus groups of employees and interviews with senior 

management. This research was geographically spread and included a cross 

section of employees from different business units, and was carried out in 

conjunction with two groups of consultants with an expertise in this field. 

While traditionally the company's predecessor Telecom Eireann, had a history of 

having family-friendly policies, eircom has broadened the agenda to include 

work-life balance issues. The work-life balance strategy is currently being 

developed in partnership with the Trade Unions and includes: 

e Guides to Flexible Working. 

e ASelf-Assessment for prospective teleworkers. 

e Guides for teleworkers and their managers. 

e Research and Information on Carer's Roles (e.g. awareness on new 

entitlements and parent and eldercare guides) 

» A Work-Life Needs Assessment -exploring how employees manage their 

work and personal lives. 

e A Work -Life Balance Policy. 

e Diversity intranet web-site (which includes information on stress 

management, managers guide on flexible working, parent's page, carer's 

page}. 

e Parent Packs for new parents. 

Future Plans: 

* Exploring with other businesses, on partnership basis, the provision of 

creche facilities. 

e Exploring the benefits of a Help-line to assist employees 

Family Friendly Policies 
In addition eircom also has the following family-friendly policies in 

place: 

o Creche Facilities 

o Teleworking 
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o Career Breaks 

o Statutory Leave Entitlements 

o Flexible Working 

o Special Leave for Domestic Purposes 

o Education Support 

o Flexitime 

o Online Learning 

o Job Sharing 

o Employee Assistance Programme - which provides professional 

advice to employees experiencing difficulties in either their 

domestic or work life. 

ESB - Background and Rationale for Family Friendly Working Arrangements 

For the ESB, flexible working arrangements are an integral part of its Equal 

Opportunities Policy. It contends that flexibility in the workplace enables each 

individual to combine their working career with family life and other 

commitments and thus assist them in reaching their full potential as valued 

employees. 

As part of this policy, a Joint Equality Council (JEC) was constituted where 

representatives of both ESB Group of Unions and Management meet to assist 

with the development of such policies and advises on practices within the 

Company. 

-Family Friendly Work Practices 

The following family-friendly policies are in place: 

e Flexitime. 

e Additional Maternity Leave to statutory entitlement, five months without 

pay. ESB continues to pay both its own and the employee's 

superannuation contribution for the period of the additional maternity 

leave, thus ensuring no break in service occurs. 

e Adoptive Leave - as with maternity leave, up to six months additional 

unpaid leave is available immediately following the end of adoptive 

leave. In the case of foreign adoption some or all of additional adoptive 

leave can be taken before the day of placement. 

« Paternity Leave - three days paid leave can be taken up to two weeks 

after the birth of a child. 

e Domestic Leave - with and without pay at discretion of management. 
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« Work/Job Sharing. 

e Reduced Working Hours - This allows the employee to work a variety of 

hours which are agreed with manager. 

e Career Breaks - Obligatory for child minding but at the discretion of 

management in other circumstances. 

* Créche - was opened in the early '90's in Dublin and caters for over sixty- 

five children. 

* Education Support - in the form of study/exam/conferring leave, refund 

and advances of fees. 

e Learning Centres i.e. walk-in facilities that enable staff to do their own 

training. It is a room set aside for staff for self-instruction using the latest 

technology. The courses are available in five training areas - awareness, 

business, general, information and technical. 

~The Future 

We are constantly reviewing our policies in regards to flexible working 

arrangements and further amendments and innovations will be processed under 

the aegis of the Joint Equality Council. We see family friendly policies as a key 

component in attracting top class employees fo ESB. 

TRINITY COLLEGE DUBLIN -STAFF OFFICE 

e Background and Rationale 

Trinity College Dublin has approximately 1600 core staff with a further group of 

seasonal and temporary staff. It is a feature of the College that the workforce is 

made up of a wide variety of posts. For example, there are technicians, buildings 

maintenance staff, housekeeping and catering staff, secretarial, library and 

administrative staff, all working alongside the academic staff. These staff are a 

diverse group in age, ethnicity, experience and educational qualifications. The 

College environment needs such diversity to maintain the quality of service and 

innovative edge. 

Since Ireland has become a member of the European Union there has been a 

growing emphasis on equality in the workplace. As part of the College's wish to 

ensure genuine equality in the workplace it has developed many family friendly 

policies. It is important that College staff and other employers are aware of what 

is available in this regard. This is particularly important in the context of Ireland's 

economic prosperity and the problems this brings in the recruitment and 

retention of staff. 

In Ireland it is clear that the future will bring an increased requirement for flexible 

working arrangements. Trinity College has always recognised this and has been 

at the forefront of employers who provide family friendly arrangements. For 

example, the first on site workplace nursery in Ireland was opened in the College 
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in 1969. College has felt for some time that the various working arrangements 
should be highlighted for staff. 

The College has always been, and will continue to be, proactive in the 

development of new family friendly policies. Our most recent scheme to be 

developed is a pilot scheme for Teleworking, where staff can work from home on 

a set number of days per week. We also have an Employee Assistance 

Programme in operation for a number of years. 

e Family Friendly Working Arrangements 

The range of Family Friendly Initiatives and Work / Life Balance Initiatives 

developed by the College is quite broad and includes the following 
arrangemenis. 

e Flexible working arrangements 

o Job Sharing 

o Part time Working 

o Flexi-time 

o Term Time Working 

Pilot Teleworking Scheme oO 

Leave Arrangements 

o Force Majeure Leave 

o Parental Leave 

o Adoptive Leave 

o Maternity Leave 

o Compassionate Leave 

o College Holidays 

Breaks from Employment 

o Special Unpaid Leave for Career Breaks 

o Special Leave of Absences 

Health and Welfare 

o Sick Leave Scheme 

o Employee Assistance Programme 
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° 

° 

Occupational Health Clinic 

Student Health Service (Physiotherapy, Staff Clinic, Travel Health) 

Alcoholism Programme 

Health Insurance group schemes (VHI, Hospital Saturday Fund) 

e Schemes for Staff 

° 

° 

° 

oO 

Pension Scheme 

Fee Remission 

House Purchase Loan 

Day Nursery and Montessori School 

e Staff Development Courses 

° 

o 

°o 

° 

Career and Life Planning Development 

Managing Stress 

Time Management 

Interpersonal and Communication Skills 

Pension Seminars 

Retirement Courses 

First Aid 

e Other Initiatives and Policies 

oO 
Oo 

° 

° 

Trinity College Dublin Active Retirement Group 

Equal Opportunities Recruitment and policies 

Removal Expenses 

Anti-harassment policy 

e Take up of Arrangements 

There has been significant interest in the schemes outlined above, in particular, in 

staff career breaks. These primarily have been for travel and family reasons. 

Following recent legislation, a significant number of staff have applied for their 

entitlement to Parental Leave. Fee Remission for staff members has always been 

widely used. In recognising changing trends in staff's home and travel 

arrangements, it is anticipated that there will be a large group of staff willing to 

take up an opportunity to Telework in the future. Staff Development courses are 

evolving constantly and the take up for the courses has increased dramatically 

in recent years. 
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Appendix D Family Friendly Staff Needs Questionnaire 

The purpose of the following questionnaire is for the Family Friendly Working 
Subgroup to assess Staff Needs in order to facilitate the development of Family 

Friendly Work Policies within the South/South East Region. 

PLEASE NOTE: THIS QUESTIONNAIRE IS ANONYMOUS 

SECTION A. ABOUT YOU & WORK 

18-25 
26 — 30 
31-40 
41 - 50 
51-65 

1.Your Age: 

O
O
O
O
 

o
o
o
7
e
 

2. How long does it usually take you to get to work? 

a. Under 15 minutes 

b. 15-30 minutes 

c. 30-45 minutes 

d. 45mins.— Ihr. 

e. More than ihr. O
O
O
O
 

3. Have you ever seriously considered giving up work because of your family 
commitments/responsibilities? 

a. Yes [ ] 
b. No LC] 

SECTION B. CHILDCARE 

4, Do you currently use childcare? 

a. Yes | 

b. No [J 

If No — Skip to SECTION C. 

(i) If Yes - What times do you need childcare? 
7am — 9am 

3pm — 6pm 

7am-—éom 
9am — 69m 
Other O
O
O
 

oo
2o

07
9 

Please specify: 
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(ii) What type of care do you use? 
Relative 

Childminder in your home 

Childminder in their home 

Creche/Nursery 

Pre-School 

Before/After School Programme 
Full Day-care 

Other s
a
7
9
a
2
0
T
9
 

a
 

Please specify: 
  

(iii) Where applicable: Is the Childcare service that you use close to: 
a. Work | 
b. Home | 
c. Both | 
d. Neither C] 

(iv) Are you happy with your present Childcare arrangements? 
a. Yes [| 
b. No LC] 
If No- What change/s to your present work arrangements would 
allow you make a change for the better for you and/or your child/ren? 

  

  

SECTION C. OTHER FAMILY COMMITMENTS 

5. Do you have caring responsibilities for an elderly and/or a disabled relative? 
a. Yes C] 
b. No C] 
If Yes - How many hours a day does this require? 

6. Do you ever need to leave work for a short period during the day fo fulfill 
caring responsibilities e.g. pick a child up from school, provide assistance to an 
elderly relative? 

a. Yes [J 
b. No LJ 

7. Approximately how many days of work have you missed in the past year due 
to family/care difficulties? 
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None 

1-3 

3-6 

More than 6 a0
 

79
 

K
I
O
 

Please specify: 

SECTION D. TRAINING/DEVELOPMENT/CAREER PROSPECTS 

8. Are you interested in pursuing further Education/Training other than that which 
is included as part of your work? 

a. Yes CL] 
b. No [] 
If Yes - what changes in your present work arrangements 
would facilitate you to do so? 

  

  

IDENTIFYING POSSIBLE SOLUTIONS 

9. Has any initiative already been taken in your workplace on an informal or 
case-by-case basis which, in your opinion, has been helpful to you and/or a 
colleague? 

a. Yes [| 
b. No CJ 
lf Yes please give details 
  

  

10. Keeping in mind the nature of your work — which of the following Family 
Friendly Work Policies would you like to see included as options for Barnardos 
staff? Please mark 1 - 6 in order of preference 

Job-sharing 
Work-sharing 
Part-time work 

Flexitime 

Flexiplace/Teleworking 
Term-time Working “
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Please add suggestions if any 
  

  

Further information on Family Friendly Work Arrangements is attached. 

40



  
ad 

wad 

i
l
e
 

oad   

Please return completed Questionnaire in the enclosed stamped addressed 
envelope on or before Monday 1: October. 
Thank you for your help. 
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