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June 22,2010

Title:

" Option for Tncluding & Compressed Work Week and Alternative Work Schsdulss in Cuifeat

Flextime/Staggered Work Hours Policy

- Staff:

Parwez Alam, County Administrator
Lillian Bennett, Director of Human Resources

Issue Briefing:

At the October 13, 2009 Board Meeting, Commissioner Bill Proctor requested staff prepare a
board retreat item re-addressing the four day work week and consider having Friday off. At the
December 7, 2009 Board Retreat, staff submitted an Agenda Item outlining for consideration a
Compressed Four-Day Work Week (Attachment #1). The Board requested staff prepare an
agenda item regarding options for employees to work 4 days per week with one day off and also
working 4 2 days per week with ¥ day off.

This Budget Discussion Item seeks Board approval to include in the Flextime/Staggered Work
Hours Policy the option for employees to work a compressed workweek of Four-Ten Hour Days
or Four Nine Hour Days and One Half Day during the work week.

Fiscal Impact:
This item has no fiscal impact, however, there could be future costs on communications to

external customers on potential change of hours of operation, printing costs, staff time for
communications. :

Staff Recommendation:

" Option #1: Approve Amending Personnel Policies and Procedures Section 7.01

Flextime/Staggered Work Hours to include Compressed and Alternative Work Schedules and
amend related Personnel Policies that affect employees working those schedules. For any of the
work schedules, County offices will remain open. '
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Report and Discussion

Background: |
In 2008, with gas prices nearing around $4 a gallon, staff submitted for consideration a budget

discussion item on July. 8, 2008; to convert most counity operations toa compressed. work week.
(Attachmient. # - The Board decided at that time to not move forward with the compressed wotk
e ctober 13; 2009 Board Meeting; ‘Cormissioner Bill Proctor requested: staff

we DEL. 13y 4 - OdIC ey O U DIL Froctor
~—-———--prepare-a-boar retféatﬁ.t*?mr"'re?add_i'@SSiﬁg‘fth?ffOUf"da«WOrlfWedk*alid?cQ'nSiﬂ'qr" having Friday
ff.. “At the: December 7, 2009 Board Retreat, staff submitted an Agenda Item outlining for -

consideration a Compréssed Four-Day Work Week. (Attachment #1).. The Board requested staff
prepare an ‘agenda itetm regarding options for employees to work 4 days per week ‘with one-day
off and also working 4 % days per week with %% _day off, o Lo

As:indic -the previous Budget Discussion Item and. Board Retreat Item (Attachment #1),
approxim 7 employees are currrently working a 4-day work week. Some employees ‘ate

working, Monday through- Thursday - and others are working. Tuesday through- Friday.
Approxitnately 104 ‘of those employees: work in-Public. Works? Operations Division, which

ad ay work week during the: 1970s energy crisis when fuel became scarce:and prices
so xoximately 63 otier cmployees are working 4 flextimé/staggered work schedule
consistenit with' the Board’s personnel. polictes: ' The 'following Divisions: currently have' the

ﬂék'ibijjllify"t_;c')}_;c';ffer staff the avé_ilabilityj of working 3 or 4 days per week:  Emergency Medical
Services, Public Works Engineering Survey section, Public Works Solid ‘Waste, Public: Works
Operations, Public Works Parks and Recreation Greenway staff and the Library for part time
staff. . . P . S

In the previous budget discussion item, Staff identified the potential benefits and potential
drawbacks of a condensed workweek based on a review of articles found on the subject; the
estimated savings and reduced greenhouse emissions, as well as the results of an informal
alternative work schedule employee survey. Staff also provided an option for a compressed
work week schedule. In the Budget Discussion Item of J uly 8, 2008, staff estimated the savings
to the County of going to a compressed four day work week and closing offices to be
approximately $159,850. (For detail, see Attachment #1, Table on page 7 Titled Condensed 4-
day Work Week-Estimated Savings and Reduced GHG Emisssions of the attached Budget
Discussion Fem of July 8, 2008) :

Analysis;

The' Board’s: current personnel policies authorize the County Administrator and
Department/Division management’ to determine the hours of operation for each County
Department/Division, in accordance with the needs of the County (Attachment #2). The policies
further authorize supervisors to.allow employees to work around traffic congestion, school and
day: ‘care schedules, etc. through' the approval of flextime/staggered work schedules for
employees. - However, the supervisors are required to. assure the operational needs of the County
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are-met; and that sufficient numbers of employees are at their work stations during normal work
hours to: perform routine work functions and provide services to the;public_-. ' e

Comparison of Alternative Work Arrangements

The Office of Progrm Policy Analysis and Government Accountability of the Florida Legislature
prepared the attached report (Attachment #3 ) on how alternative work arrangements can reduce
costs and provide employee benefits, The State of Florida has had since 2008, a policy on

—Variable- Workweeks—and-Flexible - Work--Schedules— which—allowsthe™ foltowing - options—

(Attachment #4):

1.) A four-day workweek consisting of a combination of four workdays of ten hours each day;

2.) A five-day workweek consisting of four workdays of nine hours each and a workday of four
hours; or

3.) A nine-day, biweekly work period consisting of a combination of eight workdays of nine
hours and one workday of eight hours.

Staff also conducted an informal compressed work week survey among other counties and cities.
(Attachment #5). There are a number of counties and cities that offer the compressed work week
as one of their options for a flexible work week. Gulf county was the only county that actually

closed their offices for one day during the week. A summary of the County responses is
reflected in Table 1,

Table 1
County Responses to Compressed Work Week Survey
County 4-10 hour | Govt. Day Rotate/Stagger | 4 % day | Govt.
days Offices Closed Option work week | Offices
Closed available Closed
Alachua Yes No Yes Yes No
Guif Yes Yes Friday NA No
Lake* Yes No Yes No
Manatee Yes No Yes Yes | No
Marion Yes No Yes No
Okaloosa Yes No Yes No
Taylor Yes No Yes .| No
Monroe Yes No Yes Yes No
Washington* | Yes Yes Friday No No

*Lake County only offers the compressed work week to Road Operations, Solid Waste and Code
Enforcement. Washington County only offers the compressed work week to Public Works and
Parks & Recreation.

The following Counties responded that they did not have a compressed work week: Escambia,
Flagler, Pasco, Glades, Nassau, St. Lucie, Volusia.
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Commissioner Bill Proctor requested staff re-address the four day work week and consider
having Friday off. Staff met with a number of Division Directors and Managers on the impacts
of implementing the compressed work week and alternative schedules for their employees. Most
of the Directors and Managers were very open to providing the compressed 4-10 hour work day
option or the alternative 4 % day work week option just as long as they were meeting the needs
of their external and internal customers. If Board offices closed down one day per week, a
number of our buildings would still need to remain open due to our external customers having

-offices and-condueting business-such-as-the-Courts (Courthouse), Clerk.of Courts (Courthouse &

BOA Building), Supervisor of Elections, Property Appraisor & Tax Collector (BOA Building),
Private lease clients of BOA Building, City of Tallahassee (Renaissance Building). Some of our
Divisions that support other entities would still need to maintain some operations such as
MIS/GIS, Facilities, Pre Trial Relase, Probation. Directors and Managers expressed some
concerns about making a compressed work week mandatory due to meeting the needs of their
external customers as well as the other family and personal obligations employees have outside
of work hours,

Employee Impacts of Mandatory Closing Offices One Day or ¥z Day Per Week

There are some issues that will need to be addressed if the Board would like to pursue the
mandatory closing of all County offices one day or ¥ day per week. There will be a number of
employees who will not be able to work 9 or 10 hour days due to other personal obligations such
as child care, elder care, taking classes at the university, medical issues or appointments, sports
activities, church or civic activities, etc. If an employee is not able to work 40 hours per week,
then their earnings will be reduced based on the number of hours they can work. If the County
went to a mandatory compressed work week of 4-10 hour days an employee who could only
work 8 hours per day would only be paid for 32 hours instead of 40 héurs per week. The other
issue involves Employee Benefits. Currently, our eligibibility to participate in full-time insured
benefits is working 40 hours per week, We would need to determine if all of our insurance
vendors would allow us to change our eligibility for full time benefits to at least an employee
working 32 hours per week. This would also affect compensation earned that is reported to the
Florida Retirement System (FRS). The employee accrual of sick and annual leave is also
reduced based on actual hours worked.

Staff Recommendation:

Offering flexibility in working schedules is a work-life benefit that can assist employees in
balancing their work and personal responsibilities. It can also be a tool in recruitment and
retention efforts. The County can support and encourage the use of alternative work schedules
by offering on an individual basis the use of flexible work arrangements.

In order to maintain the diverse opeational needs of our divisions and also to meet the unique
needs of our diverse employee population, staff recommends expanding our current
Flextime/Staggered Work Hours policy to include a variety of alternative work schedules for
Divisions to consider. County offices would remain open under any of the alternative schedules.
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The use of alternative schedules is managed on a division-by-division basis according to the
unique needs of the individual divisions. Division Directors may approve an employee working
a compressed or alternative schedule as long as it does not impact the operations of County
services. Compressed work schedules may be discontinued, suspended and/or altered if the
schedule is not permitting the County to operate effectively or if changes in circumstances
necessitate the return to a different schedule, with reasonable notice where possible.

- For-Divisions-implementing- & compressed work-week;- schedules-eould be staggered- so-that-alk —-- - - -

days of the week are open for operation. For example, some employees could work a 4 day work
week schedule that would include working Monday through Thursday and other employees
could work Tuesday through Friday. Division Directors will approve which day the employee
does not work., - ‘

Examples of alternative or compressed work schedules are outlined in Attachment # 6.
Alternative work schedules can include work schedules that are: 1.) Four (4), ten (10) hour days
or; 2.) Four (4), nine (9) hour days and one % day. Lunch breaks may be one-half hour to one-
hour lunch break, consistent with the needs of the organization and with their supervisor’s
approval, Other alternative schedules can be approved by the Division Director.

Division Directors will determine their core hours of operation. The Director will approve the
employee’s starting and ending times of work based on the needs of their division. When
selecting a work schedule, an employee’s starting time, ending time, and weekday off should
stay constant from pay period to pay period. As needed, Directors can require employee
schedule changes. Employees will need to adjust their work schedules to meet Division needs.
In the event an employee works on their regularly scheduled day off, the Manager may allow the
employee to take another day off within the same week. Non-exempt employees under the
FLSA will be compensated for all time actually worked,

If an employee’s compressed day off falls on a holiday, with Manager approval, the employee
may:

1. Work a non-compressed schedule during the pay period in which the holiday occurs
(example: 8 hours per day for 5 days/week) or; '

2. Work a compressed schedule, but take another day off in lieu of their normal day off.

Employees will sign an agreement indicating that they have read, understood and agree to the
guidelines for their alternative/compressed work week schedule. The agreement will include the
starting and ending times as well as the working days. In addition, the Director must sign the
agreement. The agreement will be filed in the employee’s personnel file.

Human Resources will need to review and update some of our current policies to accommodate
additional alternative/compressed work schedules: Paid Leave, Holidays, Employee Benefits,
Attendance, Pay Policies and Performance Measurement. If approved by the Board, staff will
bring back an agenda item to adopt the new policies.



Title: Oﬁtion for Including a Compressed Work Week and Alternative Work Schedules in
Current Flextime/Staggered Work Hours Pohcy

June 22, 2010

Page 6

Staff is recommending Option #1.

Options: :
1. Approve Amending Personnel Policies and Procedures Section 7.0!1 Flextime/Staggered

Work Hours to include Compressed and Alternative Work Schedules and amend related
Personnel Policies that affect employees working those scheduies For any of the work
- schedules; County-offices will remain open:-—- T
Adopt a Four Day Workweek and Close County Ofﬁces on Fridays.
Adopt a Four Nine Hour Days and 2 Day Workweek and Close Offices % Day on Fridays.
Do Not Approve Amending Personnel Policies and Procedures Section 7.01
Flextime/Staggered Work Hours to include Compressed and Alternative Work Schedules and
do not amend related Personnel Policies that affect employees working those schedules.
5. Board Direction.

Ll el

Recommendation:

Option # 1

Attachment(s):

1. Board Retreat Agenda Item December 7, 2009 on Consideration of Compressed Four-
Day Work Week (includes Budget Discussion Item July 8, 2008 on Approval of a
Compressed Work Week)

2. Personnel Policies and Procedures Section 7.01 Flextime/Staggered Work Hours

3. Office of Program Policy Analysis & Govermnment Accountability Report on Some

Alternative Work Arrangements Can Reduce Costs and Provide Employee Benefits
State of Florida Policy on Variable Work Weeks and Flexible Work Schedules
Compressed Work Week Survey Of Counties and Cities

Examples of Compressed/Alternative Work Schedules

Sn s

PA/LB/AC
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Board Retreat Agenda Item
December 7, 2009

Title:
Consideration of Compressed Four-Day Work Week

Staff:
Parwez Alam, County Administrator
Lillian Bennett, Human Resources Director

Issue Briefing:
In 2008, with gas prices nearing around $4 a gallon, staff submitted for consideration a budget

discussion item on July 8, 2008, to convert most county operations to a compressed work week.
(Attachment #1). The Board decided at that time to not move forward with the compressed work
week. At the October 13, 2009 Board Meeting, Commissioner Bill Proctor requested staff
prepare a board retreat item re-addressing the four day work week and consider having Friday

off.

The Board’s current personnel policies authorize the County Administrator and
Department/Division management to determine the hours of operation for each County
Department/Division, in accordance with the needs of the County (Attachment #2). The policies
further authorize supervisors to allow employees to work around traffic congestion, school and
day care schedules, etc. through the approval of flextime/staggered work schedules for
employees. However, the supervisors are required to assure the operational needs of the County
are met, and that sufficient numbers of employees are at their work stations during normal work
hours to perform routine work functions and provide services to the public.

As indicated in the previous Budget Discussion Item (Attachment #1), approximately 167
employees are currrently working a 4-day work week. Some employees are working Monday
through Thursday and others are working Tuesday through Friday. Approximately 104 of those
employees work in Public Works’ Operations Division, which adopted the 4-day work week
during the 1970s energy crisis when fuel became scarce and prices soared. Approximately 63
other employees are working a flextime/staggered work schedule consistent with the Board’s
personnel policies. The following Divisions currently have the flexibility to offer staff the
availability of working 3or 4 days per week: Emergency Medical Services, Public Works
Engineering Survey section, Public Works Solid Waste, Public Works Operations, Public Works
Parks and Recreation Greenway staff and the Library for part time staff.

In the previous budget discussion item, Staff identified the potential benefits and potential
drawbacks of a condensed workweek based on a review of articles found on the subject; the
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estimated savings and reduced greenhouse emissions, as well as the results of an informal
alternative work schedule employee survey. Staff also provided an option for a compressed
work week schedule.

If the Board wants to pursue a formal compressed work week, Human Resources will work with
Directors and propose policy changes to institute the compressed work week. It is anticipated
that the policy would address, but not be limited to the following guidelines:

1. Hours: Standard hours of operation, permitting employees to schedule a one-half to one-
hour lunch break, consistent with the needs of the organization and with their
 SUBIVISOPS APPROVAl, T e e L

2. Eligibility: Identify which employee groups participate.

3. Impact on Paid Leave, Holidays, Employee Benefits, Attendance Policies, Pay Policies
and Performance Measurement: Address what the impact will be on compressed workers
for these matters.

4. Management Rights: State that compressed work schedules may be discontinued,
suspended and/or altered if the schedule is not permitting the County to operate
effectively or if changes in circumstances necessitate the return to a different schedule,
with reasonable notice where possible.

Options:
1. Direct staff to bring back a Board Agenda Item on changing Leon County to a compressed
work week with Friday’s off. ' %{s%

2. Maintain current policy of the Flextime/Staggered Work Hours which gives Group and/or
Division Directors flexibility to implement a compressed work week based on the needs of
their area.

3. Board direction

Staff Recommendation:
Board Dirention

Attachments:
1. Budget Discussion Item of July 8, 2008 with Attachments
2. Personnel Policies and Procedures-Section VII-Attendance and Leave, Flextime/Staggered

Work Hours
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Board of County Commissioners:
Budget Discussion Item
Ddte of Meetinig:  Jiily'8, 2008
Daté Submitted:  July2,'2008

Tot Honorable Glisirman and Menibers. of the Board

From: Paiwez. Alam, County Administrator 47 &~
Vificé Long, Deputy County Admih‘is't'r_aton-\f‘./ﬁ L

Alan Roserizweig, Assistaiit Coutity, Adiniﬁiﬁ,ﬁﬁ
{,

Kim Dressel, Managemerit:Services Ditsctor

Subject: Approvalof'd Compressed Wik Week and - Charge te-Board Meeting
Schedules o . .

Statement,of Tssue:

‘This Budget Discussion Itemr seeks, Board approval 't convert most Colmty Bperations 1o &
comjpressed Work week; to reduce the number of Board meetings from twice 2 month to:ofigesa
month; and to.ceschedilleithesBoard meeting day ffom: Tuesday tg Fhursday,

Background::

With: gas hovering around $4 3 gatlon, up some 38% frotn a year ago, accordingtorthe American
Automobile Association (AAA), government 4geénicies. fiom the Florida ¢apital to MidmizPade
County-are.trying to helpworikers deal'wittrthe high cost of ﬁél};ﬁy‘haifiﬁg'théﬁ: difve.to theoffice
lessioften. The Stateiis encouraging;some-empioyees.to workia four-day-wegk with longerdays anto
work fromvhoié; Flofidaschiool districts, includingBay:and: Hemandoaredisoussingshottetingithe
school week fof the 2009-2070 scliool year; and Brevard, Hernando, and Putnain Courities are
offering.g-4-day scheduletowetnpiloyess dna veluntaty basis as aneffortto Relpemployeegicopewith
rising fuelcosts: '“’[he;pt-‘icéf{:f,'g'a‘sclihendb'iﬁg-whﬁt!i{t-!é-d'oing,.sa\cin gonedayofidrivinghundredsiof”
thousandsof miles on a statewidabasisicansésult in:some: very'significant cost.savings,™said Ruth
Melton, director of legislative:relatians for the Florida School Boards Assosiation.

Curenitly, approximately 167 ofthe Board’s: 817 FTE are on a-4-day work week, Roughly, 104.0f
thosererhployees Weoik in Public. Works* Operations Division, which-adopted fie.4-day woik wéek
duringthe, 19703 éhergyrorisis when:fiiel'becamerscarce.and prices soared: Approximately.63 other
employees.aré*working;a flextime/staggered work schedulerconsistent with the Board’s pergonnel
policies: ' ‘
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Budgef Discussion Ttem: Approval-ofa Cémpressed Work Week and:a Change to Board Meeting
Schedules:

Tuly'8; 2008
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‘The Board’s persennel policiss authorize the 'Cowity Admithistrater .and ‘Pepartment/Divisign
management to determine the hours -of eperation for each. Louwity Department/Division;, iy
accordance with the needs ‘of the Gowaty, The giolicies. furthes dithorize supervisors to allow
employees to work around traffic congestion;, schiool and day .¢are sclhiedules; etc, through the
.apprdxralv.of'ﬂextimc/sita_ggered‘ work-schiedules foremployees. However, the SUpervisofs areteduited
to-assure the.opeiational needs.of the County are.met; and-thatsufficient numbersof ‘einployeas afe
4t thejr work stations.diusin g riormal work hours to: perform routine work functions: and provide
services.to the public:. -

Inwresponse to-the 30% increaséin gagolips prices, whichi% not afticipated te-abate; a 4=day work
schedule: is recommended to ‘be ad’opted- by the Board as the standard for the. County. ‘Such a
schediile-would permit employees.to finish their-usual numberof workifg hours in 4 WwoiK days, 4t
the rate of “i0:frours pét work day. (a 4410 schedule). Underithis.plan, employess wotild work the
usual 40:hotusion Tuiesdaythrévgh Friday, withvmastCounty offices closedhon Monday. Servisésto
the public-woiild:beravailablefrom 7 afit tordprron- Fuesday through Friday: WhiletheEair Labey
Standards Act (FLSA) does nét requite eihployees. take a meal break during the day; it is
recommended that.employeesdoiso, with thatbreak tangig fiom one-halftoone hourper work day,
On thatibasisyemployees! work days may ringe, for exampleé, from 7/amto 6 pm withia oneshour
furich, or ffom 7:30 am to.6 pmyer 7 am £0:5:30-pm with.a one-halfhotit Jifich, consistertt withthe
needs of the-organization.and with their'_sqpemisog’_s.-gppmval-.

Staff ig.alseiseeking Board appfoval to.change itsregularmeeting dayftom Tuesday té "I'Thu;-'sday, L)
that the Board’s scheduledjs hotiin.contlict withthe School Board?s ‘schedule; and to begin megting
monthly rathér than twice:a month.

Amalysisy

Twthe past:imenth, theiaverage priceiaf regiilarigasoline creptitf.over 34 a gallon for the first time..
Actdrding to arecentreport given by-the WS, E‘r_xergybepa‘ﬁﬁﬁeﬁt"s statisti¢alagency, the Enesgy
Inforination Adiministration, motorists.should expect gasolirie pricesto pesdkiat $4.1 SimAugustand
teinaln close to $¢.a gallon. through 2009; ether sources Have predictéd '35 pet r_gailéfi: prices this
surttmer. .

As 'gasoling prices dontidue to fise, more employers are offering additions] benafits to }'u;:‘!'p:,
employees: offset those costs: A 2007 survey by the: Seciety of Human Resource Management
(SHRMfound 38%60ficoimpanies offéfing altethative work Schedules. for someemployeesaspartof
flexible-work benefjts, with the compressed four=day weekbei‘ﬁgameng-fnany-eptions being vseqd by
employees and employers. in the 1S, to k¢ep transportation cests' down. SHRM’s mos Tecent
steddy, “What Employers: Are Doing to Help Their Employzes with High Gas Prices in 2008",
showed that thé.ntost commen:approach.(4294) was to-raise the niilsage réimbursement to the IRS
rhaximurty, Othier benefits include offering.a flexible. work schedulé (26%), télecomniuting (18%),
public transportation. diScoﬂIit‘sx(:lné%)‘-,.and rewardingiemployee performance with.mga'sma‘ra'-('l-éf%ﬁ-.
“Risizig,,_g‘gs pricgs are cutting into everyone’s personal budgets, so e_:mpjoyegs- afe taking.a clogék
look at Benefifs:such:asicorn pressed Wwork weeks:and public-transportationdiscouits to fedice theis
costs, "said Susan R. Meiiinger, prasident.and CE®:of 'SEIRM,
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According to 2 fecent survay conducted by the Flofida Association of ‘Counties: (FAC), 64%.of"
counties.surveyed, including Bay, Brevard, Chaclotte, Puthari and Saraséta, are either offering a
four-day work week or beginning ta explore the possibility.. In additiofy,stité Agencies such-as the
Florida-Attommey-Generdl's:@ffice and' the Departiient of Héé]ﬂﬁare:en"bour?'gihg Se’ﬁiéuefnpiby&és"fé
‘work a four-day. week-orte work from home to tielp reduce their cgmmute expelisés

Employees pay, on average, approximately $23. 10 per week to comiivite t¢-afd from wask., This
estimate assumes: (1) the.averagesround trip employeercoimute 2258 miles (based vhia survey
of mileage.estimates through the GIS system); (2)an-average of 198 miles per-gallonifbased on the
inost receiit stimate provided by the, 1.8, Department .of Fransportation; Federal H; ghway
Division); and (3)-a cost of ‘$4-.-0$-,pe1‘=,gal-lbh-o‘f gasoline. Reducing the work week fiom five to four
-days-would becofmparable to teducingtetfiployees’ corifute-costs :by'approxuimately $23%/year and
giving themm 2'$300 pay increage; adjysting fof payroll fixes. For the avétage étiployse, earflifig
$19:41 per hour,this is.comparable to a 0:75% pay increase.

I is'important to note; however, that many eniplojées’ cotnmuites £ far beyand the ayeiags, for
example: G4-employees commute mere than 56 miles round’ trip, 8-of whem trave! approxitiately
125 miles (dran estimated cost-of' $26/day):-andione employee commutes approximately J60-miles
round trip.(at an estimated cost.of $33/day). )

p ,

@ Fromua-recentarticlesin the Review.of Public Rersonnel Administrationy, Altethative Work Schedules
and‘Work Famiily Bal ance: A Research Note, notedrthat research.conductedion. thewserofaltemative
Workammgeﬁlents-a:'ﬁr the-private-sector showed.si gnificant relationships betweenralternative wark
arrapgements and’ d‘écrea_séd émpleyee turnover;. increased productivity and jobr performance;
décredsed lz;vemmfwwk-fémil:_g conflict; aswell as.annindii'éct-meiat-ienshipnwi'th-ﬁobasatisfacti@mand
general health. Mote, Specifically, acsording to thé Fepoft, research shows. that employees
participatingiin.a compressed-worlk wesk (4-days/eek, 10 hotirs/day)scheduléreportincreased;job
satisfaction:and decreasedlevels.of pefceivedanxiety andistress: Inn addition, tepoitéd grganizational
benefits associated with compressed work weeks include decréased absdéntéeism,. increased
productivity, and mere faverable .employee. atfitudes. regarding both job and eeworkers
(Attachiment #¥). Regarding their 4/10 work week rexperience: ' '

w  Mofe thafi thiéefourths of the employees responding to the research survey reported 3
* positive expefience with: the 4/10 work week (62:8% strongly agreed.and: 15,7%agreed);

»  More:ithan.60% teported thiat theyagteed (15.8%) o strongly agreed(46.7%)that, as:aresult
of thie'4/30 work wegk, they wete tfioré productive at theik job;

»  Few.employees ceported they bad exjperiericéd inéfficienciestbecause of othés coworkers’ not
being available on Fridays.(11.5%:agreed or stiorigly agreed);

* Employeesreported fiirly strongagreement that citizenracceds had imipréved (63.9%agreed
or strongly-agreed); and )

" Very féwemployees reparted:thatchildcarearrangements. were moredifficult under the-4710-
tork week (2.7%.agreed or'strongly agreed):
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Staff identified the following potenti'ali‘Bene‘ﬁts.ahd-,petcmiaf-di'awbagks'o’fgug,@ndéfl_sed work week

'baséd-'-on-a.rei.f'i'eW_ro'fr'-ant-icI‘cs-féur-!d onthe subject. Itappears that most, ifnetiall, ofithese indicaters.
aréanécdotal, afid not based on.facts o study, :

“Poténtial Benéfity gnﬂ:ﬂnﬂawbac_ks Identified from Staff’s Review of Awticles

[ PottWtialBenefite - |~ Boteniial Drawbacks
Reduced work ¢ommute cdsts Soméeinployeesimay-fiaverrednced.productivity at
| theend of the:shift

Reduced greénliousesgas-eiissionselated to waik | Erniployees? child-care;coverage may bera challenge:
comimutés - | to.adjus#
Increased produgtivity;. including [esétime $périt ' Soinesemployées, Whowregularly interact with
during the week fo startupiand close-down: work outsideragenciesithat areson a S-day-work weslk
| production | thay hdve difficultiés iij schedUling:meetings
“Extended blocks of time to-completerprojects | Whhile chere:are 3. full. daysiper weekito complate
without inferruption -petsonal grrands) dftekhours time during the:d«days
wof work are reduced for completing such activities

Full day-off while preserving income Thezg may bea publig pefception that.employees
- . .| :are working less forihe samespay -
| Higher employee:jobsatisfaction _ ) . )
Incfeased ¢mployéemoralg i (:;

Enhanced eniployée fééruitmentiind feterition_
Reduced absenteeism asmore appointmentsican be
scheduled dupiigethe employee’sday-off )
Increased abilityto balance family-and work needs
Reduced gompjute time:(as-commute 'would not

| -oceur: during:peak travel times).

1 Reduced-road:cohgesfici,

Increased: availability to-the public Befors and-atter
Wotk

Attachiment #2:details. estitnsted ¢ostsavifigsandreductionsin greenhouse gasi{GH G yemissionsithat
areanticipated to be fealized with the trdiisition to the 4-day-compressed work week by alt County
offices with the-exceptioprof: EMS, the Main Library, health depaitments, some Pasks andsome
Supervised Pretrial Relzase einployeéd. Those éstimiatéd -cost savings :and. GHG reductions. are
summarized-as follows:
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Schedules
July 8, 2008
Page 5 . . . .
Condenséd d-day Work Week - Bstimated Savings.and Reduced GHEG Emissions.
Einployées , County __ Total
GHG GHG GHE
Rediictions | Reductions Reductions
Cost (tons Cost (tons Gost (toris
{tem J_Bayilgs | @02 | Saviiigs | 102 Savings, | _ e€02}
1. Reduced Véhicls ' . - i -
it Miles Traveled .
a. Reduced Fuel | '$97,355 N
Costy’ | 8231 per $138,064 $236,0119
émployes): . . L
b, Reduced GHG i T
Enf3sons. Bije to 25,4 oy ‘ e
Reditced.Fuel 2854 a2, 6976 ,
Consumption \ i . 1 ,
| 2, Uniformr€leaning. i 4 32,807 92,897
3. Ciistodinl Sérvices [ ' - 810,387 T - $00,387
" 4. Utility:Costs 38,503 j_$8.502 |
" | 5. Reduced GHG ' ! | i
Emissions Bueto. i o .
Reducéd Kwh 1.2 42
. Consymption L .
GRAND TOTAL | $97;955 | '
- {$231 per 1854 $159;850. | 453.39 | $257,8305. 7388
_employee) | - , J ;

Qverat, the majority-of employsesieported that they:support ad-day-work week. JnJ une 2008,;staff
sent.autan informal Alternative Work Schedule Employeé:Survey: ecirrentemployeestodetermine:
theiropinien on convertingito a-4-day compressed work week (with host ,Cbunt;v offices would'be
closed one day during, the regular workweglk). Appreximately 71% of 383 out of 817 Board
employees responded to-the survey. A summary of tﬁe._sgngy*rqsults;ar itlined as follows:

. 86%-ef‘thexcmpla§reesrcsponding'to-thelsur'xiqy We;releithe'ﬂ'éﬁéng‘!y'sup_pbivt.i?.zq,.s‘uﬁp,oiftiize.dt‘-'
sémewhat.supportive ofthe County convertingtoia 1.0 feut'day/4 days perweek wérk week.
Only 9% wére not suppertive:

= 79% ofirespondentsindicated: thiatia 4.day, 40 hourwoeik wg'gk Wwotld benefit therd and 819%
felt that it would assist them.invreducing travel to wark.and: thesamotint of fuel used it theiy
Personal vehicles weekly:

o 88% of respondents indicated that they would be:able to weik a schedule oF 10 hoirs. per
day/4.days per week.and 10% couldnot.

» 75%of respondents would prefer to work 10 hours per day/d days per week and 19%. of
tespondents weuld: prefertd maintain their current woik seliedule.
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Budget Discussion Item: Approval of a-@ompressed Work Week and a'Change to Board Meeting
Schedules. .

Tily 8, 2008
Pige 6,

¢ (8% of respondents would not hgve“any'fénﬁlylpers_enal issues which weuld pievent thein
frem: working 18 hours perday/# days perweek, however 12% would experience probleis
with.child pick up/drop off
» 88% of respondents did.not fée| that a-4 day, 32 hour work week would benefit them and
only 7% feltthat.it would'benefit them.
e 6G.%-oﬁ-;‘e;spend'é‘ntsg.-iﬁgiwnl'g.chdic?_e';Wbul'df'prdfé:-ﬁﬁat-©6ﬁnﬁyfafﬁ¢eéiéféiélé§gd on Friday,
35% would prefer Monday.

-Gte?gli, employees seemed to bHe jpositive about changing te a 4'=.daylcompres's_ed~ work week,
Attachment #3 provides the: fill results of the.survey and comhfents madeby employees. '

If'a compressed work week is appreved, Human Résources will proposéfielicy:changés to. instituts
the 4/10- work week., It is. anticipated that the policy would address; but hot be limited to the
following guidelines: ‘

I Hours: 'Standard =héurs:@'ﬁopéra’ﬁuﬁt,qiaeﬁmitt-m_g.employees to schedule anehalfitooneshour
lonch break, consisterit with the néeds of the Otganization and with: their supervisor’s
approval, '

2. Bligibility: Identify whicit employge. groups participate;

Impact on Paid Legve; Holidays, Employee Benefits, Attendance Policies, Pay Policies and

Performance Measurements: Address what the impaet will bewoi comnpressed workers for

these matters. ,

4. ‘Management Rights: ‘State: thatcompressedwork schedulesimay beidiscontinued, suspended:
and/or altéred ifithe:seheduleds notpermitting the County to-operateefféctivelyorif changes
ifscifcurnstances necessitaté thewietum to.a different schedule, wittreasonablenotice where
possible.

Regardless of whether the Bodrd approves the.condensed work week schedidle, stafftecomimends
that the regular Board meetifig day bemoved to Tursday. The Schvol Bodrd méetsion Tuesday arid.
the City of Tallahassee meets'on Wednesday, A Thursday méetihg day would enable the publicto:
aftend any-of'the local government meetings; withiout conflict. Futher, mesting on the suine.diy-as.
the School Beard'has posed scheduling copflicts; particularly with the Budget.

Transitioning ffom.twe te-one meeting per month was raised by-Board membets during.a recent
Board fiéeting. Such.a ttansition would'result in savings to the: County in terms.of reduced travel
costs (eStimated at. 483.56 miles per year) and productivity, Approximately fortystwe Qounty
étfiployées atténd: Board imeetings, inclidifg the Comtission Addes. Scheduling;one.meeting per
month woild resylt in savihgs, int term3-Gfitinte recoveted for other Countybusiness,-of $7,287 per
meeting (based on gross:salamy, with finge benefittosts), THé reduction of nine ieetings per-yéar
would result in the production realignrent of approXimately $80,152 atthually for othér C€alinty
business.
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Page 7

Statf récoinimends thié closute of offices ori Monday, ratherithan Friday;

. The branch libraries are closedoniMonday.

2. For Leon County Growth and Environmental Matiagetfient, direct customés service
interaction se¢ms to be more-fntense on Fiidays than on Meridays:. Theimajbicustomer
initiativesinclude picking-uppermitsithatare ready forissnance. Contrastors indicatea. -
need'to get thepermitiniorden -t,mmake{ﬁpajza;mangé;nggts;ferdispatcl‘; sub-gohtfacters, o
projects itentatively scheduled to startthe fellewi'ng'wcek,-.fanﬁqp torkeep. constiuction
crewsBiisy asmay benecessary.overtheweekend. knether'mgjorfco;{t;actor activityon
Fiiday ig. 6bt§iﬁing,*appfoved' fihal inspections inworder to.get.certificates of’eccupancy
issued which afe necessafy to. close constiuction loans which ars: necessary ‘to make

payrolk _ .
3. Lecal businesses witha weekday closure-often chioase: Monday-téxslose.

.S'taff'iias‘compil'edraJI-i‘s'ﬁ:b’f-‘aggnciesFﬂieit:are.implemer_minggor considering thewcompressed work wesk
(Attachment #4).

Staff recommends; that these proposed Boerd-meeting chaiges be-efféctive heginning in Gotober
2608 and thescompresséd work week bereffective the first il jpay pefiod, October 11, 2008,

OEt-io_ns: ‘
1. Adopt.a standard work ‘week of four days per week;, ten hours per day for most €ounty

opetations;, with.mast offices-closed on Monday.

2. Adopt staridatd public servicé-officethours:of 7 am to 6 :pro; Tesday through Friday.

3. Schedule Board meetitigs:on Thursday.

4. Conyert to oné&Board micetifg péimonth,

5. De not madify theistandaid piblicservice officethours.6£8.am to 5 prn, Monday through-Fiiday:
6. Do notchange the Boatd meeting.day fior Tuesday to Thufsday,

7. Do not convertto ong Board meeting per tenth,

8. Board Direction..

Rec‘ommeﬂ:atiqn:
@,@t-jbns #1, #2, #3 and ¥4

Attachments:

[ Review of Public Pérserinel Administration, Alternative. Work Schedules and Work Family
Balange: A Reseatch Note

Condensed 4-day Work Week, Estifidted Savitigs and Reduced Greenhouse Gas Emissfons

. ‘Empleyee Survey Results

Agencies Implementing mw@'c_ms',id‘_e_ﬂjgg;aI@dmpreS'sc'd Work Week

B W N
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Research Note

Alternative Work Schedules and
Work-Family Balance

A Research Note

Rex L. Facer, II
Lori Wadsworth
Brigham Young University
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For many years, employers have sought to improve employee productivity and work
environments. One common strategy is altemative work arrangements, which include
flextime, job sharing, telecommuting, and a compressed workweek. In this article, the
authors examine the effects of implementing a compressed workweek (four 10-hour
days) for employees in city government. This study examines the impact of the com-
pressed workweek schedule on the job satisfaction and work—family conflict of the par-
ticipating employees. Employees perceived that the alternative schedule increased their
productivity and their ability to serve thé citizens. Additionally, the authors report that
employees working the 4/10 workweek experience lower levels of work—~family con-.
flict than their counterparts who are working other schedules, but no significant differ-
ence for most measures of job satisfaction. Overall, the authors argue that the impacts
of alternative work schedules need more careful study.,

Keywords: work—family balance; work schedules; compressed work schedules; job
satisfaction

n recent years, changes in the world of work and workers’ attitudes have made study-
Iing the relationship between work and family more important. Researchers in both
the public and the private sector have shown increased interest in learning how the
work and family domains interact and in understanding the extent to which these two
domains affect each other, specifically in the area of work—family conflict (e.g., Ezra
& Deckman, 1996; Kossek & Ozeki, 1998: Saltzstein, Ting, & Saltzstein, 2001).

For many years, employers have sought to improve employee productivity and
work environments. Evidence has shown that the activities and experiences in the
family domain can influence employee experiences and productivity within the work
domain. In response, many organizations have sought to assist employees in balancing
their demands from work and family. One way that has found increased usage in the
workplace has been offering alternative work arrangements, which include flextime,
Job sharing, telecommuting, and compressed workweek. In this article, we examine the
effects of implementing a compressed workweek (four 10-hour days) for employees in

166
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city go‘_vérnme.nt.' This study examines the impact of the compressed workweek sched-
ule on the job satisfaction and work—family conflict of the participating employees.

Literature Review

Altefnative Work Arrangements

Although public sector organizations have led the way in offering alternative work
arrangements and other family-friendly programs, Durst (1999) found that very few
public organizations actually perform an evaluation of the benefits of these policies.
However, notable exceptions do exist (Duxbury & Haines, 1991; Silverstein, 1995).

" In contrast, research has been conducted on the use of alternative work arrangements
-in the private sector, showing significant relationships between alternative work
arrangements and decreased employee mirnover intentions (Cohen, 1997), increased
productivity and job performance (Lynch, Eisenberger, & Armeli, 1999), and decreased
levels of erk~fami]y conflict (Shockiey & Allen, 2007), as well as an indirect rela-
tionship with job dissatisfaction and general health (Thomas & Ganster, 1995),

More specifically, research shows that employees participating in a compressed
workweek schedule report increased job satisfaction (Baltes, Briggs, Huff, Wright, &
Neuman, 1999; Ivancevich, 1974) and decreased levels of perceived anxiety and stress
(Ivancevich, 1974). In addition, reported organizational benefits associated with com-
pressed workweeks include decreased absenteeism (Tippins & Stroh, 1993), increased
productivity (Duxbury & Haines, 1991; Tippins & Stroh, 1993; Vega & Gilbert, 1997),
and more favorable employee attitudes regarding both job and coworkers (Tippins &
Stroh, 1993), :

Work-Family Conflict

Role conflict theory suggests that participation in one role makes it difficult to
participate simultaneously in an additional role because of the potentially conflict-
ing expectations from these different roles (Kahn, Wolfe, Quinn, Snoek, &
Rosenthal, 1964). Mitchell (1968) describes role conflict as an “incompatibility
between performing certain prescriptions of one of [an individual’s] roles and carry-
ing out those of another of [that same individual’s] roles” (p. 151). Work—family
conflict is a form of role conflict in which the demands of one role (e.g., that of
worker) interfere with the demands of another role (e.g., that of family member).
Greenhaus and Beutell (1985) define work~family conflict as the degree to which
“role pressures from the work and nonwork domains’ are incompatible in some
respect” (p. 77). Work—family conflict can often carry additional weight when com-
pared with other forms of role conflict, because family and work are often consid-
ered a person’s most important domains (Rane & McBride, 2000; Wadsworth &
Owens, 2007). Recent research in this area has found work—family conflict to be
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directional, with both work-to-family conflict and family-to-work conflict (Carlson, . -
Kacmar, & Williams, 2000; Frone, Russell, & Cooper; 1992; NetemeYéf, Boles, &
McMurrian, 1996; Wadsworth & Owens, 2007). B .

- Previous research has shown that work—family conflict is related to decreased
productivity, absenteeism, and turnover (Glass & Estes, 1997), increased psycho-
logical distress (Frone et al., 1992), and life stress (Parasuraman, Greenhaus, &
Granrose, 1992). Each of these outcomes can be detrimental not only to indi\fidi:als .
but also to organizations. In the current study, we look at the relationship between -

the compressed workweek schedule and the levels of work—family conflict experi- -
enced, both work-to-family conflict and family-to-work conflict. -

. Job Satisfaction

Satisfaction has been researched and studied extensively in many fields. A mea-
sure of job satisfaction is often included in studies within the field of management-
and organizational behavior. Previous research has shown a negative relationship
between job satisfaction and tumover intentions (Busch, Fallan, & Pettersen, 1998; -
Trevor, 2001) and between job satisfaction and absenteeism (Busch et al., 1998).
In addition, Judge, Heller, and Mount (2002) found a strong positive relationship
between job satisfaction and job performance. Lambert, Kass, Piotrowski, and
Vodanovich (2006) found a significant positive relationship between job satisfaction
and organizational commitment. Kossek and Ozeki (1998) found a negative rela-
tionship between work—family conflict and job satisfaction. The current study will
consider this relationship but will also include the relationship between the com-
pressed workweek and job satisfaction. :

Method

Data for this study were collected from a small growing community in the West,
This city has a current population of nearly 30,000, having increased in population
by more than 170% since 1990. As the city has grown rapidly, many service deliv-
ery issues have arisen. The city provides a full range of urban services, including
garbage collection, pressurized irrigation, cable television, and high-speed Internet
service. In an effort to enhance service delivery and minimize costs, the city adopted
a modified work schedule in 2003 for some departments. Employees who are on the
compressed workweek schedule generally work Monday through Thursday, 7:30
a.m. to 6:00 p.m., with offices closed on Fridays.

This research uses data from an employee survey to explore the impact of alter-
native work schedules on other issues, ranging from work-family issues to percep-
tions of employee productivity and job satisfaction. Surveys were administered to
employees in their place of work. Survey packets were prepared by the research
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Table 1 _ :
. Descriptive Statistics for Survey Respondents

Variable Frequency (%) - Mean

- Corfipensation Hourly: 62.8 -
’ : Salary: 37.2
Work status Full-time: 83.3
Part-timie; 16.7 -
. Marita} status. . - Single: 7.7
' Married: 89.2
] . Divorced: 3.1
"Number of dependents at home ' 0:5.2 2.8
' : 1-2: 40.5 - '
3-4:39.7
5-7:14.7
Ethnicity White: 96,2
. ‘ Minority: 3.8 .
Age . ' 20-29: 21.1 . 39.5 years
' 30-39: 30.5
40-49: 23.4
: 50-66: 25.0
Gender Male: 73.5
o . Female: 26.5
Length of service to date 5 years or less: 45.] 9.4 years
' ' 610 years: 28.7 :
11-15 years: 6.6
16-20 years: 8.2
21-33 yearsi 11,5

tearn and distributed to department heads at their weekly meeting. A disclaimer that
clearly indicated that participation was completely voluntary was included in the
survey materials. The department heads then distributed the survey to employees,
who were given work time to complete the 30-item survey instrument. Employees
placed their completed survey in an envelope, which was then returned to the
research team. Completed and usable surveys were received from 132 full-time and
part-time employees. The response rate from full-time employees was 76%. Table 1
presents basic descriptive statistics for survey respondents. It should be noted that
the ethnicity statistics are similar to the ethnicity for the general population of the
city. According to the 2000 U.S. Census, 95.5% of the population is White, and 4.5%
is minority.

One purpose of this research note is to discover if employees on the alternative
4/10 work schedule experience different levels of work—family conflict and job
satisfaction than those who are on a more traditional work schedule. The following
section explores whether statistically significant and meaningful differences exist
among employees, specifically comparing employees who work the 4/10 workweek
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with all other émployees. For each variable of interest, we discuss the general find-
ings and then include a comparison between the 4/10 and non-4/10 employees.

4/10 Workweek Experience

Because ihe impetus of the data collection focused on the experience with the alter-

native work schedule, we asked several questions about the employees’ experiences with

the 4/10 workweek, Sixty percent of responding employees indicated they work a 4/10
schedule. Eighty-five percent of respondents (85.3%) indicated that they work the same
., number of hours as they had when working the traditional workweek, whereas 5.2% of
‘employees reported working more and 9.5% reported working fewer hours. All employees
were asked to evaluate their experience with the 4/10' workweek.

More than three fourths of responding employees reported a positive experience
with the 4/10 workweek (62.8% strongly agreed and 15.7% agreed). More than 60%
of employees reported that they agreed (15.8%) or strongly agreed (46.7%) that, as
a result of the 4/10 workweek, they were more productive at their job. Few employees
reported that they had experienced inefficiencies because of other coworkers’ not
being available on Fridays (11.5% agreed or strongly agreed). Employees reported
fairly strong agreement that citizen access had improved (63.9% agreed or strongly
agreed). Finally, very few employees reported that childcare arrangements were
more difficult under the 4/10 workweek (2.7% agreed or strongly agreed).

Differences between 4/10s and non-4/10s. We asked all employees several questions
about their experiences with the alternative work schedule. This was important to gauge
whether the 4/10 schedule created problems for those employees who were not work-
ing the 4/10. First, we asked employees whether the 4/10 workweek changed the
number of hours they work, Only 2 (1.7%) of those not working 4/10s reported that they
now have to work more hours; none reported working fewer hours. For employees on
the 4/10 schedule, 15 (14.1%) reported that their work hours had changed, with 4
(3.5%) working more hours and 11 (9.6%) working fewer hours.

Employees were then asked five different questions about their experience with
the 4/10 workweek (see Table 2). Overwhelmingly, employees working the 4/10 had
strong positive experiences with the 4/10 schedule. Employees not working the 4/10
had slightly positive experiences with the schedule. Overall, 4/10 employees per-
ceived that they were more productive at their jobs as a result of the 4/10; non-4/10
employees, however, were neutral about how their individual productivity related to
the 4/10 workweek. Nearly all 4/10 employees disagreed that they experienced inef-
ficiencies as a result of colleagues being gone on Fridays. Interestingly, non-4/10
employees were neutral about inefficiencies. The Jargest difference between employees’
perceptions relates to citizen access. Employees on the 4/10 schedule perceived that
citizen access improved as a result of the 4/10, whereas non-4/10 employees felt
neutral about citizen access. Finally, one might conclude that the 4/10 workweek
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Table 2
4/10 Experiences: ¢ Test for Differences

4/10 Employee Non-4/10 Employee Sig.

4/10 experience positive 4.7 3.5 .000
As a result of 4/10, I am mere productive 4.4 30 000
As a result of 4/10, experience inefficiencies 1.5 2.8 - .000
4/10 improved citizen access 4.4 3.0 0060
Childcare under 4/10 more difficult 1.8 2.6 -.000

Note: Varjables based on a ] to § Likert-type scale with 1 = strongly disagree and 5 = strongly agree.

would create additional childcare challenges. However, employees working the 4/10
did not perceive this challenge. Perhaps more interesting is that non-4/10 employees
perceived that childcare would be a more significant challenge.! As illustrated by
these findings, it is clear that employees working the 4/10 reported very positive
experiences with the 4/10 schedule and its impact on their jobs.

Job Satisfaction

Overall, employees reported extremely high levels of satisfaction with their jobs.
Ninety-five percent of responding employees strongly agreed (63.8%) or agreed
(31.5%) that they were satisfied with their jobs. When asked if they liked working for
the city, slightly more respondents indicated that they agreed (27.5%) or strongly
agreed (67.9%) than when asked about general job satisfaction. Employee satisfaction
with pay and benefits was much lower though still quite positive. Slightly less than two
thirds of employees (64.9%) reported that they agreed or strongly agreed that they
were satisfied with their pay and benefits. However, that lower level of satisfaction

. does not translate into employees’ wanting to leave their employment with the city.
Slightly more than four fifths (80.9%) of responding employees disagreed or strongly
disagreed that they intended to look for another job outside of the city in the next year.
Using the four variables mentioned, we created the job satisfaction scale shown in
Table 3 (intention to Jook for another job was reverse coded). The combined scale had
a modest but reasonable alpha score (.667). High scores on the scale indicate high
levels of job satisfaction as measured by four independent variables.

Differences between 4/10s and non-4/10s. Of the four satisfaction variables we
explored, only the question [ like working for the city” demonstrated statistical dif-
ferences (see Table 3). The overall job satisfaction scale approaches a statistically
significant difference at p = .077. In general, employees working the 4/10 reported
higher levels of satisfaction than their peers who were not working 4/10s, though not
at statistically significant levels. Employees working the 4/10 reported that they were
less likely to look for another job in the next year, although this difference was not
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Table 3 ) )
Job Satisfaction: ¢ Test for Differences

4/10 Employee ) Non-4/10 Employee Sig.

Job satisfaction scale 17.6 t 16.8 077
Satisfied with: job 4.6 ' 4.5 - 363
Intend to look for another job 1.5 : 19 076
Satisfied with pay and benefits 37 36 554

I like working for the city .47 . 44. . 013

: Note': Variables based on a 1 to 5 Likert-type scale with 1 = strongly disagree and § = strongly agree.

Table 4
- Work-Family Balance: ¢ Test for Differences

4/10 Employee  Non-4/10 Employee  Sig,

Work-to-family conflict scale 63 8.2 000

Come home too tired . 2.2 2.7 0035
Work takes away from personal interests 2.1 2.6 013
Work takes time I'd like to spend with family/friends 2.0 3.0 . 000
Family-to-work conflict scale 4.7 . 538 - .004
Too tired at work because of home ) 2.0 2.0 859
Personal demands take away from work 1.6 2.0 .006
Personal life takes up time I'd like to spend at work 1.6 1.7 R 1

Note: Variables basedona 1 t0 5 Likert-type scale with 1 = strongly disagree and 5 = strongly agree.

statistically significant at p = .076. The other two variables, general Job satisfaction
and satisfaction with pay and benefits, did not approach any statistically significant
difference, even though 4/10 employees reported higher levels of satisfaction on
both measures. Accordingly, although 4/10 employees reported higher levels of sat-
isfaction on all four job satisfaction measures, only the measure of satisfaction of
working for the city was statistically significant.

Work-Family Conflict

The six items in the work—family conflict scales were taken from Gutek, Searle,
and Klepa (1991)—three items each for work-to-family conflict and family-to-work
conflict (see Table 4). Cronbach’s alpha for the two scales are .77 and .86, which are
well within accepted riorms for reliability. High scores on these scales indicate hj gh
levels of conflict between work and family or personal demands.

A significant source of conflict for individuals comes from the impact of work on
family issues. However, only 13% (13.2%) agreed or strongly agreed that they were
too tired when they came home. Slightly fewer (12.5%) agreed or strongly agreed
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that they had so much work that it took away from their personal interests. Nearly
18% .(17.8%) agreed or strongly agreed that work takes up time that they would like
to spend with family/friends. L

The other source of conflict we examined is family-to-work conflict. Only 3%
agreed or strongly agreed that they were too tired at work because of activities they have
to do at home, Slightly fewer employees (2.3%) indicated agreement or strong agree-
ment that their personal demands were so great that they took away from work. Finally,
only one respondent agreed and none strongly agreed that their personal life took up
time that they would like to spend at work. Family-to-work conflict, although reported
* with less frequency by our respondents, is still an important source of role conflict.

. Differences between 4/10s and non-4/10s. For each variable examined, with the
exception of being too tired at work because of home, employees working the 4/10
schedule reported lower levels of work—family conflict. The differences were statis-
tically significant for four of the six variables examined, as shown in Table 4.
Additionally, the two scales for work-to~family conflict and family-to-work conflict
both demonstrate significant differences between 4/10 and non-4/10 employees,
with non-4/10 employees reporting higher levels of work—family conflict,

Multivariate Analysis

What impact do any of these differences hold? We used ordinary least squares
(OLS) regression to examine the relationships among variables on the job satisfac-
tion and the two work—family conflict scales. The previous analysis suggests that
those employees on the 4/10 workweek differed from non-4/10 workweek employees
on some measures of job satisfaction and the two work—family conflict scales. How
do other. factors influence these variables? This section uses OLS multivariate
regression to explore the impact of work schedule, compensation structure (salaried
vs. hourly employees), tenure with the city, and the number of dependents at home
on each of these scales. :

The job satisfaction model explains very little of the variance using the variables
displayed in Table 5. Notably, the overall model only approaches significance. The
only individual variable to approach any significant influence is the family-to-work

- conflict scale (p = .072). When holding constant the other features, this suggests that
employees with low levels of family-to-work conflict will perceive high levels of job
satisfaction. However, because the model is not significant, we cannot express any
confidence in these relationships. Next, we explore the two work—family conflict
models to see if any organizationally controllable or individual factors influence
work—family conflict.

To explore this issue, we modeled the two work~family conflict scales using the
same set of variables and included job satisfaction (see Tables 6 and 7). The overall
model for work-to-family conflict is statistically significant, explaining about 21%
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Table 5
Regression Analysis: Dependent Variable—Job Satisfaction Scale
Independent Variables B SE'B B o Sig.
(Constant) 20.026 1.642 000
4/10 work schedule 0.28 0.557 057 617
Work-to-family conflict . —0.152 0.106 =171 © 157
Family-to-work conflict -0.242 0.133 -.208 : \072
Compensation structure - 0.302 0:539- - -.063 - - - . 577
Tenuwre with city 0.031 0.035 112 ' 377
Number of dependents 0.014 0.16 . 009 931
Age -0.023 0.028 -.103 412

Note: B =.125, Adj. R?= .05 (F = 1.672, p = .127).

Table 6 ' .
Regression Analysis: Dependent Variable—Work-to-Family Conflict Scale

Independent Variables B SEB B Sig.
 (Constant) 9.313 2.634 001
4/10 work schedule -1.311 0.554 -.238 ) 020
Family-to-work conflict 0.382 0.132 291 005
Job Satisfaction , -0.16 0.112 —.142 157
Compensation structure 1.027 0.542 192 062
Tenure with city ' 0.045 0.036 146 206
Number of dependents 0.049 0.165 .029 765
Age -0.039 0.029 -.153 179

Note: R? = 272, Adj. R*= 21 (F = 4.386, p = .000).

of the variation in work-to-family conflict. Specifically, two variables are significant,
and one approaches significance. Holding other factors constant, employees work-
ing the 4/10 work schedule exhibit lower levels of work-to-family conflict (p =.020).
Also, employees with higher levels of family-to-work conflict exhibit higher levels
of work-to-family conflict (p = .005). The variable approaching statistical signifi-
cance is compensation structure, with employees who are $alaried demonstrating
higher levels of work-to-family conflict (p = .062). Interestingly, other variables,
such as job satisfaction, the number of dependents at home, the length. of time
employed with the city, and the employee’s age, did not exhibit a significant influ-
ence on work-to-family conflict.

The final model explores family-to-work conflict (see Table 7). This model
explains 14% of the variation in family-to-work conflict. Only one variable is sig-
nificant, work-to-family conflict (p = .005), and only one approaches significance,
job satisfaction (p = .072). Holding other factors constant, employees with higher
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S Table 7 :
Regression Analysis: Dependent Variable—Family-to-Work Conflict Scale
Independent Variables B SEB i " Sig.
(Constant) 7.235 2101 ‘ 001
4/10 work schedule -0.414 0453 ~.098 : J64
Wofk—tb-family conflict 0.241 0.084 317 .005
Job satisfaction =0.161 0.088 —188 072
."Compensation structure - - —-0.524 0.437 =129 234
“Tenure with city -0,005 0.029 -.022 857
" Number of dependents -0.009 0.131 =007 944

Age i ~0.012 0.023 ~.059 619 .

Note: R2= 207, Adj. R*= .14 (F = 3.066, p = .006),

levels of work-to-family conflict will exhibit higher levels of family-to-work con-
flict, a mutually reinforcin g set of stressors. Additionally, employees with hi gh levels
of job satisfaction appear to be less likely to have high levels of family-to-work con-
flict. Other variables, such as age, the number of dependents, or tenure with the city,
do not have a significant influence on family-to-work conflict. -

Conclusion

What are the implications of this study? First, the exercise of critically exploring
employee responses to changes in management practices is profitable both from a
practical and from an academic perspective. It is important for organizations to
assess the benefits and potential costs of changes as they are made in the organiza-
tion, particularly in light of future decisions. As alternative work arrangements
increase in popularity and usage in the workplace, the impact of these programs
should be evaluated. Are these programs meeting the expected benefits for the
employees and the organization?

Second, there are lessons that can be learned from assessing employee perceptions

* of the 4/10 workweek. It appears, for example, that employees working the 4/10 work-
week experience lower levels of work-family conflict than their counterparts who are
working other schedules in the city. Given the relationship between both directions of
work—family conflict, this finding clearly influences the productivity and satisfaction of
employees. This is especially important as high levels of work—family conflict are
related to decreased productivity, absenteeism, and tumover (Glass & Estes, 1997), all
significantly negative outcomes for any organization. It should be noted that the rela-
tionship between the 4/10 workweek and work-to-family conflict is stronger than
between the 4/10 workweek and family-to-work conflict. This finding is similar to
previous research on the use of two forms of altemative work arrangements, namely
flextime and flexplace (Shockley & Allen, 2007).
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This research is one of a limited group looking at the impact of a compressed
workweek on work—family conflict and job satisfaction. In particular, there is little
research on this topic in the public sector domain. In addition, the study includes
both directions of work—family conflict, namely work-to-family and family-to-work
conflict. The generalizability of the current study is limited, because of the use of
employees of only one city. Although this is acceptable for exploratory research,
future studies would benefit from multiple workplace settings,

We understand that. employees on a compressed workweek schedule experience
' lower levels of work—family conflict, but further research is needed to understand
" why that relationship exists. What is it about the compressed workweek schedule
‘that leads to lower levels of work—family conflict? In addition, further research on
alternative work schedules would help us better understand the relationship between
work-to-family conflict and family-to-work conflict and how organizationally con-
trollable factors affect these issues. Another avenue of future research would be to
- study levels of customer/client satisfaction with alternative work schedules. Clearly,
there are benefits of alternative work schedules for the employees, but are the needs
of the citizens (who serve as customer/clients in the public sector) being met?

We believe this brief analysis is one step in the right direction to understanding one
controllable factor and its influence on work—family conflict and job satisfaction.”

Note

- 1. There was a very small negative nonstatistically significant correlation between childcare responses and
the number of children at home (r=-.75). Additionally, there was no statistical difference between the child-
care responses of male and female employees or married and unmarried (either single or divorced) employees.
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Alternative Schedule Work Survey

Employee:Survey

In June 2008, staff sent-out an informal, Adternative Work Schediile Eniployee Strvey to
current-employees to detepmine their opinion o cenverting to a 4 -‘,d_t_t-yréompi:@ssed work
. ‘week. County offices. weuld' be closed one (1) day during the regular ‘workweek.
Approxiniately seventy-one (71%) pércent 61'583 auit of 817 Board émplayess responded
to the survey. A summary of thessuivey restlts afe-outlified as.folloiws:

* 86%of the-employees respendingfo e survey were either stromgly ‘Supportive;
suppertive.orsomewhat suppottiveof the County converting to:a, i0hour day/4.
days. per week wotk weak. Only 9% were not:5uphoftive.

o 75% of respondents indigated thata 4 day, 40 hour work week would benefit
- them and:81% feltthay it would assistthem in reducing travel to work and the.
ameurit-of fuelused intheir personal vehiclessweekly..

»  88%. of tespenderits indicated that they would be dble to werk a-schedtile-of 10
hours perday/4 days:per week:and 1094 could not.

* 75%of respandents would prefertorwork 10 =h@u;,s.pcr d_‘gym days per week and

E9%0f respendents would prefer to:maintain their current:-wark schedtile.

* 68%of Fespondents Wauld:-fot havesany faniily/personal. {ssués which Would
prevent thém frorsi workitig 10 hourg perday/4 days per-week, however 1354
would experience problems with child pick up/drop off,

o 88%.of Tespondents did.nat feel that a4 day, 32 hour work week would ‘behefit

thiem and enly 7% felt that it weuld'benefit them..

4 60%of respehderts, i-'f'ag‘iivgn. achalcs; wotlld prefer that County offices.areclosed
on Friday, 35%. weuld prefér Moriday.

Qverall, emplayees seemed to be positive abent changing to a 4.day compressed worpk
weél, '
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Employee Alternative Work Schedule Survez ,-

]ﬁlﬂl__Divisiorls__

1. How supportive are you with the County converting to a 10 hour day/4 days per week work week?
18 - No Opinion
54 - Not Supportive
86 - Somewhat Supportive
112 -Supportive
301 -Strongly Supportive
12 - Didn't Answer
2, Would a 4 day, 40 hour work week benefit you?
463 -Yes
110 -No
10 - Didn't Answer

If yes, please check how:
392 -Reduced fuel costs
331 -More personal time
67 - Reduced child care costs -
282 -More time with family
54 - Other:
Click here to View Responses
3. Would a 4 day, 32 hour work week benefit you? (regular gross pay reduced from 40 hours per week
to 32 hours per week)
46 - Yes
514 -No
23 - Didn't Answer

If yes, please check how:
34 -Reduced fuel costs
33 -More personal time
5 - Reduced child care costs
22 -More time with family
14 -Other:
Click here to Vlew Responses
4. Would the 4 day compressed workweek assist you in reducing travel to work and reduce the
amount of fuel in your personal vehicle used weekly?
470 -Yes
96 - No
17 - Didn't Answer
3. Can you work a schedule of 10 hours per day/4 days per week?
512 -Yes
61 - No
10 - Didn't Answer
6. What family/personal issues do you have which would prevent you from working 10 hours per
day/4 days per week:
398 -None
71 - Child pick up/drop off
S- Elder parent or relative pick up/drop off
5- Medical Appointments (self or family) ' 6

htto://intra/hr/altworksurvev/results/summarv_asn ' fiAntA
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28 - Sports Team Activities (self or children)

7- Volunteer/Mentor Activities Attachment #, /

32 - Church, Civic group or other meetings/activities A tes )
17 - Education/School Page of i2)
45 - Other:

Click here to View Responses
7. If you had a choice, which work schedule would you prefer:
437 -10 hours per day/4 days per week with a 3 day weekend.
17 - 8 hours per day/4 days per week with a 3 day weekend.
(regular gross pay would be reduced from 40 hours per week to 32 hours per week)
112 -Maintain current work schedule and days
17 - Didn't Answer
8. If you had a choice, which day of the week would you prefer County offices to be closed?
205 -Monday
353 -Friday
25 - Didn't Answer
9. What time do you normally begin work each day?

1 -Before 6:00 AM  91-7:30 AM  9-9:30 AM

3-6:00 AM 164 -8:00 AM  4-10:00 AM
11-6:30 AM 36 -8:30 AM 13 -After 10:00 AM
- 175-7:00 AM 64 -9:00 AM 12 -Didn't Answer

10. What time do your normally leave work each day?

7 -Before 3:00 PM 159 -5:00 PM 0 -7:30 PM

1-3:00 PM 146 -5:30 PM 6 -8:00 PM

24 -3:30 PM 77 -6:00 PM 12 -After 8:00 PM
51 -4:00 PM 15-6:30 PM

64 -4:30 PM 8 -7:00 PM 13 -Didn't Answer

11. How frequently do you have to stay at work after hours (after 5:00pm or after your shift was
scheduled to end)
89 - Not Applicable
283 -Rarely
161 -Weekly
36 - Monthly
14 - Didn't Answer
12. How many miles is it from your home to your work site/office (one-way)?

0-6 10 ~51 20-23 30-19 40-6 50-4 60-0 70-0

1-14 11-9 21-1 31t 41-1 51-0 61-0 Over70-1

2-19 12-36 22-7 32-5 42-2 52-0 62-0

3-32 13-15 23-8 33-0 43-0 53-0 63-0 Didn't Answer-16

4-23 14 -14 24 -7 34-2 44.-0 54 -0 64 -0

5-34 15-34 25-22 35-1 45-2 55-1 65-0

6 -27 16-9 26-7 36-1 46-0 56-0 66-0

7-38 17 -11 27-4 37-0 47-0 57 -0 67 -0

8-31 18-12 28-7 38-0 48-2 58-0 68 -0

9-16 19-2 29-0 39-0 49-0 59-0 69-0 6

13. What division are you in?
35 -County Administration (also includes Commission Aides, Support Services, PIO, Intergovernmental
Affairs, OMB, HR)

http://intra/hr/altworksurvey/results/summary.asp - 6/3/2010
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7 -Tourist Development

9 -County Attorney

59 -Management Services (also includes Support Services, MIS, GIS)
42 -Facilities Management

13 -Probation '

11 -PreTrial Release

10 -Purchasing & M/WSBE (also includes Warehouse)

10 -Cooperative Extension ‘

5 -EMS

86 -Library Services

59 -Growth and Environmental Management
19 -Planning Department

6 -Animal Control

30 -Public Works Engineering
9 -Fleet Management

15 -Mosquito & Stormwater

85 -Public Works Operations
27 -Solid Waste

22 -Park & Recreation

3 -Public Works Administration
10 -Didn't Answer

11 -Health & Human Services (also includes Veterans, Housing, lSocial Services & Volunteer Center)

Page 3 of 3
Attachments |
age "
Pag J.Lof_____fh_
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Back to Main Menu

JAll Divisions
Question 2 Question 3 Question 6

How would a 4 day, 40 hour work week benefit you?

More time to take care of housework, lawn care, ete, Also, the opportunity to take mini-vacations.

View This Survey

I currently spend $16.00 per day in fuel cost commuting to and from work. This would be a great personal
savings as well as savings for the County in reducing electric/fuel/and maintanence costs,

View This Survey

I could schedule all appointments on that day off so I would not have to take any time off from work, unless I am
sick,

View This Survey

ability to use day of for appointments that would normally require tome off from work.

View This Survey

Would prefer 4 day, 36 hour work week.

View This sSurvey

Take care of personal business that is hard to do during the week on a 1 hr lunch break.

View This Survey

Opportunity for second or part time job. _ 6

http://intra/hr/altworksurvey/results/comments.asp‘?comments=02Comments £irmnta
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View This Surve Page ?zf% of }S '

Reduces Leave (Annual' + Sick)taken for Dr.'s Appointments,and miscelianeous appointments during the work
week. So far, attempts to schedule appointments after my shift ends (7:00AM to 4:00PM)has not been Very
successful,

View This Survey

Volunteer time part time job

View This Survey

This would give us a day to take care of personal business and appointments that we normally have to take
annual leave for.

View This Survey

leaving a business work week day off to conduct personal business (banking, bill paying, and appointments

View This Survey

Less time taking off work for medical appointments and personal appointments duting working hours. I'm in
favor of working 7:00 AM - 5:30 PM with a 30 minute lunch like Public Works does,

View This Survey

REDUCE WEAR AND TEAR ON VEHICLE.

View This Survey

I'm not certain if I would qualify for a change in work hours being senior mgmt status, but is the option of
telecommuting being considered? Work at the office four days and work from home one day.

View This Survey

P N

hitp://intra/hr/altworksurvey/results/comments.asn?ecommente=0? Cammanta
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Please do not let a few staff members personal reasons for not changing stop what is good for the county and
most individuals. Thank you

View This Survey

Would be able to make appointments on day off, instead of through the work week.

View This Survey

More time to relax and alleviate stress in order to get ready for the next work week.

View This Survey

It takes me 45 minutes to arrive at my office every morning. My son's before school program does not open until
7:00 a.m. and they close promptly at 6:00 p.m.--with late fees for every minute after 6:00 p.m. There isno
possible way I could get to work by 7:00 and leave work in time to pick up my child by 6:00 p.m.

View This Survey

The county would be helping reduce CO2 emissions by not operating its fieet on Fridays and from the X number
of employees not making the additional Jjourney to work that one extra day. Additional savings would be created
with the decreased amount of utility consumption with county buildings not operating that day. One day off per
week would save me (based on the type of vehicle I drive and miles per gallon used), based on my trip to
daycare and journey to work, approximately $3.73 that one day off (in fuel savings) which would equate to
$14.92 a month...

View This Survey

CAN ARRANGE DOCTORS APPOITMENT AND OTHER APPOINTS ON DAY OFF INSTEAD OF USING
SICK OR ANNUAL TIME.

View This Survey

i would have more time to devote to community service activites. and less travel time due to less traffic at these
hours. - :

B
View This Survey

http://intra/hr/altworksurvey/results/comments.asp?comments=02Comments cirmnin
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Can get more work done in the field with a longer day

View This Survey

I may actually be able to use annual leave for rest, recuperation, and spending time with family instead of
appointments (i.e. termite inspection, air conditioning maintenance, other personal business,or house
maintenance and repairs).

View This Survey

none of the above

View This Survey - - _ ‘

I'm doing 4 day 10 hours

View This Survey

7:00 am to 5:30 pm 1/2 lunch break 2-15 min breaks

View This Survey

already doing

View This Survey

This is a great Idea and should be applied across the board.

View This Survey

Less overhead costs to my program.

View Thi_s Survey

6
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Astachment#______~
Page X of N

An all around saving for everyone!

View This Survey

Car Pooling would become an option if Mondays were the day off.

View This Survey

Less tired. I currently work 8 days in a row, have a single day off, work 2 days and have 3 days off,

View This Survey

I am already on the 10 hour work day and it does help in all of the above,

View This Survey

IESS STRESS

View This Survey

40 hour work week would be hard to adjusted being that my job is shift work.

View This Survey

I think we would spend one day recovering, and then maybe more driving?

View This Survey

'm not sure how it benefit the Library because we are open for the Public and we want to make it convenient for
the public and Staff. So if the hours are from 7-6 how will this benefit the public - Library and branches. Our
Schedules varies so we may come in at 9 am - 6 or we may work at 11 am and leave at 8 pm

View This Survey

6
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Fridays would allow me to attend Saturday personal workshops out of town without taking a personal day off.

View This Survey

I'am enrolled in Grad school and hence need more time for studying.

View This Survey

I would like a 4-day, 40-hr work week personally. However, as a library employee and manager, | work
occasional Saturdays and evenings. Working 4 days and 40 hours consistently would be difficult for me, Also, I
live only 2.5 miles from the main library so fuel costs aren't such a big consideration.

View This Survey

I am a 20-hour employee. I would vote for a 4-day week that was: Tuesday, Wed., Thurs., Fri.

View This Survey

One less day that I have to sce Alan Rosenzweig!

View This Survey

I already work four day:_s a week.

View This Survey

No fuel savings because [ live only 1/2 mile from work, so T walk to and from work everyday,

View This Survey

Less stress, health benefit

Yiew This Survey

http://intra/hr/altworksurvey/results/comments.asp?comments=02Commante kbl
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However, child care becomes a problem. 36 hror a 4 day /9 hr day is workable,

View This Survey

I would even be in favor of two 15 hour days and a 10 hr day I have to travel 50 miles one way per day and
paying 130.00 per week for gas

View This Survey

3 DAY WEEKENDS ARE GREAT.LIKE HAVING A MINI VACATION EVERY WEEK PLUS I SET ALL
DR. APPOIMENTS ON MY DAY OFF

View This Survey

Would not have to bear personal work expense 1-day a week (bath,clothes,etc)

View This Survey

Task effiuency- move hrs consective to spen on a project,

View This Survey

While it will not offer me any fuel savings {my wife and [ commute together a few days each week, but the
change in hours of operation will make it impractical), it will provde me time without distractions to complete
publications and other project in a quiet environment.

View This Survey

Right now I work 2-ten hour days, 2-eight hour days and 1-4 hour day, and the new schedule would allow me to
have a more regular routine. I am anxiously waiting to hear the decision whether we will be changing or not. I
think it would be a positive move for the County.

View This Survey

the cockeyed greenhouse gas foolishness has nothing to do with my decision 8

http://intra/hr/altworksurvey/results/comments.asp?comments=02Commente cinnnn
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. Adechment #
View This Survey | Page 70 _of ST]

already work 4 day

View This Survey

Already work a four day work week

View This Survey

improved morale and reduced stress

View This Survey

It would actually increase costs. My child would have to begin to participate in the Before School Program at an
additional $80 a month. The earliest this program begins is 7:00 a.m. His school begins at 8:35 a.m. This
expense is in addition to the expense of the After School Program of $145 a month - which I already use (and my
child has to be picked up by 6:00 p.m.). So I think this would offset any savings in fuel I might have by not
coming in one day a week. These programs are the Leon County "Before School" and "Extended Day Care" or
After School Program. The costs are pretty much the same within $5 to 10$ a month from school to school for
all Elementary schools in Leon County.

View This Survey

It will reduce the cost of fuel, allow me to have a day for personal priorities such as doctor/ dental appointments
without having to take a day from business hours and allow me to spend more quality and not rushed time with
family and friends.

View This Survey

When I have to change to driving my vehicle instead of the County vehicle home, it will cost me less.

View This Survey

unsure, possibly more personal time

Yiew This Survey ' , b
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I all ready work 4-10's

View This Survey

Comments; As an Aide for over 9 years, I have found that my working hours are spread over 7 days per week
and not restricted to 8 AM - 5 PM. We serve at the pleasure of our individual commissioners. I work over haif
my hours from home, with Commissioner Rackleff's permission and encouragement. This reduces my energy
costs, though that was not the original objective, I will continue to work all 7 days, regardless of whether this
measure passes or not, I will still need to aceess my office in the courthouse, even if the HVAC is off on one day
per week, as I have done in the past, on weeknights and weekends.

Yiew Thig Survey

How would this change affect part time or 20hour week?

View This Survey

If employees were allowed to work from home one day of the week that would assist with the cost that it takes to
run the county. Additionally, it would not be totally effective unless the other governmental agencies were on
board with doing the same thing. A four day work week would not keep employees at home and off the road, it
only increase the number of citizens hanging out in town, shopping, running errands, etc. during the day. Traffic
on the weekend is often times worse than weekdays because everyone is out around the same time of the day.
Regardless of the situation with the high price of gas and electricity, the bottom line is that many people really
don't care and will continue to do what we have always done, complain about it, but continue to spend money.

View This Survey

Days to take care bizz

View This Survey

Why not let each department be in charge of there own schedules. It does not serve well the citizens if all offices
are closed on Friday. This could be addressed by each department staying open the entire week, but having split
staff on 4 day work weeks(mon-thur and tues-fri)

View This Survey

66 Record(s) Listed 8
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Back to Main Menu

{AII Divisions ] ]
Question 2 Question 3 Question 6

How would a 4 day, 32 hour work week benefit you?
(regular gross pay reduced from 40 hours per week to 32 hours per week)

It would reduce my pay!

View This Survey

Would prefer 4 day, 36 hour work week.

View This Survey

I could not afford to lose 8 hours pay a week.That would be 32 hours a month. That would be over 300.00 a
month. Who could afford this?

View This Survey

same comment as #4.

View This Survey

I already work two days per week just to pay for the gas to come to work. When I figure that out a few weeks
ago, I was quite depressed. While reduced hours would result in a lower paycheck, it might not be so bad if I
didn't have to drive out here every day. Would the county consider telecommuting or alternative office sites?
Since my work laptop is setup to do everything I do at work (check email, access to g drive, web updates, etc.), I
could easily set up at home or at a nearby, un-occupied office/space in a branch library,

View This Survey

Need 40 hours

View This Survey

http://intra/hr/altworksurvey/results/comments.asp?comments=03Comments&al3= RI2A0n
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This would be a good option during certain life events such as needed family or personal care. While my
finances are not set up to handle this at this time, the option would be desirable.

View This Survey

Cannot afford the reduction in pay.

View This Survey

How about working 8 hour days/4 days per week and 1/ 8 hour day telecommuting

View This Survey

1 could not afford that change in my budget.

View This Survey

Not sure, need the money, like the personal time, but may spend it driving around doing errands.

View This Survey

As a part time employee do not feel justified in answering these questions as they would not impact me as they
would full time staff..as a part timer [ would prefer 4 five hour days as opposed to 5 four hour days. The impact
of these changes are very much 'stage of life' and economic issues that could adversely affect family life..on the
other hand I like the option of a 32 hr work week as opposed to just the 20 or 40 choice currently available..and
on the other third hand feel that library services and hours are doubly important in economically tight times to
the public and should be available as much as possible.

View This Survey

Cant't afford the reduction in pay but seems a good option for those who can!

View This Survey

Yes, but to restate number 2, a 36 hr work week is a better option. §

http://intra/hr/altworksurvey/results/comments.asp?comments=Q3Comments&al 3= /312010
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Anachment #
View This Survey Pagrj? of .2 ]

But will result in less pay....(?)

View This Survey

reduce pay bad but will be good for child care hrs& my education

Yiew This Survey

I don't believe I could afford the cut in pay and the extra expenses that I would have with medical for myself and
my child in my employee monthly contribution costs, co-pays of prescriptions and co-pays for office visits.
Therefore I would try and work the 4/10 hour days.

View This Survey

Has a 4 day-9 hour work day been considered? Parents could alternate pick-up and drop-off with kids and only
lose 4 hours per week of pay? I will have to alter pick-up of my granddaughter to once a week only on Monday.

View This Survey

unsure

View This Survey

part time 20 hour week?

View This Survey

No, but a discounted or free StarMetro pass would be a progressive idea that actually would reduce travel cost
and green house gas emissions.

View This Survey

21 Record(s) Listed ' S
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Back to Main Menu

|All Divisions ] |
Question 2 Question 3 Question 6

What family/personal issues do you have which would
prevent you from working 10 hours per day/4 days per week?

Weekly civic organization meeting ends at 8 AM. I will be President next year.

View This Survey

I have a daughter currently in a preschool that does not take children until 7:45 a.m. Pick up time is preferred by
5:15 p.m. but no later than 5:30 p.m. I CANNOT work a 10-hour work day nor can I afford to take a paycut.
This schedule would pose a threat to my livelihood as well as what [ feel is in the best interest of my daughter, I
strongly oppose this proposition. '

View This Survey

I think that the library employees should have a choice of 4 or § days a week since we will not just be open 4
days. I also think that since we are different..,perhaps we could have scedules between 7am and closing for those
of us not in public service areas, Flexing schedules for public service areas could make it easjer to cover the
hours we are open.

View This Survey

It may prove difficult to maintain a high level of concentration in reviewing plans for 10-hours straight. I would
be willing to try the alternative schedule, just hard to evaluate since fairly significant departure from previous
work schedules. Any consideration to 9-hr days Mon-Thur w/ every other Friday off,

View This Survey

2nd job

View This Survey

only work 20 hours per week

6
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View This Survey. Page_ ) ot S

I am single, so some personal issues sometimes need direct attention. This can be handled though via annual
leave/comp time requests,

View This Survey

While I could see the benefit to the organization and the additional free time, scheduling child care and
transportation would be difficult. My child depends on me for transportation to school each AM since he is out
of his normal school zone due to a disablility. In addition, he has routine visits with physicians and councelors.
The additional child care costs would eliminate any cost savings from driving. If the change were to occurr,
could adjust and make use of the time.

View This Survey

I coach youth Soccer and Baseball. It might be a struggle to make it to practices and games. Would the county
consider allowing leave for such things? With a supervisor's permission, could I make up the hours on other
days?

View This Survey

It may effect my part time job, do not know for sure.

View This Survey

I supervise a department, and would have to be here 5 days/week, 40 hours at least anyway.

View This Survey

It would increase my childcare expenses because as it stands now I only have to pay for afterschool care, which
ends at 6:00. With the new 4/10 work week, I would have to have before and afterschool care.

View This Survey

As of now none...minus medical appointments, which cannot be scheduled on the one day that the county
choices to be closed

http://intra/hr/altworksurvey/results/comments.asp?comments=O6Comments&a 1 3= ARANIA
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View This Survey

Prepare dinner for family before evening activities and homework,

View This Survey

I'm not sure how the library would benefit from this 10 hours a day and open 4 days a week. Our Schedules
some work from 11:15- 8 while others work from 9:15 - 6:15 branches

View This Survey

Church, I am a pastor of a church

View This Survey

All of Above

View This Survey

If this becomes policy (which I hope)than none of the above would really matter. I would have to adjust.

View This Survey

Another job

View This Survey

The County already offers flex time, if I wanted to reduce my "fuel consumption” I would choose a four day
work week. I feel it should be a personal decision not one forced on us. '

View This Survey

family time

View This Survey

http://intra/hr/altworksurvey/results/comments.asp?comments=Q6Comments&q13= 6/3/2010
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daily work responsibilities around house and property; time for daily physical exercise needed for health; HIGH
STRESS JOB - eight hours in one day frequently pushes you to your limits, if not beyond.

View This Survey

At present I do work an additional part-time position in retail at Gov. 8q., which I report to at 6:00 pm2or3
days during the week and some Saturdays. (hopefully not much longer) I think they could work with me over a
few minutes tho.

View This Survey

There are no family issues; however, I work in the library and currently there are only 8 full time employees in
my department. There is no possible way we could maintain the current level of service without altering our
hours or adding additional staff. We would need to have either 5 or 6 ten hour days and have different shifts to
make the schedule work for it. It would be wonderful!!

View This Survey

I'm 64 years old and in excellent health due in no small part to the fact that I have been a life-long runner and a
physically active person who bikes, skates and does resistance training. These activities must be maintined on a
regular daily basis to be of value. I spend at least an hour a day in some physical activity. A 10 hour work day
would not give me the time for that hour of physical activity and would therefor be deleterious to my health and
emotional well-being. Neither can I afford to take and 8 hour a week pay cut. I work at one of the branch
libraries. Surely the commission wouldn't consider having the libraries open only four days a week. I think there
would be a huge public outcry if that were to come about. :

View This SUWEY

The Collins Main Library is open seven days and 4 evenings a week. Having us do 4 ten hour days will stretch
our staff very thin,

View This Survey

Less time in the evening with family - Library opens at 10 am. and staff would have to work until 9 pm Friday,
Saturday and Sunday are "short" days and a 10 hour day is not possible on those days. An optional plan is best
for the library.

View This Survey

http://intra/hr/altworksurvey/results/comments.asp?comments=Q6Comments&q 1 3= 6/3/2010
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Various school activities for children. Page °’—‘£-L—

View This Survey

Only once night per week, however if I could make those hours up on another day I could.

View This Survey

I 'think productivity would go down, that is a long day. Whereas now, i rarely take a break, i am sure i would
take them with so long a day.

View This Survey

I would make new arrangements to accomodate our new work schedule. Thanks for offering. It is a progressive
idea.

View This Survey

I'have a part time night job two nights a week as well as school one night a week. If it wasn't for these two things
I would like the 4 days per week schedule,

View This Survey

Possible child care issues

View This Survey

The only way we could make this work would be to get more staff members and/or reduce our operating hours.
We are open Mon. - Thurs. 10 AM to 9PM , Fri. 10 AM to 6 PM ,Sat. 10 AMto 5PM, Sun. 1 PM to 6 PM .
We are already stretched thin with unfilled positions. Maybe closing on Sundays would help. Also, my child gets
on the school bus at 8:15 AM . I commute from Crawfordville, so I work from 9:15 to 6:15, which is about
perfect for me. In a few years my child will go to middle school and he will get on the bus earlier so I could
cpmeto work earlier. But for now I would have to pay extra to drop my child off before work and not see him get
on the bus every morning.

View This Survey

http://intra/hr/altworksurvey/results/comments.asp?comments=Q6Comments&q13= ARI01N
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LIBRARY HOURS- IF WE CAN BE CLOSED THE SAME HOURS AS THE BRANCHES, BE CLOSED
TWO NIGHTS EARLY TUESDAYS AND THURSDAYS OPPOSITE THE BRANCHES HOURS. ALL
LIBRARIES HOURS BE THE SAME 8-5 OR 9-6 MONDAYS THRU FRIDAYS. THE PUBLIC WILL
ADJUST.

View This Survey

Tam considering a part-time job which would conflict.

View This Survey

Library employees need to be at work while the Library is open to the public, in order to staff the buildings and
serve library users. The Library schedule would mean that employees would have to work into the evenings, thus
losing dinner/family time four evenings a week. This would be a true hardship for employees arranging child
care, care of elders in the family, or participating in outside activites at church, school, sports or clubs. Perhaps
the 4-day, 40-hr schedule could be optional for employees at the library and other county departments who need
to work outside standard office hours.

View This Survey

The main library hours should be the same as the Branches: Closed Sundays and Mondays, Tuesdays &
Thursdays 11am to 8pm, Wednesdays & Fridays 10am to 6pm, and Saturdays 10am to 4pm

View This Survey

WORK NEEDING TO BE DO AROUND THE HOUSE DURING THE MIDDLE OF THE WEEK

View This Survey

Would cut into my tai chi practice but would not be an undue burden

View This Survey,

Assuming annual leave and sick leave can still be taken as needed, there will be no conflicts for me,

View This Survey
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Currently, The LeRoy Collins Leon County Public Library (Main) is open 7 days/week. The weekend days are
shortened, and we would have to come in a fifth day to make up time...also, we are already short-staffed. This
would complicate matters further in terms of scheduling. My fuli-time team members currently have to take
annual leave or come in extra hours during the week to get 40 hours. Obviously, that defeats the purpose of
working 4 days a week. In my opinion, the only way this would be easily managed is to close the main Library
on Sundays and Mondays, and to be open until 8:00 on Saturday.

View This Survey

Currently I have my children enrolled in before and after school programs which take in no earlier than 7:00 a.m.
and requires that they be picked up before 6:00 p.m. School does not start until 8:50 a.m. and lets out at 3:20
p-m. And [ have to take advantage of every minute. I am unaware of any childcare for school age children that
take in before 7:00 a.m. and provide transporation to school and afier 6:00 pickup times. Also, Activities for
Children outside of school such as sports usually start at 6:00 p.m. Is the school board, Parks & Recreation, local
daycares and other resources willing to accomodate this?

View This Survey

To restate, a 36 hr 4day 9hr work week is an option.

View This Survey

As a person with a disability doing 10 hour days is very difficult to manage,

View This Survey

pet care and appointments

View This Survey

Car pool, no w/wife may be violated...(?)

View This Survey

Wife and I ride together. The State of Floridaisona 5 day workweek.

Yiew This Survey
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Would prevent car-pooling.

View This Survey

I can only work the 10 hours/4 days per week with the help of my ex-husband picking up our son from school
everyday. If that arrangement was not available, or if' it should change for any reason I would be in a situation
where I would have to try and hire someone to pick up my child from school everyday in addition to the Before
and Aftercare Expenses. Has anyone mentioned a 9 hour day as an option? It would be less of a pay cut. Several
people in my Division have mentioned it makes for a better alternative than the 32 hours per week - Wondering
if that would possibly be less of a increase in medical expense coverages as well that would need to be paid by
the employee - Might that be considered? _

View This Survey

My department will most likely not fall into the 7:00 to 6:00 time frame, This means that I will most likely be
working a 9:00 to 8:00 schedule 4 days a week. Add to that my travel time of 40 to 60 minutes, and I end up
really working four 12-hour days. I can do it if I have to, in order to keep my job, but I would prefer not to work
four 12 hour days that end at 8:00 pm.

View This Survey '

i have to cook for my husband

View This Survey

[ am a part-time employee, 20 hours per week.

View This Survey

I feel that I would tire easily.

View This Survey

Requlatory Requirement for 5 days/wk inspection of water systems

View This Survey 6
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Additional comments: I answered "Yes I can work a 4-day, 10hour week." The real answer is "Yes, but it would
be painful." I believe that if the standard changes throughout local and state government that the daycare
agencies will adapt hours to accommodate. However, it won't be a childcare cost savings because it still requires
longer hours for daycare staff and is still at least 40 hours of care. Schools are less likely to adapt to this schednle
and this would remain an issue for parents of school-aged children. One more thought is that this makes for a
really long day for a small child to be at daycare or school aftercare. Our family would require an adjustment to
my spouse's work hours which may not be and for one parent to drop off and the other to pick up (which is what
we already do for the most part). For MIS, unless all offices would be closed on the same day, we would need to
provide some level of service if some offices were still open. Several years ago, FSU had "summer hours" in
order to save enlergy. We worked 7:30 - 5:00 M-Th, and 7:30 - 1:30 F. The idea was to allow air conditioning
reduction on hot summer afternoons. Perhaps someone at FSU could testify to whether or not they felt it was
successtul. Thanks for the opportunity for input!!

View This Survey

Health limitations would not allow me to work 10 hour days at any time other than BOCC meeting days,
Although [ listed 8 AM to 8 PM as "average" workdays, I often start earlier and end later, but have intermittent
periods of rest during each work day. I'm assuming that Aides surveys are not being included in the data, as
"Commission Office" was not listed on the menu. I felt my feedback may be of use anyway.

View This Survey

I agree that the compressed work week is a great option, but find there are a number of other factors to consider.
How will those with disabilities be affected with longer work hours? What about single parents' obligations for
their children? How about those on fixed incomes who cannot work 10 hour days but cannot survive a 20% pay
cut? It is common practice by child care providers to require payment for the full month regardless of the
number of days a child will be present, ie, there is no cost savings for only needing care 4 days per week.

View This Survey

part time 20hours per week

View This Survey

Since mornings are not my favorite time of the day, I would need a grace period to adjust and learn how to get to
work so early in the morning.

View This Survey

60 Record(s) Listed §

http:// intra/hr/altworksurvey/resuits/comments.asp?comments=Q6Comments&q 3= AIRIN01N
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Attachment #

SECTION VII page 5L 0 &1
ATIENDANCE AND LEAVE

7.01  Hours of Operation

The hours of operation for each Department/Division shall be determined by the County
Administrator and Department/ Division inanagement in accordance with the needs of the
County. Work schedules may vary according to the needs of the individual organization,
subject to the approval of the Division Director.

7.01.1 Flextime/Staggered Work Hours

Flextime/staggered work hours allow employees to work around traffic congestion,
school and day care schedules, etc., when it is not in conflict with the County’s
operations. While it is desirable to accommodate the work schedule of employees
where possible, the operational needs of the County must come first. Supervisors
shall ensure that a sufficient number of employees are at their work stations during
normal hours to perform routine work functions and provide services to the public.
Because of individual work assignments, supervisors and other employees may be
subject to special restrictions being applied to their work schedules and flextime may
not be an option. Additional guidelines for EMS employees are found in the
Emergency Medical Services Standard Operating Guidelines Manual,

7.01.2 Procedure: Flextime/Stagoered Work Hours

A. All full-time career service employees are subject to working forty hours per week.

B. In all cases, including flextime/staggered work hour schedules, adherence to starting
times, lunch periods and end of work day is required.

C. EachDivision Director is expected to institute reliable managerial controls to ensure that

employees arrive and leave at their appointed time and are involved in performing their
assigned duties,

D. Flextime/staggered work hours may be altered or canceled by supervisors as is deemed
necessary to fulfill the responsibilities of the work unit,

E. Employee abuse of flextime/staggered work hours may result in withdrawal of flextime
privileges or maore severe disciplinary actions,

7.02 Attendance and Leave Records

Finance/Payroll Division shall maintain complete and accurate attendance and leave records,
The Department/Division Directors shall be responsible for forwarding all associated
documentation of attendance and leave to F inance/Payroll Division. Bi-weekly timesheets
are due in to the Finance/Payroll Division by 10:30 a.m. on Monday following the end of the

Personnel Policies and Procedures Manual VII:i
Ravised 02/09 :






