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	WHITE HOUSE FORUM ENCOURAGES WORKPLACE FLEXIBILITY PRACTICES
On March 31, 2010, President Obama, First Lady Michelle Obama, and the White House Council on Women and Girls hosted the White House Forum on Workplace Flexibility (“White House Forum”). The White House Forum brought together business owners, employees, management and labor representatives, and White House officials to discuss how to meet business demands while addressing the needs of an increasingly diverse workforce. 
Michelle Obama opened the White House Forum by addressing employers, stating that “[f]lexible policies actually make employees more – not less – productive . . . instead of spending time worrying about what’s happening at home, your employees have the support and the peace of mind that they desperately need to concentrate on their work.”  President Obama echoed this comment in his closing remarks, adding that “this is not just a women’s issue,” but an issue that affects the well-being of our families, the success of our businesses, and the future of our nation’s economy.
Demonstrating commitment to workplace flexibility, the White House’s Office of Personnel and Management announced the establishment of a pilot program for federal employees based on a “results-only” work environment.  Employees in the pilot program will be given detailed instructions for their assignments and will work independently. Their performance will be measured based on their timely achievement of results on each assignment. 
Joan C. Williams, Director of the Center for Worklife Law and Distinguished Professor of Law at UC Hastings, attended the White House Forum, and described the invitation-only event: “It was a great honor to be invited, along with others who have spent years working on work-family issues. We were all impressed that both the President and Mrs. Obama attended—both clearly understand these issues at a personal level, and wanted to signal the importance of these issues to the American people.”      
Other Employer Resources on Workplace Flexibility
For detailed coverage of the White House Forum on Workplace Flexibility, visit: http://www.workplaceflexibility2010.org/index.php/whats_new/white_house_forum/.To view the full President’s Council of Economic Advisors report discussing the economics of workplace flexibility, visit: http://www.whitehouse.gov/files/documents/100331-cea-economics-workplace-flexibility.pdf.
Visit the Employer Section of our WorkLife Law website to view suggestions for employer best practices and flexible work arrangements, a model policy for avoiding discrimination lawsuits, available trainings and more: http://www.worklifelaw.org/ForEmployers.html. 
The Center for WorkLife Law also provides fee-based trainings for HR professionals, managers and supervisors, and company counsel. It also has training packages that can be purchased. For more information, please call Linda Marks, Director of Training and Consulting, at (415) 565-4640. 
 

Note to readers: The Center for WorkLife Law focuses on Family Responsibilities Discrimination (FRD). FRD is employment discrimination against workers based on their family caregiving responsibilities. FRD and Workplace Flexibility are separate issues, but we are featuring the White House Forum on Workplace Flexibility in this newsletter because it is helpful to employers who have employees with caregiving responsibilities.
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	HIGHLIGHTS FOR EMPLOYERS
Changes in the U.S. Workforce Increase the Need for Flexible Workplace Arrangements
The White House Forum recognized that the U.S. workplace has changed dramatically over the past half-century. Today, women represent nearly one-half of the U.S. labor force. In almost half of all U.S. households, all of the adults work outside the home. These changes have increased the need for quality childcare options.  In addition, many workers are taking on caregiving responsibilities for aging parents.  The changing work landscape has made it increasingly difficult for workers to manage job and family obligations.  More and more employees seek workplaces with flexible policies that match their changing needs.
Providing Workplace Flexibility: A Win/Win for Employers and Employees 
Adopting a flexible work policy can provide employers with a number of benefits.  Employers with flexible policies tend to experience fewer unscheduled absences and lower turnover, resulting in reduced labor costs.  Also, studies show that employees who have flexible work options experience greater job satisfaction, which leads to increased productivity and employee retention. All of these changes translate into better morale and increased profitability.
Suggestions for Implementing Workplace Flexibility Arrangements
· Offer Flexibility in Scheduling Work Hours.  An effective way to meet the needs of workers with outside obligations without reducing work hours is to provide alternative schedules.  Many employees want to work full-time, but have a hard time working a traditional schedule of Monday – Friday, 8 am to 5 pm.  Unless a position requires this traditional schedule, an employer can stagger shifts with different start or end times.  For example, an employee may be able to work an 8-hour day if she is able to start the workday after taking her kids to school, or to split the day into two 4-hour shifts with an extended lunch break. 

· Offer Flexibility in Work Locations.  In some industries, employees must be physically present at the worksite to perform their duties.  Many jobs, however, can be performed by telecommuting for part or all of a shift.  Telecommuting from home or a satellite office may allow employees to more easily meet their work and family obligations.  For example, an employee may leave work early to pick up children from school and then continue to work from home in the evening.   
· Offer Flexibility in Number of Hours Worked.  Flexible hours can translate into fewer hours per week or the ability to take time off when necessary.  Reducing hours, even on a temporary basis, can enable employees who are caregivers for family members to continue in their jobs.  Job-sharing can provide for full-time coverage in many positions.  A policy that allows workers to go from full-time to part-time -- and back again -- without losing their position or level in the company encourages long-term employee retention, and ultimately results in company savings in hiring and training costs. 

· Consider a Results-Only Work Environment.  Although a “results-only” work environment, which measures an employee’s contribution only in terms of actual output, may not be practical in every industry, it provides maximum flexibility for employers and employees. The employer is guaranteed an end product and the employee manages his or her own hours so long as the task is completed on time. The federal pilot program has adopted this approach. 

· Adopt a Written Policy.  If your company makes changes to achieve workplace flexibility, adopt a written policy. Make sure that employees are aware of their options, and encourage them to take advantage of these options to manage their work and home lives. For sample policies, see http://worklifelaw.org/EmployerModelPolicy.html 

 


 
