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s any corporate counsel can attest, the demands of work can rapidly infringe on person-

al responsibilities. Although our individual scenarios may differ, we have all found our-

selves caught in the middle between professional and personal commitments: answering
an email in the middle of the night, answering a phone call when we should be focused on our
children, or trying to prepare dinner while participating in a conference call.

Work-life balance issues transcend where you live and where you work. Indeed, work-life balance
is the one universal diversity and inclusion issue. All of us feel like we do not have enough hours
in the day to both complete our work and to care for our loved ones and ourselves.

To better understand these universal challenges and their impact on business outcomes, we have
published the second installment of the Association of Corporate Counsel Executive Series, the
2014 ACC Global Work-Life Balance Report.

This report examines the quandary in-house lawyers face when work demands compete with
caregiving and parenting responsibilities. All of us talk a great deal about work-life balance -
whether we have it, how we try to attain it and what it takes to manage a rewarding career in
today’s fast-paced business environment with our desire to have fulfilling personal lives. In this
report, we offer the combined perspectives of over 2,000 in-house counsel working in more than
40 countries.

After reading the report, we hope you come away with a better understanding of the complexities
of these issues and how they relate to your own life and to the environment of your law depart-
ment or company. While many organizations worldwide have procedures in place for employees
to manage professional and personal responsibilities, many in-house counsel perceived a signifi-
cant disconnect between policy and practice.

As the largest organization representing the interests of in-house lawyers around the world, the
candid feedback from the study’s respondents will help employers to guide their thinking about
how work-life balance initiatives can help attract, retain and support in-house counsel. We believe
that corporate environments that foster improvements in work-life balance and allow employees
to attend to all of their personal responsibilities will ultimately drive positive business outcomes.

Very truly yours,

Veta T. Richardson David R. Allgood

President & CEO Executive Vice President & General Counsel
Association of Corporate Counsel Royal Bank of Canada

www.acc.com/surveys 2014 ACC Global Work-Life Balance Report |






INTRODUCTION

Organizational support for work-life balance heavily influences employees’ intentions
to leave or stay with their company. Still, there is a disconnect between benefits
offered and employees’ comfort in using them.

In every practice and industry, a large workload coupled with constant global connectivity

has erased the boundaries between work and personal time. This around-the-clock work

environment and our growing appetite for immediate response make it challenging for O
in-house counsel to separate highly valued personal relationships and commitments from

professional responsibilities. Even lawyers who love their work struggle with the demands

of a 24/7 career. To better understand the state of work-life balance among in-house law- O

yers, the Association of Corporate Counsel (ACC), the world’s largest organization dedi-
cated to corPorate counsell, r.ea.ched (.)ut to more .than 30,000 1awyers. This survey report of in-house counsel
reflects the views of 2,004 individuals in 43 countries who work as in-house counsel.

Results show that for many, work-life balance had a significant impact on the decision to are hap PY with their
join the in-house counsel community. Worldwide, the movement toward creating a healthy work-life balance
balance between professional ambitions and personal goals is gaining momentum. Bene-
fits like flexible scheduling and telecommuting are highly valued by lawyers everywhere.
Successful leaders know that the key to greater commitment and productivity is support
for employees to use benefits that both encourage career success and meet personal needs.1
This may mean a mix of flexible benefits for those who need to be at home but also want to
experience in-person teamwork and morale.

Organizational support for work-life balance heavily influences employees’ intentions
to leave or stay with their company.? Still, there is a disconnect between benefits offered
and employees’ comfort in using them. Separating work and personal time has always
been a challenge in high-demand professions. However, many lawyers who participated in
this study noted that traditional benefit models that support work-life balance have been
heavily influenced by technology and around-the-clock service. Taking vacation time or
sick leave now often includes checking e-mail or responding to clients. In-house counsel
who take advantage of work-life benefits often find they are working longer hours at home
than they would in the office to demonstrate they are as productive and committed as those
who work onsite. The outcome may be visible when looking at global trends. For example,
in Europe, where benefits have traditionally been viewed as favorable to work-life balance,
in-house lawyers are more often working unplanned hours and report being less happy
with work-life balance compared with their peers in Canada and the United States.

The nonstop workweek occurs in the face of evidence that perceptions of work-life balance
play a significant role in the career decisions of in-house counsel across generations and
practice areas. Fifty-five percent of lawyers who participated in this study reported that
work-life balance was a large factor in their decision to choose an in-house position. In-
terestingly, 36 percent of all respondents declared that they have considered looking for a
different role or another company in anticipation of caregiving or parental responsibilities.

While few would question the growing role work-life balance plays in the recruitment,
retention and engagement of lawyers, there are too few examples of successful career de-
velopment programs aimed at developing those who take advantage of alternate work
programs like job sharing or reduced hours. The 2014 ACC Global Work-Life Balance
Report confirms that in the minds of many in-house counsel, the stigma associated with
using work-life benefits is incentive enough not to use them. To demonstrate this point, one
in four in-house lawyers who participated in the ACC study, and who are caregivers, left
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The above word cloud is a visual representation of more than 1,320 open-ended comments from participants who were asked the question:
Please share the greatest barrier or challenge you face, if any, in succeeding in your role and balancing parental or caregiver responsibilities/

personal commitments.

their job for one that better supports their caregiving role, and
another 4 percent quit work entirely. Though in-house counsel
expressed a desire to be able to take advantage of programs such
as flexible scheduling, telecommuting or part-time work hours,
they often did not do so for fear of losing out on advancement
opportunities.

For others, the stigma associated with using benefits does not
exist anymore than work-life balance itself does. A recent arti-
cle in Business Insider revealed that “The ‘Real Winners of the
World” Don’t Have Work-Life Balance, They Have Work.” Sev-
eral respondents to the 2014 ACC Global Work-Life Balance
Report shared this author’s perspective and commented that the
demands of being a lawyer are well known and should be ex-
pected in the profession. A reality facing many lawyers is that
as the legal expert, they are often the only one who can perform
the work. Several lawyers noted the need to be available “all the
time” because they simply do not have a back-up to provide le-
gal counsel. All of these issues result in sacrificing personal and
family time. And for many, the hours and sacrifice are the cost of
succeeding in the role.

www.acc.com/su rveys

Managers can influence work-life balance by encouraging law-
yers to use programs designed to help achieve equilibrium. Lack
of support from managers and leaders will manifest itself in
costly turnover, greater health costs, gradual absences, and po-
tentially lower productivity and disengagement. Understanding
the positive impact of work-life benefits is a step toward improv-
ing lawyer retention, recruitment and performance.

A growing number of caregivers and parents in the workforce
are willing to do the work and want to develop professionally.
Organizations and managers have an opportunity to develop
and adopt strategies to support work-life balance as a means
to both attract and retain these valuable and talented lawyers.
Whether referred to as work-life balance or work-life integra-
tion, innovative ways to be successful at work and at home is a
pressing issue with growing implications. The 2014 ACC Global
Work-Life Balance Report provides valuable insight into where
we are today and how we can integrate modern work-life practice
with successful legal practice.

2014 ACC Global Work-Life Balance Report 5






Definitions

o Caregivers - Individuals who indicated they have primary care responsibilities for
someone who needs assistance caring for himself/herself. This includes parents of chil-
dren age 21 or under and those caring for other adults.

» Working Parents - Parents who have primary care responsibilities for a child or chil-
dren age 21 or under.

o Multiple Caregivers - Individuals who indicated they are caring for individuals in
more than one “caregiver” category. Fifty-seven percent of those with caregiving re-
sponsibilities to another adult are also parents to a child or children age 21 or under.

2014 ACC Glob







EXECUTIVE SUMMARY OF

KEY FINDINGS
In-house lawyers happy with their work-life balance
More than half of in-house lawyers are happy with their work-life balance in their current work set-
ting. Fifty-eight percent reported they were either very (25 percent) or somewhat (33 percent) happy
with their work-life balance (Figure 1). Globally, Canada and the United States rate their happiness
with work-life balance more positively than those from Europe, the Middle East and Africa (EMEA),
Asia Pacific and Latin America (Figure 2).
FIGURE |
Overall happiness with work-life balance
How happy are you overall with your work-life balance based on your current working pattern?
I 25% Very happy
B 33% Somewnhat happy
12% Neither unhappy nor happy
B 24% Somewhat unhappy
6% Very unhappy
n = 2,004
FIGURE 2
Global perceptions of work-life balance
How happy are you with your work-life balance based on your current working pattern?
30% 29% 41%
40%
47%
8% 12%
16% £
20%
59% .
44% 47%
Canada United States EMEA Latin America Asia Pacific
n=111 n=1691 n=158 n=15 n=15
B Somewhat/Very happy Neither unhappy nor happy M Somewhat/Very unhappy
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EXECUTIVE SUMMARY OF
KEY FINDINGS

“Legal departments need to learn to value people who want to work less,

but will still work extremely well. | would happily take a reduced salary if it
meant | could work less and still be respected/valued.”

SENIOR COUNSEL, CANADA

FIGURE 3
Happiness with work-life balance — by role

How happy are you with your work-life balance based on your current working pattern?

B Happy with work-life balance B Unhappy with work-life balance

O,
69% 70%
60%
55% 54% 55% 55% 56%
48%
37% 36%
‘o
32% 33%
30% 29% ° 30%
21% 23%
- o = = = = 5 > oo
38 g 2 5 5 2 2 2o 53
556 9 3™ 35 b 3™ 8© 32 O <
592 o 0 O 2 05 S+ oS g
[ © c |l Q o .2 o |l 0o || b=
580 52 S 585 gz S £ c &°
gy < G I s o a3 o qg)-N § g
52 6 < a g% 53! g
OO0 > < g c < &< >
2 25 22
8 g8 g%
G g
< <

Results revealed variances in happiness among multiple in-
house counsel roles. For example, assistant/associate general
counsel in non-supervisor roles and staff counsel were signifi-
cantly more likely to report being happy with their work-life bal-
ance compared with lawyers in other roles — 69 percent and 70
percent, respectively (Figure 3).

Survey results revealed different levels of happiness and vary-
ing views on how adequately companies support work-life bal-
ance by law department size. Fifty-five percent working in large
departments reported that organizational policies adequately
support caregivers (Figure 4). Lawyers working in large legal
departments (200+ employees) expressed more favorable views
with the level of departmental support offered to caregivers
compared with counsel working in small to mid-size legal de-
partments (Figure 5). While the workload is heavy in all legal
departments, the autonomy of a solo in-house counsel and the
back-up or support that exists in larger organizations appear to
have an influence on perceptions of organizational support.

10 2014 ACC Global Work-Life Balance Report

Compliance and ethics, technology, real estate and employment
and labor are practice areas where in-house lawyers were most
like-ly to say they have considered searching for another role in
an-ticipation of parenting or caregiving responsibilities (Figure
6). Notably, in 2011, compliance and ethics was the most
common in-house counsel discipline among lawyers new to an
in-house role* If work-life balance does not meet the
expectations of new in-house counsel, they may choose to
change roles, positions or companies. Further, with work-life
balance playing a major role in lawyers’ decision to take an in-
house position, the organiza-tional promotion of work-life
balance may be a key attraction for lawyers who might
otherwise choose a position with less pay but more balance.
Choosing time over money in order to meet caregiving needs
or personal goals is becoming more common as seeking work-life
balance gains traction as a key factor in career decision making
for demanding roles in the legal, medical and other specialty
fields.®

©2014 Association of Corporate Counsel. All rights reserved.



EXECUTIVE SUMMARY OF

KEY FINDINGS
FIGURE 4 FIGURE 5
Policies support caregivers — by department size Level of organizational support for caregivers —
In general, do the policies in your organization adequately support by department size
caregivers and parents! % Yes Would you say your organization is generally supportive or not
supportive of employees with parental or caregiving responsibilities?
55% % Very/Somewhat supportive
44%
41% 40% 40% 41%
87%
83% o 82%
80% 79% 79%
| employee 2t09 10 to 24 25 to 49 50 to 199 200 or more
n=181 employees employees employees employees employees
n=70I n=353 n=236 n=326 n=190
| employee 2t09 10 to 24 25 to 49 50 to 199 200 or more
n=181 employees employees employees employees employees
n=70I n=353 n=236 n=326 n=190
FIGURE 6
Considered searching for another role — by practice area
Have you considered searching for another role or position at a different company based on anticipation
of parenting or caregiving responsibilities? % Yes
47%
44%
0% 42%
37% 38%
36% 36% 36% 36% 36% 36%
30%
19%
I 15%
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EXECUTIVE SUMMARY OF
KEY FINDINGS

Difficulty managing personal and
professional responsibilities

Caregivers make up a significant part of the workforce. Fifty-five
percent of in-house counsel surveyed are caregivers, one-third
are working parents responsible for children age three and un-
der, and 6 percent are primary caregivers to more than one
child or adult. There was no difference in happiness with work-
life balance between caregivers (58 percent) and non-caregivers
(58 percent); however, there is a difference in how caregivers and
non-caregivers rated their experience managing work-life bal-
ance (Figure 7). Fifty-nine percent of caregivers claim it is at least
somewhat difficult* to balance personal responsibilities with the
demands of their job compared with just 42 percent of non-care-
givers.

Caregivers were significantly less likely to say they are consid-
ering changing their role or company in the next year when
they work at organizations that offer supportive benefits, such
as flexible scheduling or telecommuting. Figures 8 and 9 display
the relationship between flexibile scheduling and telecommut-
ing benefits and demonstrate the correlation between work-life
management initiatives and retention. A significantly higher
percentage of in-house lawyers with caregiving roles are con-
sidering other options for the coming year as a result of their
responsibilities at home.

FIGURE 7
Happiness with work-life balance and ease/difficulty
balancing personal and work demands — by caregiver status

How happy are you with your work-life balance based on your current
working pattern? % Very/Somewhat happy

How easy or difficult is it for you to balance your personal
responsibilities with the demands of your job? % Very/somewhat difficult

58% 58% 59%
‘ 42%
Overall happiness with current Difficulty balancing personal

responsibilities with demands of
the job

work-life balance situation

B Caregiversn = 1,109 B Non-caregivers n = 893

FIGURE 8
Impact of flexible scheduling on job plans among caregivers

In the next year; how likely is it that, as a result of being a caregiver or working parent, you will consider a different role/position?

Does your organization offer flexible work scheduling?

Flexibile
scheduling > o
not offered e e e
Flexibile
scheduling 18% 14% 13% 5%
offered
Likelihood of making change to role/position in next year as result of working parent/caregiver responsibilities
B Highly unlikely Somewhat unlikely Neutral B Somewhat likely B Highly likely n=1109
FIGURE 9

Impact of telecommuting benefits on job plans among caregivers

In the next year, how likely is it that, as a result of being a caregiver or working parent, you will consider a different role/position?
Does your organization offer telecommuting (the ability to work from home) at least some of the time?

Telecommuting
not offered

Telecommuting
offered

15% 22% 8%

18% 13% 12% 5%

Likelihood of making change to role/position in next year as result of working parent/caregiver responsibilities

W Highly unlikely Somewhat unlikely

Neutral B Somewhat likely B Highly likely

n=1,109

“ Percentage who selected very or somewhat difficult

12 2014 ACC Global Work-Life Balance Report
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said work-life balance
was a large factor in
their decision to take
an inhouse position.




In-house lawyers who are caregivers expressed a desire for sup-
port systems for emergency and unplanned work requirements.
They are often on two schedules, one for the office and one for
home and both require presence. For many, the difficulty of hav-
ing trusted and reliable childcare is compounded by long and
often unplanned hours in the office. These parents would appre-
ciate support in finding emergency or last-minute childcare for
real work emergencies. And, because lawyers who have caregiv-
ing responsibilities are not always able to stay late or travel on
short notice, many noted that the impact on their career has been
negative.

For caregivers specifically, a large percentage believe it is difficult
to advance their career because of their caregiving responsibil-
ities, and this is especially true for women. Females were highly
likely to say that they believe being a caregiver has had a nega-
tive impact on their opportunities for advancement, with 70 per-
cent expressing this view (Figure 10). Approximately two-thirds
of caregivers (63 percent) felt that being a caregiver has had a
“somewhat” or “very negative” impact on their opportunity for
career advancement while only 30 percent believe it had “no im-
pact” (Figure 11).

“While | am very lucky (and cannot complain) about work-
ing a reduced work schedule that allows me to stay home
part time and work part time, this comes at the cost of not
being likely to be promoted for the foreseeable future. |
consider this a small price to pay for being able to be with
my two young kids most of the week and don't expect my
employer to promote a non-full time employee. It is simply
the price of choosing to be with my kids more than being
at work.”

STAFF COUNSEL, UNITED STATES

“l have a child with special needs who requires a lot of
caregiving with respect to programming, appointments, as-
sessments, therapies etc. | am fortunate to be in a position
that allows me flexibility of time only because | am inde-
pendent in my role and have built up seniority and proven
my value to the company. However, it limits my ability to
grow further.”

ASSISTANT/ASSOCIATE COUNSEL, CANADA

“The company as a whole has fairly progressive work flex
programs, however the legal department leadership is ex-
tremely conservative. 'High performance team’ is a euphe-
mism for a culture that is very averse to adopting any form
of flexible work arrangements, including telecommuting or
flex time. Individual managers may be more progressive,
but it’s hit or miss.”

SENIOR COUNSEL, CANADA

www.acc.com/surveys

EXECUTIVE SUMMARY OF
KEY FINDINGS

FIGURE 10

Negative impact of caregiving on career advancement
by gender

What impact, if any, do you believe being a caregiver or working
parent has had on your opportunity for career advancement? %
Negative impact

70%
38%
Male Female
n=222 n=2871
FIGURE 11

Impact of caregiving on career advancement

What impact, if any, do you believe being a caregiver or working parent
has had on your opportunity for career advancement?

63% Negative impact

30% No impact
3% Positive impact

. 4% Not sure

2014 ACC Global Work-Life Balance Report 15



EXECUTIVE SUMMARY OF
KEY FINDINGS

FIGURE 12
Work-life balance a factor for most when choosing an
in-house counsel position

To what degree was work-life balance a factor for you in choosing an
in-house position?

55% A large factor
27% Somewhat of a factor
8% A small factor

10% Not a factor

FIGURE 13

Degree to which work-life balance was a factor in choosing
an in-house counsel position — by years of experience
in-house

To what degree was work-life balance a factor for you in choosing an
in-house position?

60%
56%
47%

17%
9%

Not a factor

5%

_

A large factor

B 0to 5 years 6to |4years M |5+ years

Work-life balance a significant factor in
choosing to work as in-house counsel

Fifty-five percent said work-life balance was a large factor in their
decision to take an in-house position (Figure 12). However, better
work-life balance is still elusive for some due to the workload and
intensity of the role.

In-house counsel with less experience in the role are likely to
consider work-life balance when choosing a position (Figure 13).
This may be related to actual or expected caregiving responsi-
bilities, as 60 percent of those with less than five years of expe-
rience indicated they are working parents or caring for another
adult. Mid-career counsel were most likely to be caregivers (62
percent), and more than (56 percent) reported work-life balance
was a large factor in their decision to choose an in-house posi-
tion. For those with 15 years or more experience in the field, 17
percent said work-life balance was not a factor, compared with 5
percent of those with five years or less working in-house and 9
percent of those with between six and 14 years in the field.

In measuring the degree to which work-life balance was a factor
in choosing an in-house position, the United States and Canada
were clearly different from the rest of the world in that more than
half of respondents from these countries said work-life balance
was a “large factor” in choosing to go in-house (Figure 14). Fif-
ty-seven percent of lawyers in the United States and 53 percent
of Canadian lawyers reported that work-life balance was a large
factor. This is compared with 37 percent of those in EMEA and
20 percent of those working in Latin America and Asia Pacific.”

For leaders and organizations considering expanding the diver-
sity in their departments, work-life balance may be a key consid-
eration for attracting diverse candidates for in-house positions.
Sixteen percent of the in-house counsel who participated in this
survey identified as a member of a minority or underrepresented
group in their workplace — 58 percent are members of a racial
minority group and 45 percent indicated they are members of an

FIGURE 14

Degree to which work-life balance was a factor in choosing an in-house counsel position — by region

To what degree, if any, was work-life balance a factor for you in choosing an in-house counsel position? % Not a factor

70
>7% 53%
37%
20% 20%
United States Canada EMEA Latin America Asia Pacific
n=169I n=11I n=158 n=15 n=15

“Results are shown for all regions with a sample size of 10 or greater.

16 2014 ACC Global Work-Life Balance Report
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ethnic minority in the workplace. Of those who selected “other”
underrepresented group, most indicated that being female in a
primarily male environment represented a minority status for
them. A small percentage (2 percent) of in-house counsel who
participated in this study identified as lesbian, gay, bisexual or
transgender (LGBT).

Benefits offered and found most helpful

Telecommuting, flexible work schedule and paid maternity/
paternity leave are the benefits that companies most frequently
offer. They are also perceived as the most helpful to in-house
counsel managing work-life balance in a fast-paced environ-
ment. For caregivers and non-caregivers alike, availability of
childcare vouchers was one of the top benefits selected based
on comfort of use (Figure 15). Ninety percent of all respondents
said they are comfortable using childcare vouchers. Several re-
spondents commented that when benefits are offered in support
of emergency childcare, or support services are available onsite,
they are better able to balance the demanding nature of the legal
field with personal needs and commitments.

“Childcare at the company is the most important item.”

SENIOR COUNSEL, LATIN AMERICA

Compared with caregivers, non-caregivers do not perceive the
same benefits as particularly helpful in managing their work-life
balance. When looking at the difference between what is offered
and what is helpful, the two groups are farthest apart on flexi-
ble work schedule, paid maternity leave and telecommuting, all
of which are more helpful to caregivers than to non-caregivers
when offered (Figure 16). Note that globally there is variation in
how benefits are distributed. In the United States for example,
employers historically offer health benefits to their employees;
while in Europe, governments often provide healthcare. How-
ever, flexibility remains a critical component of work-life bal-
ance, regardless of geography.

Work-life balance and retention

Perceptions of work-life balance correlate with retention and
career decisions. As demonstrated in comparative studies, law-
yers in the United States and Canada were significantly less
likely than in-house counsel in other regions to report difficul-
ty in managing work-life balance.® Those practicing in EMEA
were among those most likely to say they find it very difficult to
manage the balance between work and personal commitments.
Lawyers working in offices outside the United States or Cana-
da were also significantly more likely to say they “always” work
more hours then they planned as compared to those working in
Canada and the United States (Figure 17). Globally, less than 1
percent report “never” working additional hours.

www.acc.com/surveys

EXECUTIVE SUMMARY OF
KEY FINDINGS

“To work from home on occasion would allow for better
communication with associates across the world in differ-
ent time zones — it is challenging to work a full day, then
spend hours on the phone at night with colleagues in Asia
whose work day has just begun.”

ASSOCIATE GENERAL COUNSEL, UNITED STATES

“Expectation that | be responsive to email in evening and
night time hours. That time in theory is when you should
be attentive to children, but it is hard to be attentive when
one feels pressure to respond to email in evening and at
night.”

SENIOR COUNSEL, CANADA
“Taking reduced work hours/part time/flex time, while
sometimes available, drastically reduces (or even elimi-

nates) professional advancement opportunities. This also
reduces professional credibility.”

ASSISTANT/ASSOCIATE GENERAL COUNSEL, ASIA PACIFIC
“Legal counsel is considered an essential role, and work-life

balance options for other employees are not made available
to the legal staff.”

DEPUTY GENERAL COUNSEL, UNITED STATES
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FIGURE 15

Most commonly offered benefits by percentage who find them very helpful and percentage who are/would be totally

comfortable using these benefits

Does your organization offer any of the following programs, policies or benefits? How helpful or unhelpful are the following programs, policies or benefits?
Given your current role and level of responsibility, how comfortable or uncomfortable would you be using the following programs, policies or benefits?

All respondents Caregivers Non-caregivers

*Respondents who
Percent

offered
benefit

selected “not applicable”
removed from analysis

Telecommuting
(the ability to work

O
from home) at least 66%
some of the time
Flexible work schedule 63%
Paid m.atermty or 60%
paternity leave
Childcare vouchers
(pay for care with 33%

pre-tax dollars)

Percent
indicate
benefit very
helpful

Percent
indicate
benefit very
helpful

Percent
totally
comfortable
using benefit

Percent
offered
benefit

78% 67% 66% 80% 70%
78% 65% 63% 82% 68%
75% 83% 60% 78% 88%
59% 90% 39% 63% 92%

Percent
totally
comfortable
using benefit

Percent
totally
comfortable
using benefit

Percent
indicate
benefit very
helpful

Percent
offered
benefit

67% 74% 64%
63% 72% 63%
61% 72% 77%
25% 50% 85%

FIGURE 16

Gap between benefit availability and helpfulness — by caregiver status

Does your organization offer any of the following programs, policies or benefits? How helpful or unhelpful are the following programs, policies or benefits?
Given your current role and level of responsibility, how comfortable or uncomfortable would you be using the following programs, policies or benefits?

Caregivers Non-caregivers

Respondents who selected

“not applicable” removed Percent
from analysis offered
benefit
Flexible work schedule 63%
Paid mgtermty or 60%
paternity leave
Telecommuting (the ability
to work from home) at 66%

least some of the time

Percentage o
Percent L Percent | Percent indicate
g point difference
indicate benefit between offered offered benefit very
very helpful el Rl benefit helpful
82% -19 63% 72%
78% -18 61% 72%
80% -15 67% 74%

Percentage
point differential
between
caregivers and
Non-caregivers

Percentage
point difference
between offered

and helpful
-10 -9
-10 -8
-7 -8

FIGURE 17

Working additional hours beyond planned — by region

How often do you work additional hours beyond what you had expected or planned to work? % Always

27%
22%
20%
10% 10%
United States Canada EMEA Latin America Asia Pacific
n=169I n=11I n=158 n=15 n=15
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Within various professions around the world, the long term im-
pact of strains on work-life balance are likely to manifest in turn-
over, increased health costs, absence, potentially lower produc-
tivity and overall disengagement. Turnover is expensive and does
not account for the loss of knowledge and pressure on the team.

Respondents’ comments highlighted the struggle for balance
and the stress associated with that struggle. A shift in mind-
set through education may be a first step toward creating bet-
ter retention of talent, corporate knowledge and understanding
of the positive impact of work-life benefits on performance for
in-house lawyers. Benchmarks for understanding and tracking
perceptions of work-life balance are essential to understanding if
progress is being made and if programs are effective.

Summary and recommendations

Managers and leaders may not encourage flexible work arrange-
ments, such as telecommuting, part time work and alternate
work schedules, even though research links these programs to
greater productivity, employee engagement and retention. Barri-
ers to support likely stem from the heavy workload and respon-
sibility in-house counsel shoulder as part of their role. However,
there is a growing global trend toward legislating work-life bal-
ance, which complements a strong desire from the work force
to be supported in their pursuit of balance. Metrics demonstrate
the positive impact better work-life balance has on key business
metrics. Combined, all of the aforementioned highlights the tre-
mendous opportunity for leaders in the in-house community to
consider policies that will improve their legal departments’ re-
tention, productivity, and engagement.

The following are recommendations for acting on the need and
desire for work-life balance based on current best practices and
on input from 1,300 in-house counsel who made suggestions as
part of this study. These recommendations are particularly im-
portant for organizations hoping to retain the next generation of
in-house counsel who are increasingly willing to sacrifice money
for personal balance and for caregivers who are balancing their
career mobility with responsibility for children, aging parents
and others.

1. Adopt a policy to value caregiving employees based on job per-
formance rather the amount of time they spend in the office.

2. Offer individualized workplace flexibility that provides al-
ternate work arrangements or combinations of arrangements:
flextime, compressed workweeks, alternate work schedules, part
time work or working fewer hours for part of the year and tele-
commuting.

3. Make work-life balance support a performance metric for
managers. Provide education and training to supervisors and
managers on having caregivers on the job and on retaining great
performers. Create metrics for managers to measure their suc-
cess implementing the organizational goals related to work-life
balance, retention and business outcomes/client satisfaction, and
make managers accountable for meeting goals.
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4. Offer childcare/eldercare support, resources and referral ser-
vices to employees with caregiving responsibilities. The benefits
to employers are worker retention, improved productivity, less
stress and improved moral and physical health among workers.
Confidential counselors can provide advice about securing and
financing long term care assistance.

5. Implement recruitment, retention and succession planning
practices for caregivers to manage the workload when need-
ed, for example when caregivers must temporarily reduce their
hours or take a leave of absence. Target counsel who are ready to
reenter legal practice after caregiving.
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