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Foreword

We all complain there is too much to do, though most of us thrive on being busy. The question
is when does the pace of life reach a point where it affects the quality of life and the quality of
our performance at work and at home?

Over the past seven years, CPRN’s Work Network has been documenting the dramatic changes
in the nature of work, and the role of the new technologies. At the same time, the Family
Network has documented the changing needs of families. Last year, we invited Linda Duxbury
and Chris Higgins to provide a systematic analysis of the trends in Work-Life Balance. They
were able to draw upon two large surveys of Canadian workers — one they did in the early 1990s,
and a second one undertaken for Health Canada in 2000, which is nearing completion. Health
Canada graciously consented to allow a portion of their data set to be used so that the ten-year
trends could be reported here. Their forthcoming reports will give Canadians an in-depth
analysis of the pervasive effects of the stress on working people.

Duxbury and Higgins have found that work-life conflict has gotten worse over the past decade.
Working parents and people providing care for other dependents are even more vulnerable to
work-family stress than they were in the early ‘90’s, but the problem is much larger. Increased
workloads and hours of work, and the way that technology allows us to take work home after
hours are imposing a heavy load on the Canadian work force, whether they are parents or not.

So work-life balance is not just a women's issue. It also affects men. It is not just a worker
issue, it affects employers because people are so over-stretched that they are not able to perform
at their best. Anditisnot just a“business’ issug, it isasignificant societal challenge because of
the spillover effects on personal heath and family life.

| want to thank the authors for their careful documentation of the maor trends in work-life
balance, and we all look forward to the more in-depth reports that are to follow. This analysis
will create the foundation for a serious re-think of what public policy and human resource policy
can do to the stressful conditions in which Canadians are working today.

Judith Maxwell
October 2001



Executive Summary

We all have a number of roles that we hold throughout life. Work-life conflict occurs when time
and energy demands imposed by our many roles become incompatible with one another;
participation in one role is made increasingly difficult by participation in another.

This paper examines the effects of three types of work-life conflict: role overload (having too
much to do), work to family interference, where work gets in the way of family, and family to
work interference, where family demands (such as a child or elder care) get in the way of work.

To what extent is work-life conflict a problem in Canada and what progress has been made in
this area?

Some claim that work-life conflict has become less of a problem and that organizations have
made progress in recent years. They in part attribute this shift to an aleged increase in corporate
awareness regarding the need to focus on recruitment and retention of workers, and a perceived
shift in employee attitudes towards work. It is claimed that these changes have provided an
incentive for companies to make increased use of flexible and more family-friendly workplaces
practices.

Others however argue that during the 1990s, an increasing number of employed Canadians
experienced work-life interference. Labour market changes during the 1990s have resulted in
increased job insecurity and increased work demands — all of which can be linked to heightened
work-life conflict. Technological changes also have blurred the boundary between work and
family.

This paper uses data from Duxbury and Higgin’s 1991 and 2001 work and family studies to
examine this and other related issues by asking: Has work life balance become more difficult for
Canadians over the decade? How does work-life balance affect quality of life and organizational
performance? What factors have the biggest impact on achieving balance? What can be done to
help employees balance the demands of work and family?

The findings presented in this paper can be assumed to be representative of the population of
employees working for medium and large public and private organizations across Canada.

The 1990s Was a Decade of Change, but Many Changes were for the “worse”

The 1990's were a decade of change. Work-life conflict has increased markedly (particularly
role overload), suggesting that a greater proportion of workers are experiencing greater
challenges in balancing their role of employee, parent, spouse, eldercare giver etc. Workers have
become more stressed, physical and mental health has declined, and so has satisfaction with life.
Employee’s attitudes towards their jobs and employers have also changed over the decade. On
the whole, jobs have become more stressful and less satisfying, and employees are less
committed to their employer and are more likely to be absent from work due to ill health.
Employees are also devoting a greater amount of time to work at the office, often extending their
work day by bringing work home.

All three aspects of work-life conflict — role overload, work to family and family to work
interference — have increased, and no demographic group appears to have been left unscathed.
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Role overload has shown the steepest increases. This finding is consistent with anecdotal and
media reports illustrating that Canadians are feeling increasingly pressed for time. We attribute
this increase to greater work demands, as opposed to the possibility that Canadians are spending
more time with their families. Indeed, in both 1991 and 2001, respondents were more likely to
meet work demands at the expense of their family than vice versa. Moreover, throughout the
decade, increasing numbers of Canadian employees have made work (as opposed to family) a
priority.

Parenthood Remains More Difficult for Women than Men

Despite increased awareness and attention to gender issues, motherhood continues to be more
stressful than fatherhood, and mothers continue to experience greater conflict between their work
and family than do fathers. In both samples, female respondents (regardless of whether they had
children) reported higher levels of stress and depression than male respondents, and mothers
reported higher levels of stress and depression than women without children. Parental status had
little effect on reported stress and depression levels among men.

Parenthood appears to have a different effect on the life satisfaction of mothers vis-a-vis fathers.
Whereas being a father appears to be linked to increased life satisfaction, for mothers the reverse
seems to be true — mothers appear to be less satisfied with their lives than women without
children. These differences were observed in both 1991 and 2001. Similar findings were aso
observed for depressed mood. In both 1991 and 2001, men and women were more likely to
agree that it was the mother, as opposed to the father, who had primary responsibility for
childcarein their family.

Despite labour market and social changes of the past decade, working mothers continue to
experience greater difficulty balancing work and family than do fathers. Mothers reported the
highest levels of role overload and family to work interference and motherhood appears to be
associated with increased stress and depression, something that was not found to be the case for
fathers. In fact fatherhood appears to be associated with lower levels of stress and depression,
suggesting that the role of working mothers is qualitatively different from that of working
fathers, and such differences have a negative effect of the former.

Work-life Conflict has a Negative Impact on Organizational Performance and on
Employees

The evidence suggests that high levels of role overload and work to family interference affect
organization’s recruitment and retention efforts, often affecting their “bottom line.” Respondents
experiencing high role overload and high work to family interference were significantly less
committed to their employer and tended to be less satisfied with their jobs. They also reported
much higher levels of job stress, were more frequently absent from work, made more use of
employee assistance programs, and more frequently gave serious consideration to quitting their
job. These employees were also less likely to rate their organization as an “above average place
to work.”

Our research aso indicates that employees who are overloaded and who put work ahead of

family often experience negative repercussions at home. They report greater negative spillover
from work to family, lower family satisfaction, and a greater tendency to miss family activities
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due to work demands. Moreover, lower fertility levels may be linked to high role overload and
high work to family interference as such employees are more likely to say they have had fewer
children, or have not started a family, because of work demands. Respondents reporting high
levels of work to family conflict were also found to spend significantly less time engaged in
activities commonly associated with positive parenting.

Employees with High Work-life Conflict Make More Use of Canada’s Health Care System

Employees who are overloaded, or whose work interferes with family (and vice versa), are more
likely to report feeling highly stressed, experience burn-out, express dissatisfaction with life, be
in poorer mental and / or physical heath, and more likely to forgo leisure to address work
demands.

Employees in 2001 who experienced high levels of the three forms of conflict tended to make
greater use of the health care system than those who reported low levels of conflict. For instance,
individuals who reported high levels of conflict more frequently visited a physician or reported a
hospital stay due to ill health. This suggests that the governments can help reduce health care
strain and costs by promoting policies that make it easier for employees to achieve better balance
between work and family.

Role Overload Increases When Role Demands Accumulate

The evidence indicates that the greater number of roles an employee has, the more likely they
are to report high levels of role overload. Married employees who are in the sandwich group
(that is, with childcare and eldercare responsibilities) were therefore the most likely to report
high role overload. This sandwich group was followed by married employees with just childcare
responsibilities and them by those with just eldercare obligations. Those least likely to
experience role overload were married employees without children and those who were single
and childless.

Finally, not all parents experience the same levels of role overload. High role overload seemsto
be negatively associated with lifecycle stage. Almost three-quarters of parents with children
under the age of five report high role overload. This drops to two-thirds of parents with
adolescents, and three in five parents with teenagers. By the time children hit 18, levels of
parental role overload levels are virtually similar to those observed in employees without
children.

Work to Family Interference Increases When Role Demands Conflict

Those groups who are at greatest risk for high work to family interference differ from those most
at risk for high role overload. Whereas women are more likely than men to report high role
overload, men are more likely to report high levels of work to family conflict. This finding is
consistent with other research in the area suggesting that for many men, placing family ahead of
work continues to be deemed a “ career limiting move.”

While married employees are at greater risk of high work to family interference than those who

are single, the differences between parents and non-parents is not as marked as the one observed
with respect to role overload. While those with preschoolers tend to experience the highest
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levels of overload, high interference from work to family appears to peak when children are in
school but cannot legally be left aone and unattended. Employees with eldercare responsibilities
also appear to be at high risk of experiencing high work to family interference.

Family type is aso a predictor of high work to family interference. While being in a
“traditional” family (i.e. homemaker spouse) seems to partialy protect the male breadwinner
from high levels of role overload, the data suggests that those in this family situation are at
greater risk of experiencing high work to family interference. Other family types, such as those
where male and female partners are not “equally” employed, are also likely to report high work
to family conflict. It may be that in these families, there is less appreciation (or understanding)
of what the other partner does and / or the types of support they need. Moreover, men in these
families may feel extra pressure to address their family responsibilities by being successful at
work.

Finally, dual-earner employees (with or without children) experience lower levels of work to
family interference than those families where one or both partners are in professional positions.
This finding suggests that the psychological demands associated with professional positions, and
perhaps the greater desire to “ get ahead,” may contribute to work being placed ahead of family.

Recommendations

This study shows that different policies, practices and strategies are needed to reduce all three
aspects of work-life interference.  While there is no “magic bullet” solution, the evidence
suggests that there are a number of ways to reduce this conflict. This report makes 27
recommendations that employers, employees and families, and government ought to pursue.

Recommendations for Employers

1 Devote more resources to improving “people management” practices within the
workplace. Employees who work for a supportive manager — one who is a good
communicator, focuses on output as opposed to hours — report a greater ability to balance
work and family than those who have a non-supportive manager.

2. Provide employees with increased control and flexibility regarding when and where they
work. Employees who enjoy such control tend report lower levels of role overload, work
to family and family to work interference.

3. Create more supportive work environments by:

*  Working with employees to identify and implement the types of support they say they
need, and better inform them about policies that may currently be available to them.

» Encouraging employees to use the supports that are readily available and ensure that
employees who could make use of such assistance do not feel that their career
prospects would be jeopardized by doing so.

4, Give employees the explicit right to refuse overtime work. Providing employees with the
ability to refuse overtime hours appears to be quite effective in reducing high role
overload. This may reflect the increased ability of such employees to more easily
schedule time with family or run errands.

5. Provide a limited number of annual paid leave days for personal reasons such as
childcare, eldercare etc.



6. Make it easier for employees to transfer from full-time to part-time work and vice versa.
Introduce pro-rated benefits for part-time workers, guarantee a return to full-time status
for those who elect to work part-time, and protect employee seniority when shifting from
full to part-time work, and vice-versa.

7. Provide appropriate support for employees who work rotating shifts. Such support
should be determined by consulting with those who perform shift-work. Policies that
have been found to be effective include limiting split shifts, providing advanced notice of
shift changes, and permitting employees to trade shifts amongst themselves.

8. Introduce initiatives to increase an employee’'s sense of control, perhaps through
increased use of self-directed work teams, promoting meaningful employee participation
in decison making and increasing and improving information sharing between
management and empl oyees.

0. Examine employee workload concerns.

10.  Consider offering Employee and Family Assistance Programs.

Recommendations for Employees and Their Families

While the options for employees and families are more limited (in our opinion many families are
using all available options with respect to coping), we do offer the following recommendations
to individuals:

11.  Takefull advantage of what support policies exist within your organization.
12. Raise work-life balance issues in workplace discussions and within the community.
13. Educate yourself on how to deal effectively with stress.

Recommendations for Unions

Unions also have an important role to play in establishing family-friendly workplaces. We
recommend that unions:

14. Become advocates of employee work-life balance issues by spearheading campaigns to
raise public awareness of work-life issues and suggest ways in which the situation can be
improved. Such advocacy should be done outside the collective bargaining process.

15.  Within the collective bargaining process, unions should push for the inclusion of stronger
work-life provisions with the objective of gaining new ground and benefits in this area
for their membership.

16.  Set up educational campaigns to:

» increase individual worker’s knowledge of work-life balance issues, and
» give employees the tools they need to effectively deal with situations as they arise.

Recommendations for Governments

There is a need for consistency with respect to labour standards pertaining to work-life balance.
Common standards would provide a starting point for organizations in developing workplace
policies and practices that address work-life balance issues. We therefore suggest that
governments implement legislation:

17.  That clearly states that management rights do not include the implicit right to demand
overtime of their employees, except in exceptional circumstances.



18.
19.

That gives employees the right to time off in lieu of overtime pay.

That entitles employees to a limited number of paid days off for persona leave year.
This leave should be available to them upon short notice, and employees should not be
obliged justify why they need time off.

The government can provide assistance outside of legislation. We aso recommend that
governments:

20.

22.
23.

24,

25.

26.

27.

Strive to be model employers. As the largest employer in the country, the federal
government (and provincial and municipal counterparts) should set a positive example in
the area of work-life balance. Being seen as a model employer will give governments the
moral high ground to expect, and request, changes in this area from other employers.

21. Develop and implement a national child care program that addresses the needs of
children of al ages.

Develop and implement a national elder care program.

Implement labour legidation that includes specific language around long-term unpaid
leave for the care of a parent.

Make it easier for family members who wish to stay home to care for their children or
elderly dependents. As it currently stands, such a choice often has negative tax
implications for the family.

Establish and financially support community based Employee Family Assistance
Programs.

Contribute to work-life balance initiatives by: funding research in the area, disseminating
relevant information to key stakeholders, devel oping and offering appropriate educational
programs that illustrate the bottom line impact of imbalance, and educating employees
and families on how to cope with conflict.

Given that families who have greater financial resources are generally better able to cope,
work-life conflict may be reduced by “making work pay.” This could involve the use of
tax credits or changes to provincial minimum wages.
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I ntroduction

This paper, done in partnership with CPRN, is an attempt to synthesize our research in the area of
work-life balance to provide business and labour |eaders, policymakers and academics with amore
objective “big picture” view on what has happened in this areain Canada in the last decade. These
data can a so be used to make the case that work-life balance is an important social policy issue. This
report focuses on the repercussions of work-life conflict on employees, employers and society over
the past decade. It concentrates on what has changed and why such changes might have occurred.
Specificaly, this paper uses survey data from two nationa studies to answer the following questions.

» Haswork-life balance become more difficult over the 1990s?

» How does work-life balance affect employees quality of life and organizational performance?
» What workplace factors have the biggest impact on achieving or not achieving balance?

* What can be done to help employees balance the demands of work and family?

* What do the data suggest will happen if things do not change?

Thisanaysiswill help advance the devel opment of public policy and employer strategiesin this area.

As researchers we have been exploring the issue of work-life balance for the past decade.! This
research has resulted in the compilation of alarge amount of quantitative survey data on Canadian
employees working in small, medium and large public, private and not-for-profit sector companies.
To increase our understanding of the topic, we have also carried out numerous interviews with both
managers and employees, which have resulted in an extensive set of qualitative data on work-life
balance. These data have resulted in numerous publications in this area (see Appendix A).

Insights are gained by comparing work-life, employee and organizational outcome data collected in
1991 (our 1990-92 national study of work-life balance) to data collected using identical measures
in 2001 (our 2000-01 national study of work-life balance [ongoing]). Documentation on the 1990-92
study is readily available (i.e., see Duxbury, Higgins, Lee and Mills, 1991; Higgins, Duxbury and
Lee, 1992, Appendix A) and will not be repeated here. Data collection for the 2000-01 study funded
by Health Canada began in October 2000. Just over 6,500 responses representing over 40 public,
private and not-for-profit sector organizations were available for analysis purposes at the time this
report was written. Full details on this study can be found in Work Life Balance in Canada: A Satus
Report of the New Millenniumto be published by Health Canadain late 2001. Both samples, while
not random, can be considered to be representative of the popul ation of Canadian employees working
for medium and large Canadian organi zations.

This report focuses on the work-life, individua (i.e., employee) and organizational attitudes and
outcomes that were measured in exactly the same way in the 1991 and 2001 surveys. The interested
reader can find full details on the attitudes and outcomes being examined in this study (including
definitions and the name of the scale used in the survey) in Box 1 (Work-Life Outcomes), Box 2
(Individual Outcomes), and Box 3 (Work Attitudes and Outcomes).

Work-Life Balance in the New Millennium 1



Box 1
M easuresin Common between 1991 Study and 2001 Study:
Work-Life Outcomes

Role Overload — Overload exists when the total demands on time and energy associated with the prescribed activities of
multiple roles are too great to perform the roles adequately or comfortably. Overload was assessed in both studies using a
version of the scale developed by Bohen and Viveros-Long (1981).

Work Interferes with Family — This type of role interference occurs when work demands and responsibilities make it more
difficult to fulfill family role responsibilities (i.e., commitments associated with the role of spouse, parent, etc.).

Family Interferes with Work — This type of role interference occurs when family demands and responsibilities make it more
difficult to fulfill work role responsibilities.

In the 2001 study, role interference was assessed using a modified version of a scale devel oped by Gutek, Searle and Kelpa
(1991). In the 1991 study, role interference was assessed using a scale developed by Bohen and Viveros-Long (1981). The
comparison done in this study has been limited to four items that appeared in both surveys (two measuring work interferes

with family, two measuring family interferes with work).

Time Spent in Childcare or Activities with Children Per Week — This measure was developed by Duxbury and Higgins and has
been used in all of their research since 1991. Respondents are asked to estimate in hours per week the time spent in childcare
activities and home chores.

Box 2
M easures in Common between 1991 Study and 2001 Study:
Individual Outcomes

Perceived stress was measured in both studies by means of the Perceived Stress Scale (PSS: Cohen, Kamarck and Mermelstein,
1983). The PSS was designed to assess appraisals of the extent to which one' s current life situation is unpredictable, uncontrollable
and burdensome.

Depressed mood was measured using a scale developed by Moos et al. (1988). These authors defined depressed mood (DM) as
a state characterized by low affect and energy, and persistent feelings of hel plessness and hopel essness.

Life satisfaction was operationalized in both 1991 and 2001 using the Satisfaction with Life Scale (SWLS; Diener, Emmons,
Larsen and Griffin, 1985). The SWLS was designed to measure the respondent’ s global life satisfaction.

The paper is organized into seven parts. Thefirst two sections of the paper provide the reader with
relevant background material on the topic. Work-life balance is defined in Section 1. Section 2 puts
the research into context by outlining changes within the work environment that may have had an
impact on the issue of balance. Section 3 compares employees work-life balance experiencesin
1991 to their experiences today (2001), while Section 4 looks at how key demographic variables
such as gender, job type, dependent care responsibilities and parental status affect work-life balance.
The dataincluded in Section 5 provide the business case for change as it looks at how high levels
of work-life conflict affects individuals, organizations, families and society in general. Factors that
make it more or less difficult for employees to balance work and non-work demands are identified
and discussed in Section 6. Relevant conclusions and recommendations on how to support working
familiesin the 21st century are presented in the final section of the report.

Work-Life Balance in the New Millennium 2



Box 3
M easuresin Common between 1991 Study and 2001 Study:
Work Attitudes and Outcomes

Time in Work at Office per Week — This measure was developed by Duxbury and Higgins and has been used in all of their
research since 1991. Respondents are asked to estimate in hours per week the time spent in paid employment.

Tendency to Do Supplemental Work at Home (SWAH) — This measure was devel oped by Duxbury and Higgins and has been
used in al of their research since 1991. Respondents are asked if they had spent time in the previous week performing work at
home outside of regular hours (SWAH).

Hours Spent Per Week Performing SWAH — Employees who indicated that they had spent timein SWAH were asked to
estimate the number of hours per week they had spent in this activity.

Job satisfaction is the degree to which employees have a positive affective orientation toward employment. While the “facet-
specific” measure of satisfaction devel oped by Quinn and Staines (1979) was used in both studies, it was augmented in 2001.
Thefive items that appeared in both surveys (i.e., satisfaction with job in general, their pay, their work hours, their work
schedule and their work tasks) were used in this comparison.

Organizational commitment refers to loyalty to the employing organization. The nine-item short form of the Job Commitment
Scale developed by Mowday et al. (1979) was used in both studies to measure commitment.

Job stress was assessed using the Job Tension subscale of Rizzo et a.’s (1970) Work Stress Scale. The authors describe this
scale as a measure of “the existence of tensions and pressures growing out of job regquirements including the possible
outcomes in terms of feelings or physical symptoms” (p. 481).

1.0 What IsWork?Life Balance?

We dll play many roles. employee, boss, subordinate, spouse, parent, child, sibling, friend, and
community member. Each of these roles imposes demands on us that require time, energy and
commitment to fulfill. Work-family or work-life conflict occurs when the cumulative demands of
these many work and non-work life roles are incompatible in some respect so that participation in
one role is made more difficult by participation in the other role.

This report conceptualizes work-life conflict to include role overload (RO) (having too much to do
and too little time to do it in) as well as role interference (when incompatible demands make it
difficult, if not impossible, for employeesto perform all their roles well). Role interference, in turn,
can be divided into two factors: family to work interference (FTW) and work to family interference
(WTF). In thefirst case, interference occurs when family-role responsibilities hinder performance
at work (i.e., achild’ sillness prevents attendance at work; conflict at home makes concentration at
work difficult). In the second case, interference arises when work demands make it harder for an
employee to fulfill their family responsibilities (i.e., long hoursin paid work prevent attendance at
achild s sporting event, preoccupation with the work role prevents an active enjoyment of family
life, work stresses spill over into the home environment and increases conflict with the family). In
this sense, then, work-life conflict can be seen to have two mgor components:. the practical aspects
associated with time crunches and scheduling conflicts (i.e., an employee can not be in two different
places at the same time), and the perceptual aspect of feeling overwhelmed, overloaded or stressed
by the pressures of multiple roles.

Work-Life Balance in the New Millennium 3



1.1  Why Should Employers and Governments Care about
Employees’ Work-Life Balance?

Many organizations feel that hel ping employees balance competing work and non-work demands
is not their responsibility. Rather, they subscribe to a somewhat dated view called the “myth of
separate worlds’ that is based on the premise that work iswork and lifeislife and that the domains
do not overlap. Such organizations (and many employees within these organizations) argue that “it
was the employee’ s choice to have afamily so balancing competing demands is their problem not
ours.” Such organizations also note that they are “in the business’ of increasing shareholder value
and serving customers and not hel ping employees cope with stress.

In other organizations, employees without dependent care responsibilities (in this paper, defined as
time spent performing childcare, eldercare or care for a disabled dependent) interpret “family
friendly” as favoritism and complain that they are being “unfairly” or inequitably treated. Such
employees feel that their colleagues with childcare or eldercare responsibilities are “ getting away
with lesswork” and that the needs of childless employees are being ignored. This backlash against
“family friendly” makesit harder for organizations who wish to address the issue.

Our research (and the research of others) debunks the above preconceptions and supports an
alternative hypothesis — that the inability to balance work and family is* everyone's problem.” High
work-life conflict negatively impacts the employer, the employees' colleagues, the employee, the
employees family, and Canadian society as awhole. From the employer’ s perspective, the inability
to balance work and family demands has been linked to reduced work performance, increased
absenteeism, higher turnover, lower commitment and poorer morale (see Section 5 for a further
elaboration of this argument). Work-life conflict has also been linked to productivity decreases
associated with lateness, unscheduled days off, emergency time off, excessive use of the telephone,
missed meetings, and difficulty concentrating on the job. A recent study by the authors of this report
estimated the direct cost of absenteeism in Canadian firms due to an inability to balance work and
life at just under $3 billion per year (Duxbury, Higgins and Johnson, 1999). This same study
determined that employees with high work-family conflict missed an average of 13.2 days of work
per year — a substantially higher number than the 5.9 days missed by employees with low work-life
conflict.

Conflict between work and family demandsis aso a problem for employees and their families. Our
research links high work-life conflict to marital problems, reduced family and life satisfaction, and
an increased incidence of perceived stress, burnout, depression (measured as depressed mood in our
research) and stress-related illnesses. Often empl oyees with families miss career opportunities when
they need to put their family responsibilities ahead of their work. In addition, fatigue, work-related
accidents and repetitive strain injuries are all related to long hours of work.

The current challenges facing Canada' s health care system suggest that provincia and federal
policymakers can ill afford to overlook the significant links between work-life conflict and physical
and mental health. Although the state of health of the population in Canadais among the best in the
world, this comes at a high price with respect to health expenditures. Canada devotes between 9 and
10 percent of its GDP to health. Compared to other OECD countries, only the United States spends
ahigher share of its GDP on health care than we do.® Cost-containment strategies have generated
considerable concern and debate over the financing and delivery of health care services, to the point
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where many Canadians have come to view Canada' s health care system as being in “perpetual
crisis.” Whereas it is critical that governments respond to the health care “crisis’ by continuing to
explore new ways of achieving efficiencies, it may be equally important to step back from the debate
in order to investigate ways of reducing the demand for health care services in the first place. A
recent study by the authors (Duxbury, Higgins and Johnson, 1999) found that the extra trips to the
doctor made by employees with high work-life stress cost at least $425 million annually. Our 2001
survey shows that people with high work-life conflict also make more hospital visits, have more
hospital stays and more medical tests, make more use of other medical practitioners (i.e., nurses,
physiotherapists, psychologists) and spend more on prescription drugs. Thus reducing the level of
work-life conflict among Canada s workforce may represent an important step toward improving the
health of Canadians and reducing health care expenditures.

Other research also suggests that society will benefit if employees are able to devote more time and
energy to their roles of parent, neighbor and volunteer. Both families and communities will benefit
if people have the time and energy to develop meaningful relationships with their neighbors and
actively participate in the lives of their spouses and children. Asthe Vanier Institute (2000, p. 84)
states:

Each person in the labour force, when considered as a family member, is a vital
strand in the web of relationships that sustain not just the economy but also our
families, our communities and our nation.

20 Work-Life Balance Through the 1990s

Fourteen years ago the Hudson Institute caught the attention of the business world with its
publication of Workforce 2000 (Johnston and Packer, 1987), a compelling description of anticipated
changes in the work world and in workforce demographics. Well, it is now 2001 and many of the
changes predicted in Workforce 2000 have indeed materialized. As predicted, the workforce of the
new millennium is quite different from the one organizations are used to managing (i.e., the mae
dominated workforce of the past). The new workforce is older, more ethnically diverse, and has a
larger proportion of working women, working mothers, dual-income families, employees with
responsibilities for the care of aging parents, fathers with dependent care responsibilities, and
sandwich employees (i.e., those with both childcare and eldercare responsibilities).

In a growing number of dual-income families, employees of both sexes are now juggling with
caregiving and household responsibilities that were once managed by a stay-at-home spouse. Such
employees are not well served by traditional “one-size fitsal” human resource policies, which can
impose rigid time and place constraints. Traditiona promotional practices, which reward long work
hours at the expense of persona time, often generate stress, and detract from the pleasures of
parenting and the enjoyment of personal life. Similarly, organizational cultures that focus on “doing
more with less,” presence versus performance, hours rather than output, where work is done not how
much work is done, and dictate that work takes priority over family and life make it difficult for
many employees to achieve a balance.

The declining labour pool and skills shortages (also predicted in 1987 by Johnson and Packer) have
meant that organizations are now competing for a shrinking number of skilled employees who have
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adifferent set of priorities, and accordingly, new attitudes toward work and the role it should play
in their lives (Duxbury, Dyke and Lam, 2000). In many areas, the demand for labour now exceeds
the supply. Thistrend, more than any other, has awakened employers to the business risks inherent
in ignoring the needs of this new workforce; a need that includes balance and places a high priority
on ameaningful life outside of work (Duxbury, Dyke and Lam, 2000).

The following section provides a brief overview of some of the key environmental influences that
employees and their families have had to contend with during the 1990s. As such, it will serve to
situate our discussion on shifts in work-life balance throughout the decade. Two theses are presented
in the following section. In 2.1, arguments as to why work-life conflict and stress should have
increased throughout the decade are advanced. Thisisfollowed in 2.2 by evidence suggesting that
balance (rather than conflict) increased over the course of the decade as forward-thinking employers
began to do things differently. It should be noted that there is more evidence suggesting that work-
life conflict has increased over the decade than the reverse.

2.1 Why Balance Has Become More Difficult

The 1990s saw an increase in the number of working women, dual-earner and single-parent families,
sandwich employees and employees who had responsibility for eldercare. During this decade
employers downsized, rightsized and restructured, job insecurity increased for many and time in
work rose. At the same time, technological change blurred the boundary between work and family.
As noted below, each of these factors can be linked to increased work-life conflict.

Women in the Work Force and Changing Family Patterns

The story of work-life balance and stress cannot be told without mentioning the growing
involvement of women in the paid labour force and the concomitant shift toward the dual-income
family. At the beginning of the new millennium, the dual-income family has replaced the traditional
mal e breadwinner/homemaker wife as the prototypical Canadian family type. Whereas |ess than one-
third (32 percent) of Canadian families in 1967 had two income earners, by 1981 that figure had
risen to above one in two (55 percent) and by 1998 close to two-thirds (64 percent) of Canadian
families had two income earners (Sauvé, 1999). In other words, in today’s economy the typical
employed Canadian (both male and female) faces the challenge of combining parenting, care for a
fragile elderly dependent and “bringing home the bacon” — circumstances that, in the absence of
support from organizations and society, are associated with increased work-life conflict.

A second family configuration, the lone-parent household, aso became more prevalent in the 1990s.
The number of lone-parent families reached 1.1 million in 1996, up 19 percent from 1991 and
33 percent from 1986 (Statistics Canada, 1997e). Although these figures include both male- and
female-headed households, |one parenthood is largely the domain of women. In 1996, lone-parent
families headed by women outnumbered those headed by men by more than four to one (Statistics
Canada, 1997€). Roughly half the female lone parents work for pay (Lero and Johnson, 1994). Lone
parents in the labour force face considerable challenges in terms of baancing their work and home
lives. Like parents in dual-income families, they must cope with the combined demands of their paid
work and their domestic responsibilities. Unlike parents in two-partner families, they often must do
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so without the assistance and emotional support of a spouse, and often under the additional burden
of financial stress.

Population Aging

Canada s population is aging, influenced largely by the baby boom of the 1950s and early 1960s and
the baby bust of the late 1960s and early 1970s (Foot, 1996). A continuing low rate of fertility has
resulted in an age distribution characterized by an overrepresentation of people in their prime
working years, and a diminishing pool of young adults aged 15-24 (Statistics Canada, 1997a). The
aging of the Canadian population has implications for organizations concerned with the issue of
work-life balance and who have to recognize that thisissueis not just going to “go away” as mid-
career boomers compl ete their families and approach retirement age. Instead, work-life conflict may
well become even more problematic as the “baby boom” and “baby bust” generations assume
responsibility for both dependent children and aging parents. Employees with these dual demands
have become known as the “sandwich generation” and typically experience extraordinary challenges
balancing work and family demands (Vanier Institute, 1994).

Downsizing, Restructuring and Declinesin Job Security

At the outset of the 1990s, the Canadian business climate was battered by a combination of factors
(i.e., high interest rates, a high exchange rate for the Canadian dollar vis-&vis the U.S. dollar, the
dowdown in the U.S. economy, NAFTA) that produced arecord high level of bankruptcies and high
levels of unemployment (Stone and Meltz, 1993). Indeed, between 1991 and 1994, the Canadian
unemployment rate remained above 10 percent, finally declining in the latter part of the decade and
dropping to 7.6 by the end of 1999 (Statistics Canada, 2000b). The dominant management strategy
employed during this period was one of cost cutting rather than people development and, as anation,
Canadians were fixated on jobs and the economy rather than achieving balance. These changesin
the Canadian economy and the need to compete globally led many organizations to reduce staff and
restructure employment in order to lower their operating costs. Other companies engaged in “boom”
and “bust” cycles (i.e., periods of growth alternating with periods of considerable restructuring and
downsizing) as products and competition changed (Lowe, 2000). For employees, this downsizing
and restructuring meant that employees had to deal with the following issues (Lowe, 2000):

» areshaping of the workforce (more women, more, diversity, aging of the workforce),

» arecessioninthe early 1990s followed by a*“jobless recovery,”

» adiminished socia safety net and greater government cutbacks,

* high unemployment rates,

» declining living standards as after-tax incomes (taking inflation into account) declined,

» agreater need for both parentsin afamily to work to maintain a*“decent” standard of living,

» apolarization of the Canadian labour force into those with good jobs, those with bad jobs and
those with no jobs at all (and little hope of getting one).

Lowe and Schellenberg (1999) contend that this decline in secure, lifelong career employment led
to decreased morale and increased job insecurity and stress during the last two decades of the past
century. Job insecurity has relevance to the work-life conflict in that for many employees, work-life
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balance takes second place to securing permanent full-time employment. In addition, employees who
are worried about finding and keeping a job (i.e., those in low paid and low skilled jobs, those
without the education and skills to compete in the “new economy,” those whose family situation
makes it difficult to relocate, those whose families are highly dependent on their incomes) may be
more likely to accept non-supportive, unhealthy and abusive working conditions. More recent work
by Lowe and Schellenberg (2001) supports this conjecture by linking restructuring and downsizing
to decreased trust and commitment.

Technological Change

Technological advances have fundamentally changed the nature of work. They have changed when
and where we work, blurred the boundaries between work and non-work, increased the pace of work,
and changed service delivery. Technological change is creating and destroying new jobs at an
astonishing rate and can be linked to the issue of work-life balance in three ways: (1) it hasledto a
decrease in job security and/or an increase in unemployment/under-employment for those without
the skills to compete in today’s labour market (see above), (2) it has led to a blurring of the
boundaries between work and life asit becomesincreasingly easy to work any time and any where,
and (3) the use of office technology such as e-mail and fax is associated with increased workloads
and greater job stress (see below).

Changesin Time Spent in Work

At atime when technology was supposed to be reducing the work week and freeing up leisure time,
alarge segment of employees are actually working longer hours. Since the mid-1970s, the incidence
of Canadian workers putting in 50 or more actual hours of work per week has gradually increased,
rising from 11.3 percent of al workersin 1976 to 13.7 percent by 2000. While the incidence of long
hours for men rose by about a quarter (15.7 to 19.6 percent) it almost doubled for women, jumping
from 3.8 to 6.8 percent between 1976 and 2000.

Data on overtime work reflect asimilar trend. In the first quarter of 1997, one-fifth of the Canadian
workforce — roughly 2 million employees — reported overtime hours (Statistics Canada, 1997f).
These employees spend, on average, 9 extra hours a week in overtime. Six out of 10 of these
employees received no pay for these extra hours (Statistics Canada, 1997f). In other words, over the
past decade, more Canadians have “donated” time to their employer. Since timeis afinite resource,
employees who devote more time to work have, by definition, fewer hours to spend in non-work
roles and activities or sleep less. As such, they can be expected to have greater difficulties balancing
work and family.

While approximately one in five employees spend more time than they want in work, other data
indicate that many employees do not spend as much time as they would like. Both Lowe (2000) and
Donner (Atkinson Letter, 1999) observed that work distribution became more polarized over the past
decade with part-time workers working shorter hours and many full-time employees working longer
hours. Donner notes that people at both ends of the continuum are equally likely to be unhappy. One
group is having difficulty getting by because they are excluded from paid work or forced into
marginal situations of underemployment. At the other end of the continuum are those with
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unsupportable workloads who are forced to work long hours. One end is suffering because they are
too busy while at the other end they are suffering because they are unable to find enough paid work.
Both underwork and overwork are destructive conditions.

Finally, it should be noted that employees have things to do with their time other than pad
employment. After adding overtime, travel and work brought home, many Canadians are now
devoting 45 hours or more per week to paid employment. When time in employment and time in
family work are totaled, many families with both parents working are devoting 120 hours or more
per week to work and family activities — the equivalent of three 40-hour weeks (Vanier Institute,
2000).

Corporatelnertia

While the rhetoric of management throughout the 1990s was one of “putting people first,” “human
capital” and “ competitive advantage through people,” management’ s practices throughout the past
decade tended to move in the opposite direction. As Lowe (2000, p. 124) notes:

Despite severa generations of management and organi zation theories that emphasize
the importance of human resources, the idea that workers are the key to achieving al
business goals remains a very hard sell.

National survey data would indicate that while the number of employers who talk about work-life
bal ance has increased, concrete changesin the area have been dow to materialize. Estimates indicate
that flextime is available to only 1 in 4 Canadian workers (Akyeampong, 1997), compressed work
weeksto lessthan 1in 5 (Duxbury and Higgins 1998), and fewer than 1 in 10 employees have access
to a telework option (Akyeampong, 1997). It appears that, from the employer’s perspective, the
highly visible (monetary) costs of implementing such programs have outweighed their less tangible
(social and psychological) benefits.

The corporate response to globa competition has been massive downsizings and restructurings, even
in profitable firms. During the 1990s Canadian companies downsized, delayered, re-engineered,
redeployed and reskilled employees. They also “compacted” work — doing more with less and
demanding more from the fewer employees that “survived” these initiatives. Working longer and
harder has become the norm for the “survivors.” As Arthur Donner (quoted in the Atkinson Letter,
October 1999) notes:

Companies are making poor trade-offs. They are burning out their workers. The
current distribution of working hours is dysfunctional for families and individuals.

Even in high growth areas (i.e., high technology) increased workloads, high work-life conflict and
stress can be seen to be problematic (Duxbury, Dyke and Lam, 2000).

These experiences have left employees feeling devalued, distrustful, and cynical (Lowe, 2000).
Recent data would suggest that Canadians are less willing than they used to be to trust either
government or the private sector to take leadership with respect to issues such as work-life balance,
stress and meaningful work. Rather they see these institutions as being part of the problem rather
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than part of the solution (Lowe, 2000). Organizationa inertia, therefore, may have exacerbated work
life balance issues for many workers who, for the most part, have been left on their own to cope with
the new realities of the workplace.

2.2 Factors That May Have Lead to I ncreased Balance

It can also be argued that much of the above discussion on corporate inertia and job insecurity is no
longer relevant to our discussion on work-life conflict due to labour market changes that occurred
in the late 1990s and beyond. Proponents of this view contend that organizations have made
significant progress with respect to work-life balance in recent years. They attribute increase in
corporate awareness to two issues. the greater need to recruit and retain workers, and changing
attitudes toward work. Such changes, they argue, have provided a power impetus for companies to
turn to more flexible, family friendly workplaces as a means of retraining and energizing key
employees and meeting strategic objectives.

Recruitment and Retention

An important factor contributing to the increased importance organizations are giving to the issue
of work-life balance is the changing demographics of the Canadian labour force. As demographers
predicted in the late 1980s (Johnston and Packer, 1987), the new millennium has brought with it a
shortage of educated and skilled labour as baby boomers retire and the number of Canadians entering
the labour force shrinks. The average age of employees in Canadais higher than at any timein recent
history. In 2000, Canadian unemployment rates reached a 25-year |ow (Statistics Canada, 2000b) and
available forecasts suggest that the shrinking of the labour force entry pool will continue well into
the new century (Statistics Canada, 1997a). The problem is further compounded by the fact that the
education and skills of many seeking employment are often inadequate for the new types of jobs that
are vacant (i.e., specialized skill requirements).

The reduced supply of entry level workers will make finding, keeping and developing skilled
employees atop priority in the years ahead. Recent research (i.e., Duxbury, Dyke and Lam, 2000;
Conger, 1998) would suggest that many employees are attracted to an organization by its policies
and practices supporting work-life balance. As such, employers are now more motivated than ever
to explore options that give employees more flexibility and control, and are adopting programs that
are designed to help employees balance work and life (i.e., flextime) under the assumption that they
will improve recruitment and retention (Lowe, 2000).

Recruiting a good workforce is only part of the puzzle. Organizations aso have to ensure that
workers stay and flourish. Companies with high turnover pay ahigh price. It has been estimated, for
example, that the costs of replacing professiona employees can be up to five times the employees
annual salary (Vanderkolk and Y oung, 1991). These costs do not include indirect costs associated
with accumulated human knowledge, lost future potential, and poor morale in areas with high
turnover. Employee retention helps the company contain the costs associated with identifying,
recruiting, retaining and moving talent. Indirect costs associated with client dissatisfaction are also
higher in companies with high turnover (Gionfriddo and Dhingra, 1999). Provision of a supportive
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work environment, which emphasizes balance, has been shown to partially stem the flow of good
employees out of an organization.

Changing Attitudes around Work

Arnold Deutsche, in his book entitled The Human Resour ce Revolution: Communicate or Litigate
noted that today’ s “knowledge workers’ hold work attitudes that differ in many ways from those of
the “factory and production” workers that preceded them. Key differences include rising expectations
for amore rewarding career, more humane working experiences and a greater “democratization” of
the workplace. Today’ s employees are more likely to want a career not “just ajob” and a meaningful
life outside of work. Many have high expectations about gaining satisfaction from their work now
and in the future, and want a say in decisions affecting their jobs and their employment.

Researchers are also seeing adifferent set of attitudesin individual s just entering the workplace (the
so called “nexus’ group or “echo boomers’). As Conger (1998, p. 21) notes:

In anutshell, they distrust hierarchy. They prefer more informal arrangements. They
prefer to judge on merit rather than on status. They are far less loya to their
companies. They are the first generation to be raised on a heavy diet of workplace
participation and teamwork. They know computers inside and out. They like money
but they also say they want balance in their lives.

Research aso indicates that this group wants choice, flexibility and increased control over both their
jobs and the work-life interface (Conger, 1998).

Individuals who are now entering the workforce tend to be the children of parents who both held
jobs. While these individual s benefited from the extra family income being in a dua-income family
entailed, many felt that they were deprived of their parents company, a situation aggravated by the
fact that a very high percent were the children of divorce (Conger, 1998). Many in this new
generation of workers say that they do not want the sort of livestheir parents led. Rather, they want
to spend more time with and be more available to their families (Conger, 1998).

This increased desire and quest for a “real balance between work and private life’ has mgor
implications for today’ s workplace, especially with respect to recruiting and retaining this cohort.
This generation can be expected to insist that organizations find more flexible ways to integrate time
for family and private lives into demanding careers (Conger, 1998). The business practices that
motivated the homogeneous, male breadwinning workforce of the past, therefore, may simply not
work for this group of employees. Conger (1998) a so suggests that this yearning for life balance may
increase conflict for this new generation of workers as their value for interesting work, which is often
accompanied by longer hours and greater demands, conflicts with their desire for happy marriages,
meaningful family time and weekends they can call their own.
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3.0 Employer and Employee Status Report:
Changesin Key Outcomes Over the 1990s

How effectively have Canadian public, private and not-for-profit sector organizations responded to
the issues raised in Workfor ce 2000 and el sewhere (e.g., Towers Perrin and Hudson Institute, 1991,
the popular press)? Have they re-examined antiquated human resources (HR) policies designed at
atime when female workers were a relative minority and male workers could leave personal and
family issues at home? Have they changed HR strategies and reward practices to accommodate the
needs of today’ s employees? Answers to these questions can be inferred by looking at changesin
employee experiences over time. The following section presents data that address the following
guestions:

* Is it easier today (i.e.,, 2001) for employees to blend work with personal and family
responsibilitiesthan it wasin 19917?

» Havekey physical and mental health outcomes changed over the decade?

» Have key employee attitudes toward their employer changed over the decade?

A description of how work-life balance was measured in this survey is given in Box 4. Data
interpretation is discussed in Box 5.

Box 4
High VersusLow Work-Life Balance

Role overload, work interferes with family and family interferes with work were all operationalized using multi-item measures
(see Box 1). To determine who scored high versus low on each of these constructs we followed the following steps:

e Calculated overall role overload, work to family interference and family to work interference scores (the summed average
of the items making up the measure).

e Used population normsto divide the sample into three groups (high, moderate and low) on the basis of the respondent’s
overal role overload, work to family interference and family to work interference score (see Duxbury and Higgins, 1998,
for adiscussion of this procedure).

Box 5
Interpretation of the Data

All of the differences discussed in the paper meet two criteria: they are statistically significant and substantive (i.e., the
differences matter in a practical sense). This second requirement was necessary as the large sample sizes meant that
differences as small as 0.5 percent were often statistically significant. In interpreting the data the reader should use the
following rule of thumb: the greater the difference, the more important the finding.
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Box 6
Comparison of 1991 and 2001 Samples

Variable 1991 2001
Number in sample 21,228 6,502
(Percent)
Femae 56 56
Job type:
managers 11 16
professionals 22 38
technical 15 16
clerical/administrative 34 20
Parents 64 69
With eldercare 6 25
Personal income:
under $40,000 58 40
$40,000 to $60,000 28 38
$60,000+ 14 22
Family income:
under $40,000 15 8
$40,000 to $60,000 18 16
$60,000 to $99,999 42 45
100,000+ 25 32
Age: 1991 Age: 2001
under 30 under 35 22 27
30to 39 36t045 38 37
40t0 49 46t0 55 28 30
50+ 55+ 21 7

3.1 Profile of the Survey Respondents

A comparison of the 1991 and 2001 samples (see Box 6) shows that, with a few exceptions the
samples are quite similar. Approximately the same proportion of each sample are female, parents,
managers and technical employees. The age data are also quite similar though not directly
comparable as different categories were used in 1991 than in 2001.

A greater proportion of the 2001 sample had eldercare responsibilities (1 in 4 employees in the 2001
sample versus 6 percent in 1991). This finding is consistent with Statistics Canada (2000a) data
showing that the proportion of the Canadian population over 65 has increased over the last decade
(atrend that is predicted to continue). It also supports our contention that the percent of Canadian
employees at risk for high work-life conflict hasincreased over time. When comparing the 1991 and
2001 samples, we a so observe that the percent of respondents working in professional positions has
increased over the decade while the proportion of the sample working in clerical/administrative
positions has declined. This changeis consistent with the ascendancy of the knowledge sector and
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knowledge worker and changes in the gender composition of the Canadian workforce reported by
Statistics Canada (2000a) (i.e., more female professionalsin 1999 than in 1987).

3.2 Work-Life Conflict Has I ncreased Over the Decade

The data shown in Figure 1 show that, despite all the talk about work-life balance, all the new
programs and policies touted in the popular press and organizationa mediareleases, al the empirica
evidence linking work-life conflict to the bottom line (i.e., Duxbury et al., 1999) and all the talk
about the “new HR” and responding to the needs of the new workforce, the employees who filled
out our survey in 2001 have significantly more role overload, interference from work to family
(WTF) and interference from family to work (FTW) than their counterpartsin 1991 (i.e., less work-
life balance). Role overload has gone up the most, increasing from 47 percent with high role
overload in 1991 to 59 percent with high role overload in the year 2001. Other data in the 2001
survey would suggest that much of thisincrease in role overload can be linked to new information
and communication technologies (i.e., laptops, e-mail, cell phones) and organizational norms that
still reward long hours at the office rather than performance.

While employees in 2001 are still more likely to meet work demands at the expense of time with
family (in both samples interference from work to family is substantially higher than interference
from family to work), the extent to which employees family responsibilities interfere with their
ability to work is on the rise (5 percent high in 1991 versus 10 percent high in 2001). High
interference from work to family increased by 3 percentage points in the same time period. The
number of respondents with medium interference from family to work also rose in the past decade.
In 1991, 27 percent of our respondents reported moderate levels of family to work interference. This
increased to 31 percent in 2001. During this same time period, the amount of time employees with
dependent care spent in family activities (i.e., childcare, home chores) decreased from approximately
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Figure?2
Comparison of Time (Hours Per Week) in Family Activitiesfor Those with
Dependent Care Responsibilities: 1991 ver sus 2001
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16 hours per week to just under 11 hours per week (see Figure 2), suggesting that the observed
increase in role overload can be attributed to increased demands at work rather than increased time
in family role activities.

3.3 Employees Mental Health Has Declined Over the Decade

Work-life conflict affects individual s in three ways:

» behavioral consequences (i.e., changesin eating, smoking, drinking);

» psychologica consequences (i.e., increased stress and depression, lower life satisfaction); and

» physical heath consequences that can be linked to higher levels of stress (i.e., cardiovascular
disease and gastrointestinal disorders).

Our data allow us to examine how Canadian employees psychological health (perceived stress,
depressed mood, life satisfaction) in 2001 compares to that reported in 1991 (see Figure 3). We aso
examined changes in physical health over time (see discussion in Box 7).

Perceived stress refers to the extent to which one perceives one' s situation to be uncontrollable and
burdensome. Individuals who report high levels of perceived stress often manifest symptoms
frequently associated with “distress,” including nervousness, frustration, irritability, and generalized
anxiety. Perceived stress has been linked to job dissatisfaction, depressed feelings, work absence,
and turnover. Perceptions of stress have been shown to be particularly high among employees who
have difficulty balancing work and non-work demands.*

Depressed mood is a state characterized by low energy and persistent feelings of hel plessness and
hopel essness (Duxbury and Higgins, 1998). In 1995, over 1.5 million Canadians sought treatment
for depression (Statistics Canada, 1999). Depression represents the single most common
psychological condition seen by the family physician (Quick et a., 1997). Given the persistent, and
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often irreconcilable, time demands of the work and family roles, it is not surprising that work-life
conflict has been shown to be asignificant contributor to depressed mood.”

Figure3
Change in Key Mental Health Outcomes Over Time:
1991 versus 2001
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Box 7
Changesin Physical Health Over Time

In both the 1990 and 2000 surveys we assessed respondents’ physical health using the following question from the Health and
Daily Living Form (HDL; Moos, Cronkite, Billings and Finney, 1988): “Not counting regular and maternity-related check-ups,
how many times during the last 6 months have you seen a physician?’ From this question we calculated the who had visited a
physician, the number of physical visits for the total sample and the number of physician visits for those who had sought care.

The data would suggest that the higher levels of perceived stress and depressed mood reported by employeesin 2001 are
indeed taking atoll on physical health. Over the past decade, all employees, regardless of gender, job type or parental status
appear to be in poorer health. In 1991, respondents made an average of 2.6 physician visitsfor ill health in a six-month period.
Those in the 2001 survey made 3.0 visits in the same time period.

In both 1991 and 2001, women (regardless of job type, time in dependent care, parenta status) made more physician visits than
men. Thisfinding is consistent with most work in this area. When gender is taken into account:

* non-professionals make more physician visits than professionals,
e  employees who spend more time in dependent care make more physician visits than those who spend less time, and

e employeeswith children living a home make more physician visits than employees who have no children at home (i.e.,
non-parents, those with older children).

Additional data collected on the physical health of Canadian employees collected in the 2001 survey (see Box 14) reinforce our
impression that their physical health has declined over the decade.
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Life satisfaction provides an assessment of an individual’s overall sense of well-being (physical,
emotional, socia productive). Work-life researchers reason that, because of the interactive and
reciprocal nature of the relationships between work and family domains, work-related role stress
might combine with work-family demands to exert considerable influence on an employee’ s overal
perception of life satisfaction. Further, it is assumed that improvements in the quality of work-life
will produce corresponding improvements in the quality of life asit makesit easier for employees
to reduce the strains of managing the modern family. Generally, the research has supported these
contentions. High work-life conflict has consistently been associated with lower levels of life
satisfaction.’

Overdl, the 1990s appear to have been a tough decade for Canadians working for medium and large
organi zations. Comparison of the 1991 and 2001 samples indicates that the incidence of high levels
of perceived stress and depression has increased in the Canadian labour force in the past decade. In
1991, 47 percent of the respondents to our survey reported high levels of perceived stress; this had
increased to 55 percent, with high levels of perceived stress, in 2001. In 1991, 33 percent of the
respondents to our survey reported high levels of depressed mood compared to 38 percent in the
2001 sample. Given these findings and the link between mental health and life satisfaction, it is not
surprising to find that life satisfaction of our respondents (and by extension that of Canadians
employed by medium and large organizations) declined over the decade. In 1991, 42 percent
expressed a high degree of life satisfaction versus 40 percent in 2001. Thisdeclinein life satisfaction
is consistent with the rise in perceived stress and depressed mood.

34 Employees Attitudestoward Work Have Deteriorated
Over the Decade

Unfortunately for organizations, our data suggest that it is not just the individuals themselves who
pay a price when employees are mismanaged. Signs of problems at the organizational level range
from increased absence and turnover due to physical and mental illness, and the inability to manage
work-related stress to reduced job satisfaction and commitment (Duxbury, Higgins, Lee and Mills,
1991; Higginset a., 1992). Some of these consequences are quantifiable in dollars and cents (e.g.,
time lost due to ilIness, turnover); others are somewhat less tangible and reflect a deterioration in
employee attitudes toward their work and the employing organization (e.g., reduced job satisfaction
and employee commitment).”

To what extent have the problems identified in the preceding sections (i.e., higher stress and
depressed mood, poorer physical health, increased work-life conflict) and the literature review
(i.e., increased expectations around work) spilt over into the work environment. Our data allow us
to partialy answer this question by examining changes in key organizational outcomes such astime
in work, absenteeism (see Box 8), job stress, job satisfaction and organizational commitment.

Time at work: When asked to identify their biggest concern in life, working parents typically
respond “time” (Duxbury and Higgins, 1998). Time at work is the single largest chunk of time that
most people owe to others outside their family. Consequently, it is often the cornerstone around
which other daily activities must be made to fit. As a fixed commodity, time alocated to
employment is necessarily unavailable for other activities, including time with family or in leisure.
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Box 8
Changesin Absenteeism Dueto |1l Health Over the Past Decade

In 1997, full-time employees in Canada missed an average of 7.4 days from work, representing an estimated loss of 66 million
workdays (Akyeampong, 1998). A rudimentary calculation based on average daily earnings of $135 suggests that absentegism
may cost Canadian organizations as much as $8.9 billion annually. It is difficult to estimate what proportion of thislost work
timeis attributable to work-life stress per se. Our own work and work by Statistics Canada does, however, give us some idea.
Statistics Canada determined that in 1997, 1.2 of the 7.4 days lost per employee was due to personal/family responsibilities
(Akyeampong, 1998). Applying the average earnings cal culation used earlier, a conservative estimate of the cost to Canadian
organizations of time lost for personal/family reasons is roughly $1.4 billion per year. A recent study by Duxbury and Higgins
(1998) determined that employees with high work-life conflict had absenteeism rates that were three times higher than those in
the low work-life conflict group (9.5 days versus 2.5). Such absenteeism was calculated to cost the Canadian economy just
over $3.5 hillion per annum. These data provide strong evidence of alink between work-life conflict and absence.

In the 1991 study, total absenteeism was assessed using the following measure from the Health and Daily Living Form (HDL;

Moos, Cronkite, Billings and Finney, 1988): “During the last 6 months, have you been unable to work or carry out your usual

activities because of health problems? (No; Y es, How many days?).” In the 2001 study, this question was expanded to include
days absent due to personal/family problems and emotiona and physical fatigue.

So, what do the data tell us with respect to absenteeism due to ill health? Not surprisingly, given the data on physician visits
presented earlier, the data indicates that absenteeism dueto ill health has increased over the past decade. In 1991, employees
reported that they missed 3.1 days of work in a six-month period dueto ill health. Thisincreased to 3.5 daysin 2001 (i.e., 6.2
days absence dueto ill health ayear versus 7.0). In both 1991 and 2001:

e women, regardless of job type, parental status or life-cycle stage, were more likely to misswork dueto ill health than
men,

e women with children under 18 and still living at home missed more days of work due to ill health that women with no
children or women with older children; having children at home was not associated with absenteeism dueto ill health for
men,

e absenteeism duetoill hedth is positively correlated with time in dependent care, and

¢ when gender is taken into account, non-professional s reported higher absenteeism due to ill health than professionals.

Unfortunately, we were not able to examine if absenteeism due to emotional/mental fatigue and family matters had increased
over the past decade. Data from the 2001 study do, however, suggest that if these types of absenteeism had been included in
our analysis, the increase in levels of absence from work would have been more dramatic (see Box 13).

Thustime spent at work offers an important and concrete measure of one dimension of employment
that affects individuals and their families.

Time at work is also an important factor with respect to an employee’ s ability to balance home and
work demands. For example, total hours spent at work each week is the most reliable predictor of
role overload, family strain, and work-life conflict. Furthermore, time spent in overtime work has
been found to have a high positive association with work conflict and work-family stress.

Job stressis viewed in terms of the incompatibility of work demands. Working conditions that give
rise to high job stress include heavy workloads, high levels of role ambiguity, under utilization of
abilities, lack of participation in decision making, health and safety hazards, job insecurity, tight
deadlines and responsibility for the safety and well-being of others. High work stressis linked to
poor physical and mental health, high family stress, marita conflict, poor performance of work and
family roles, low work morale, organizational commitment and job satisfaction.?

Job satisfaction is the degree to which an individual feels positively or negatively about various
aspects of the job. It represents the persona meaning or perceived quality of one’s job and associated
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work experiences. Research has shown a negative relationship between job satisfaction and work
stress, work-family conflict, absenteeism and intent to quit. A positive relationship has been
observed between job satisfaction and organizational commitment, marital satisfaction, life
satisfaction, and mental and physical health. A link between high work-life conflict and reduced job
satisfaction has been reported in the literature.’ A number of authors fed that this occurs because the
inconveniences and irritations caused by work-family interference (i.e., not being able to segregate
or integrate the work and family systems) or role overload (i.e., excessive work and family demands)
produce conflicts that spill over into the work domain. Such conflicts make a person too tired, too
preoccupied or too stressed to enjoy hig/her job.

Organizational commitment measures an employee’' s loyalty to the organization. An individua who
has high organizational commitment iswilling to exert extra effort on behalf of the organization, and
has a strong desire to remain with the organization (Mowday, Porter and Steers, 1979). Work-life
conflict has been shown to be associated with lower organizational commitment.’® Individuals who
view their employers as being unsupportive of their non-work roles are less likely to feel a sense of
loyalty to the perceived source of the conflict. Commitment is particularly critical to organizations
asitislinked to productivity (those with high commitment tend to work longer hours, work more
paid and unpaid overtime) and retention (employees who are more committed to their employer are
lesslikely to leave the organization).

More Timeat Work

The average employee in the 2001 sample devoted approximately 45 hours per week to paid
employment — a substantial increase from the 42 hours on average spent by respondents to the 1991
survey. Much of thisincrease in time spent in work can be attributed to the fact that those in 2001
were more likely to take work home to complete outside of regular hours or on their days off
(52 percent in the 2001 sample versus 31 percent in 1991) (Figure 4). Employees who took work
home to complete spent on average 4.0 hours per week performing supplemental work at home
(SWAH) (versus 3.6 hoursin 1991). These data are consistent with the data on role overload and
WTF interference presented earlier and support the idea that work demands have increased over the
decade.

More Job Stress—Less Job Satisfaction and Commitment

The data reviewed in this report paint a disturbing picture for employers. High job stress has become
more problematic over the past decade with twice as many respondents reporting high job stressin
2001 than in 1991 (just over one in four employees (27 percent) in the 2001 sample experiencing
high job stress versus 13 percent in the 1991 survey) (see Figure 5). During the same time period
job satisfaction and organizational