Flexible working and higher education
 – Background statistics and information

1. Data on flexible working in higher education

Figures for the types of flexible working are beginning to be collected.  There is virtually no data on use of options.

2004 - Coventry University “Mapping Equality and Diversity Initiatives in Higher Education”
A project on equality and diversity initiatives in HE funded by Hefce’s Good Management Practice programme.  87 institutions completed an online questionnaire, which covered all aspects of equality and diversity but also included sections on work/life balance.  The following are from the project report - 
	Report Section 4 – flexible options
	
	
	

	Offering term-time contracts
	80% 
	
	Other options mentioned - 

	Offering flexi-time
	66% 
	
	             Occasional home-working

	Offering career breaks
	48% 
	
	             Reduced hours

	Offering job-share

	80% 
	
	             Pilot for PT at home and PT on-site

	Flexible policy for all staff
	8%
	
	             Flexi-time pilot

	
	
	
	             Extended maternity leave

	
	
	
	             Hourly part-time working

	
	
	
	             Annualised hours

	
	
	
	             Compressed hours

	
	
	
	            Voluntary reduced hours

	
	
	
	             Informal flexi-time

	
	
	
	             Women returnees scheme

	
	
	
	             Staggered hours


Report Section 7 - Facilities and services available to Staff

· Provide a workplace nursery

72%*
· Provide childcare vouchers

16%  
· Provide holiday play scheme

46%  

· Other services – Nursing mothers room; Working parents pack; Salary sacrifice for users of nursery
* In 1994 the CUCO (Commission on University Career Opportunity) quoted 75% of HEI’s having workplace nurseries.  
2004 – Questionnaire for phase 2 of FEO project

Data currently being collected on Job-share, Flexi-time and Home-working – both formal and informal.
2001 – Audit for start of FEO Project

49 (41%) respondents to questionnaire sent to 120 institutions; some institutions having difficulty producing basic management statistics.  Respondents included institutions from all parts of the sector and all over the UK.  The figures in bold refer to the figures for formal and informal practice combined.
	Flexitime – 
 
	78%
	
	Seasonal hours – 
	43%

	Formal policy       


	37%
	
	Formal policy

	12%

	Informal local arrangements 

	41%
	
	Informal local arrangements

	31%

	Considering formal policy

	4%
	
	Considering formal policy
	4%

	Considered formal and rejected
	6%
	
	Considered formal and rejected
	4%

	Local arrangements, considering formal 
	6%
	
	Local arrangements, considering formal 
	2%

	No policy



	6%
	
	No policy

	47%

	
	
	
	
	

	Compressed hours – 
	20%
	
	Shift working –
	84%

	Formal policy

	0%
	
	Formal policy

	70%

	Informal local arrangements

	20%
	
	Informal local arrangements
	14%

	Considering formal policy
	4%
	
	No policy
	16%

	Considered formal and rejected
	4%
	
	
	

	No policy
	71%
	
	
	

	
	
	
	
	

	Annualised hours – 
	32%
	
	Part-time working – 
	92%

	Formal policy

	12%
	
	Formal policy
	55%

	Informal local arrangements
	20%
	
	Informal local arrangements
	37%

	Considering formal policy
	4%
	
	Considering formal policy
	2%

	Considered formal and rejected
	4%
	
	Local arrangements, considering formal
	6%

	No policy
	59%
	
	
	

	
	
	
	
	

	Job share/job split - 
	84%
	
	Term-time only - 
	96%

	Formal policy
	49%
	
	Formal policy
	55%

	Informal local arrangements
	35%
	
	Informal local arrangements
	41%

	Considering formal policy
	2%
	
	Considering formal policy
	2%

	Considered formal and rejected
	2%
	
	No policy  
	2%

	Local arrangements, considering formal
	2%
	
	
	

	No policy
	10%
	
	
	

	
	
	
	
	

	Fixed Term contract - 
	97%
	
	Temporary/voluntary reduced hours - 
	84%

	Formal policy
	70%
	
	Formal policy
	14%

	Informal local arrangements
	27%
	
	Informal local arrangements
	70%

	Considering formal policy
	2%
	
	Considering formal policy
	2%

	No policy
	2%
	
	No policy
	14%

	
	
	
	
	

	Pre-retirement reduced hours - 
	31%
	
	Zero/nil hours - 
	26%

	Formal policy
	4%
	
	Formal policy
	8%

	Informal local arrangements
	27%
	
	Informal local arrangements
	18%

	Considering formal policy
	4%
	
	Considering formal policy
	2%

	Considered formal and rejected
	8%
	
	Considered formal and rejected
	4%

	No policy
	57%
	
	No policy
	67%

	
	
	
	
	

	Home-working - 
	61%
	
	Career breaks - 
	34%

	Formal policy
	2%
	
	Formal policy
	20%

	Informal local arrangements
	59%
	
	Informal local arrangements
	14%

	Considering formal policy
	10%
	
	Considering formal policy
	4%

	Considered formal and rejected
	2%
	
	Considered formal and rejected
	8%

	Local arrangements, considering formal
	2%
	
	No policy
	53%

	No policy
	25%
	
	
	

	
	
	
	
	

	Sabbatical/study leave - 
	96%
	
	Temp Bank - 
	36%

	Formal policy
	76%
	
	Formal policy
	14%

	Informal local arrangements
	20%
	
	Informal local arrangements
	22%

	No policy
	4%
	
	Considering formal policy
	2%

	
	
	
	Considered formal and rejected
	4%

	
	
	
	No policy
	57%


The Audit also covered all types of statutory leave including any provision over statutory requirements.  It also covered Paternity Leave, Compassionate Leave, Disability Leave, and Cultural/Religious Leave.  

The Questionnaire for the Audit also included provision of other initiatives to assist work/life balance.  These included leave for house movers, public duties, workplace childcare facilities, childcare vouchers, and employee assistance programmes. 



These figures were taken from the “Summary of HE Audit Results” (Flexible Employment Options Project, May 2001) 
2001-2003 - Flexible Employment Options Project – Pilot studies
Respondents to a questionnaire to those in department’s trialling different flexible options reported - 

	Individual factors 
	% of participants seeing improvements 
	
	Team factors
	% of participants seeing improvements 

	Morale 
	35%
	
	Morale 
	39%

	Productivity 
	21%
	
	Productivity 
	18%

	Leisure 
	31%
	
	Customer service 
	18%

	Caring 
	25%
	
	Office cover 
	19%

	
	
	
	Team working 
	23%

	
	
	
	Communication 
	15%


One finance department saved £10,000 from changing a part-time post to seasonal hours, and not employing casual staff.
Comments from focus groups with participants’ trialling different flexible options – 

Participants used the scheme - To improve personal life; to cope with childcare; to ease travel difficulties

Personal benefits - 
· Reduced stress levels

· Increased morale

· Better work-life balance

· Recognition - acknowledge personal needs

· Opportunity for more control

· £100/month childcare savings

Improvements in working life -
· Better workload management

· More effective use of time

· Improved environment of trust

· Fairer system

· Better customer service

· Improved productivity

· Felt more committed to the organisation

Results from questionnaire to around 500 individuals in 4 HEIs – Numbers valuing the option – 

	Flexi-time
	81%
	
	Pre-retirement
	53%

	Unpaid leave
	67%
	
	Flexible leave
	47%

	Home-working
	61%
	
	Childcare

	44%

	Temp.
	61%
	
	Compressed

	41%

	Seasonal hours
	54%
	
	Term-time only
	30%


2. Examples of good practice

2003 – JNCHES (Joint Negotiating Committee for Higher Education Staff) “Work/life balance: guidance for higher education institutions.” 

Guidance aimed at helping HEIs towards legal compliance in flexible working and other leave arrangements aimed at improving work/life balance and advice on good practice.  The following are included as good practice examples – 

University of Oxford: “Options for balancing working life and life outside work” – a pilot study started in 2002 for non academic and academic related staff – open to all; Offered - reduced working hours, term-time, job-share/job split, rota working, flexible hours, seasonal hours, occasional remote working, unpaid mini breaks, and additional unpaid leave.
University of Bristol:  Developed single policy to cover all existing flexible working practices; applies to all staff;  Offers – job sharing, part-time working, term-time working, flexible working hours, home working;  Staff may apply for others.
Robert Gordon University:  Have an annualised hours scheme for ancillary staff to help meet working time regulations and consolidate overtime; Employees have seen and increase in pensionable pay and new local terms and conditions; Janitorial employees work a rota over 365 days that average a 37 hour week.
University of Brighton: Flexible Working Hours scheme (Flexi-time) for all APT&C staff; Standard flexi-time.

Middlesex University: Job-share scheme 

Other examples of good practice identified by the FEO Project team – 
Oxford Brookes University 
Leeds Metropolitan University
University of Cambridge
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