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Background
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National Study of the Changing Workforce

• Largest most comprehensive on-going study of the U.S. workforce and their
lives on and off the job

• It builds on the Department of Labor’s 1977 Quality of Employment Survey

• Has been conducted by Families and Work Institute in 1992, 1997, 2002 and
2008

• Total sample comprises 2,769 wage and salaried employees

• 2008 response rate was 54.6%. Completion rate was 99.0%

• Sample error is +/- 1%
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The Demographics of the U.S. Workforce Have
Changed from 1977 to 2008

• There are more employees age 40 and older – up from 39% in 1977 to 68% in
2008

• There are more people of color – up from 12% in 1977 to 21% in 2008; among
employees under age 29, the percentage of people of color increased from
13% in 1977 to 39% in 2008

• There are more dual-earner couples – up from 66% in 1977 to 79% in 2008

• Women are in the workforce in almost equal numbers as men

Source: 1977 Quality of Employment Survey (QES), 2008 National Study of the Changing Workforce (NSCW), Families and Work
Institute (FWI)
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Women’s Level of Education Has Increased Relative
to Men’s

• According to the U.S. Department of Education, women have been earning
more bachelor’s degrees than men since 1982 and more master’s degrees
than men since 1981

• In the 2005-2006 academic year, women earned 58% of all bachelor’s degrees
and 60% of all master’s degrees

• By 2016, women are projected to earn 60% of bachelor’s, 63% of master’s
and 54% of doctorate and professional degrees

Source: National Center for Education Statistics



For the First Time, Young Women and Young Men
Don’t Differ in Their Desire for Jobs with More
Responsibility

Young men’s and women’s desire to have jobs with greater responsibility (1992
– 2008)

Sources: 1992, 1997, 2002, 2008 National Study of the Changing Workforce (NSCW), Families and Work Institute (FWI)

Statistically significant differences between men and women: 1992 **; 1997 *; 2002 **; 2008 ns
Statistical significance: *** = p <.001, ** = p<.01, * = p<.05, ns = not significant
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Today, There Is No Difference between Young
Women With and Without Children in their
Desire for More Job Responsibility

Desire to have jobs with greater responsibility among young women with and
without children (1992 – 2008)

Sources: 1992, 1997, 2002, 2008 NSCW, FWI

Statistically significant differences between young women with and without children:
1992 ***; 1997 ns; 2002 *; 2008 ns
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• In 2008, employed women in dual-earner couples contributed an average of
44% of family income, up from 39% in 1997

• In 2008, just more than one in four (26%) of women in dual-earner couples
had annual earnings at least 10 percentage points higher than their spouses/
partners compared with 15% in 1997

Sources: 1977 QES, 2008 NSCW, FWI 10

Women in Dual-Earner Couples Are Contributing
More to Family Income



Men’s Roles and Behaviors at Home Are Changing
Too

Over the past three decades, mother’s time with children under 13 has
remained the same — 3.8 hours, while father’s time has increased from 2
hours to 3 hours (1977 – 2008)

Sources: 1977 QES, 2008 NSCW, FWI

Statistically significant differences between mothers and fathers: 1977 ***; 2008 ***

n.s.

***
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Parents Under 29 Are Spending More Time with
Their Children

Younger mother’s time has increased from 4.5 hours to 5 hours while
younger father’s time has increased from 2.4 to 4.3 hours (1977 – 2008)

Sources: 1977 QES, 2008 NSCW, FWI

Statistically significant differences between young mothers and fathers: 1977 ***; 2008 ns

n.s.

***
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Men Are Taking More Overall
Responsibility for the Care of Their Children in
2008 than in 1992, According to Themselves
and Their Wives

Who takes most responsibility for child care in 1992 - 2008?



Fathers Are Now Experiencing More Work-Life
Conflict than Mothers

Percentage of Fathers and Mothers in Dual-Earner Couples Reporting Work-
Life Conflict (1977 – 2008)

Sources: 1977 QES, 2008 NSCW, FWI

n.s.

**
*

Statistically significant differences between men and women in dual-earner couples with children under 18:
1977 ns; 2008 ***
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Nearly 1 in 5 Employees Currently Provides Elder Care
and 1 in 2 Employees Expects to Provide Elder Care
within the Next Five Years

• 17% of employees currently provide special care for a relative or in-law over age
65 – men and women alike

• 42% of employees have provided special care for a relative or in-law over age 65
within the past five years

• 49% of employees expect to provide special care for a relative or in-law over age
65 within the next five years
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Average Hours Worked Per Week in All Jobs Has
Increased for Women, but Not for Men

Source: 1977 QES, 2008 NSCW; statistically significant differences between sample years are
denoted as * (p<.05), ** (p<.01), *** (p<.001), n.s. (not statistically significant)

• In 1977, employees worked an average of 44 hours
per week in all jobs — in 2008, employees worked an average of 45 hours

• Women worked significantly more hours in 2008 than in 1977 (39 hours and 43
hours, respectively) — while the average work hours per week in all jobs has not
changed significantly for men (47 hours in both years)
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Average Time Per Workday Spent Caring for Children
and on Chores Has Increased, while Time Spent on Self
Has Decreased

Source: 1977 QES, 2008 NSCW; statistically significant differences between sample years are denoted as * (p<.05),
** (p<.01), *** (p<.001), n.s. (not statistically significant)

• Time spent on child care and chores has changed significantly for men,
but not for women
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Feelings of a time famine are pervasive, and have
increased over time.

Source: Families and Work Institute, 2008 National Study of the Changing Workforce
* = These data are from 2002, the first year we asked this question
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The Health of U.S. Employees
Has Declined



Source: 2002, 2008 NSCW; statistically significant differences between sample years are denoted as * (p<.05),
** (p<.01), *** (p<.001), n.s. (not statistically significant)

} ***
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Finding
28% of Employees in 2008 Say Their Overall Health
Is “Excellent” — a Significant Decline of 6% Since
2002
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The National Study of the Changing Workforce includes a five-item
standardized measure of perceived stress that has been linked to
physical health problems in other research. The questions are:

In the last month, how often have you felt…

• nervous and stressed?

• that you were unable to control the important things in your life?

• confident about your ability to handle your personal problems?

• that things were going your way?

• that difficulties were piling up so high that you could not overcome them?

41% of employees report experiencing three or more indicators of
stress sometimes, often or very often — an increase since 2002 —
and something that children note

Finding
Stress Levels Are Rising
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An Effective Workplace
Can Make a Difference
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We Look At Flexibility As One Component Of
Effective Workplaces

Job Challenge and Learning
• My job lets me use my skills and abilities
• The work I do is meaningful to me
• My job requires that I be creative
• I get to do different things on my job
• My job requires that I keep learning new things

Autonomy
• I have a lot of say about what happens on my job
• I have the freedom to decide what I do on my job
• I can be myself on the job

Work-Life Fit
• My supervisor cares about the effect of work on my

personal/family life
• My supervisors is responsive when I have

personal/family business
• I have the co-worker support I need to successfully

manage my work and family life
• I have the schedule flexibility I need to successfully

manage my work and family life
• My work schedule/shift meets my needs

Supervisor Task Support
• My supervisor is supportive when I

have a work problem
• My supervisor recognizes when I do a

good job
• My supervisor keeps me informed of

things I need to know to do my job well

Climate of Respect and Trust
• I trust what our managers say
• My managers deal ethically with

employees and clients
• My managers seek information and

new ideas from employees

Economic Security
• I am satisfied with my earning from my

job
• I am satisfied with my benefits from my

job
• I am satisfied with my opportunities for

career advancement
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Source: Families and Work Institute. 2008 NSCW (N=2,243 to 2,295); statistically significant differences are denoted as * (p<.05),
** (p<.01), *** (p<.001), n.s. (not statistically significant).

Finding
Employees in Effective Workplaces Have Better Health
and Well-being Outcomes

Relationships between overall effectiveness and positive health outcomes
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Source: Families and Work Institute. 2008 NSCW (N=1,952 to 2,296); statistically significant differences are denoted as * (p<.05),
** (p<.01), *** (p<.001), n.s. (not statistically significant).

Finding
Employees in Effective Workplace Have Better
Work Outcomes Too

Relationships varying levels of overall workplace effectiveness and positive
work outcomes
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Source: Families and Work Institute. 2008 NSCW (N=2,471 to 2,769).

Finding
Some Aspects of an Effective Workplace Are More
Important than Others in Affecting Health and
Well-being Outcomes

Effective workplace dimensions significantly predicting health outcomes rank-
ordered by relative importance
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Finding
Some aspects of an effective workplace are more
important than others in affecting work outcomes

Effective workplace dimensions significantly predicting work outcomes rank-
ordered by relative importance

Source: Families and Work Institute. 2008 NSCW (N=2,470 to 2,769).
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When Work Works
A national project on workplace effectiveness and flexibility with a community-
based worksite approach
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Finding
There Are Many Examples of Promising Practices

Promising Practices from
Winners of the Sloan Awards
for Business Excellence in
Workplace Flexibility



www.familiesandwork.org

www.whenworkworks.org



Alfred P. Sloan Awards for Business
Excellence in Workplace Flexibility



Why Join the Movement?
• 2008: Changing demographics

Impending workforce shortage

How do we retain our aging and young vibrant
talent?

• 2009: Economic Crisis

Help! How can we afford to keep our talent?

• 2010: Healthcare Costs Skyrocket

How can you help us tackle this issue?

When Work Works provides an effective process and
structure for a business or community to address
change while ensuring their most valuable asset…



Why Join the Movement?

TALENT



What are the Benefits?
• Benchmarking Report

• Bold New Ideas Guide

• Connections to ongoing support (best practice
roundtables, educational resources, etc.)

• National Recognition – USA Today,
Congressional Record, FWI publications

• Local Recognition



Local Impact
• Recognized 24 organizations locally and

nationally

• Engaged 100s in the movement and process

• Influenced national policy solutions

• Increased collaboration, innovation and our
ability to be a “talent-driven” community built to
last
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How we got started?



 First experience in 2008

 Process has focused on
flexibility and benefit
for mainly our 70
salaried employees
 Working on using the Sloan

initiative to implement best
practices to the frontline
level.

 Strategic plan objective in
2010

Was invited by the
Rochester Chamber
to participate in the
process and saw
opportunity.

Sloan fit with what
we were about.



What Sloan means to Cardinal



 From an HR
perspective

 Sloan is associated
mostly with “flexibility”
which is true
 Not just about flexibility as

it relates to “schedules”

 Flexibility as we look for
ways to grow and improve
our workforce experience.



 Economy

 Funding cuts in 2009 –
carried through

 Departments were able
to arrange their
schedules, reducing
unnecessary staffing
levels, while still
maintaining the same
level of client services,
which offset the 2.58%.

 Turnover has always
been the #1 challenge
to our industry

 Direct Care

 Industry average
between 45-50%

 COM – 26% 3 year
average



 Managers /
Supervisors

 20% in 2007

 COM – 11% 3 year
average

 Not as a result to Sloan,
but because people are
staying longer, we’ve
been able to learn and
develop programs that
fit our existing workforce
needs.



Best Practices



 Technology has been
a key role with 34
satellite locations

 Flexibility as it
pertains to schedules

 Remote working

 Skype to improve
communication/collab
oration

 Benefits

 Vacation and sick for
salaried workers not
tracked (everyone
receives it)

 In 2006, COM was the
first organization in
Rochester to create a
partnership with the
American Red Cross in
their disaster response
efforts to be “Ready
When the Time Comes”.



 2010/11 - developing
a program where an
employee can receive a
paid “day” up to 8 hours
to volunteer for a not for
profit of their choice.

 The organization offers a
“Hardship Program” for non-
salaried employees. This
program allows employees to
contribute unused sick leave
into a “pool” of hours that can
be used by other employees
when they have insufficient
accrued benefit time needed
for personal, family, or other
emergency absences.



Questions?



Q&A

 There are two ways to ask a question:

 If you are using the telephone for audio, click the “raise
your hand” icon in the right hand corner of your
computer and we will call on your name and unmute
your line so you can ask the question yourself.

 If you are using the computer for audio, please press
the red arrow in the right hand corner, and then type
your question into the Questions box.
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