DECLARATION FOR WORK LIFE FLEXIBILITY
EU IMPLEMENTATION GUIDE
In August, 2008, the EOT signed a unanimous Declaration for WorkLife Flexibility to reaffirm our commitment to making WorkLife success a reality for all McGladrey employees.  By signing this declaration, the EOT has shown their commitment to supporting a culture of flexibility. Now here’s the challenge…are you ready to implement a Declaration for WorkLife Flexibility in your EU?  Would this kind of public affirmation take your efforts to the next level?  Are you ready to hold work teams accountable for advancing the culture that our employees are asking for?

What follows is an implementation guide to assist EU Leadership in bringing the Declaration for WorkLife Flexibility to life locally.  The Declaration for WorkLife Flexibility is a best practice from the Central Plains EU. This guide outlines the actions the Central Plains took to implement their declaration; their framework is provided as a sample to guide you as you work towards implementation in your own EU.  The guide is intended to spark a dialogue amongst EU leaders, bringing issues to the surface which need to be addressed to advance our culture of flexibility.
We encourage you to join the EOT in renewing and confirming McGladrey’s commitment to WorkLife flexibility.  It is the right thing to do for our employees, our clients and our firm.  For questions regarding this guide, please contact Kim McLaughlin in National HR (856.857.9409 or kim.mclaughlin@rsmi.com) or Barb Freyermuth, HRD, Central Plains EU (563.888.4020 or barb.freyermuth@rsmi.com)

How the Central Plains Got Started
· Conducted the 2007 People Survey in June.

· Reviewed the results and action plans from the survey:

· Identified two key drivers that tied to WorkLife flexibility:

· I am trusted to get my work done within a schedule that works best for me and my clients. ( 88%)

· My managers/leaders support my work/life flexibility needs. (74%)

· Reviewed open-ended comments that focused on WorkLife.  Even with the positive ratings on the driver  questions, 65% of the 416 comments received focused on work/life balance issues, mostly negative.

· Concluded there was a “disconnect” between how the questions were rated and the written comments and chose this as one of the focus areas for further analysis.

· Used Root Cause Analysis (RCA) groups to explore the concepts of work/life balance with all levels.  The review indicated:

· There were many who perceived the flexible work options (FWOs) as synonymous with a flexible work environment (i.e. FWOs are the only element of a flexible work environment)
· There were Partners / Directors (who were not using FWO) who viewed the program as IWO or Inflexible Work Options, i.e., the person who was on the FWO was inflexible as to their hours, so everyone else on the team had to be flexible in getting the job done.

· There were those who felt we had a flexible work environment (regardless of FWO) where people tried to be cognizant of everyone’s needs – client, team and individual.

· There were those who felt the EU did not publicize very well that they were trying to work with people on their schedules.
· Determined the following, based on the above inputs:

· More programs weren’t the right answer

· Most of leadership valued people’s time and their personal lives and actually had been successful balancing their own work and personal lives throughout their careers.

· The Central Plains EU needed a “statement” of  belief about what work environment flexibility meant.  One of the Central Plains’ functional leaders (Jeff Johannesen) suggested having fun with the idea and declaring the intent to be flexible; hence, the Declaration of Work Environment Flexibility.  
EU Implementation Tip: Gather the information in the steps above for your EU and discuss as an EU Leadership team and/or as a P/MD group.  Consider the following key questions/points to determine P/MD opinions:

· The overall mindset/culture of employees with respect to WorkLife and how this is similar to or different from the P/MDs mindset.

· Is the EU utilizing the programs and services we have as a firm to encourage WorkLife effectiveness?  Do we need more programs and services or do our efforts need to focus more on changing the culture?

· Are there inconsistencies & inequities around flexibility?  Could the EU benefit from a “statement” of beliefs about what WorkLife flexibility means and how it can support our employees’ personal and professional success?

· Are EU leaders ready to sign and support a Declaration for WorkLife Flexibility?  If not, why not?  What needs to happen to get EU leaders to this point?  How do we keep momentum around this strategic imperative?
Central Plains Implementation Plan
· Drafted the Declaration of Work Environment Flexibility with input from the HR team and management team; management team approved the declaration.

· Asked each P/MD to read and, if they agreed, to sign the declaration that was printed on large parchment paper formatted to look like the Declaration of Independence.  All partners signed at the 2008 Vegas Partner’s meeting.
· Prepared and framed copies of the declaration for each location and presented at the Annual Employee Meeting held in each location or corridor this year.

· Presented the declaration with the following directives:

· It was to be hung in the office for all employees and leadership to see and read.

· Employees were to read and discuss the concepts as well as raise questions and challenge leadership when this wasn’t happening.  Just like the Declaration in 1776, nothing changed overnight and , - let’s just hope a revolutionary war doesn’t ensue for the next five years! 

· At each location meeting, a partner received the framed declaration and discussed his / her commitment to valuing the client’s needs, the team’s needs AND the individual’s need for flexibility.
· Surveyed each location following the employee meetings asking input on the following areas:

· I support the tenets and principles stated in the Declaration of Work Environment Flexibility-- 84% Agree / 14% No Opinion / 2% Disagree

· My office currently abides by the tenets and principles stated in the Declaration of Work Environment Flexibility-- 66% Agree / 21% No Opinion / 12% Disagree

· I believe my office and/or line-of-business leadership will continue to improve our work environment flexibility so that my time, my teammates’ time and the client’s needs are in good balance-- 76% Agree / 8% No Opinion / 17% Disagree

· Provide one idea that would help your location / LOB support the Declaration of Work Environment Flexibility tenets better.

Next Steps in the Central Plains
· Create monthly stories around those who have been successful integrating their work life and their personal life using both those who have been on FWOs and those who use informal flexibility.

· Complete further analysis of the Declaration Follow-up Survey noted above.
· Prepare an action plan for continued acceptance of the Declaration during WorkLife Month in October & beyond.  Action items may include:

· Have copies of declaration laminated for each employee

· Have the Declaration posted in each conference room to encourage reading / referencing in meetings

· Consider 4th of July celebration format for each year!

· Explore improvements in scheduling.

· Explore improvements in operational efficiencies.

· Develop WorkLife communication strategies for the year

· Conduct a follow-up survey within 12 months as to how well the office / location / leadership supported the tenets (or do we need to consider a revolutionary war!)
EU Implementation Tip: Develop an on-going communication/ action plan to promote WorkLife Flexibility and reinforce the EU Declaration.  Some items to include might be:

· Periodic stories recognizing those who lead and support WorkLife integration for others & highlight benefits to the individual, the business and the client, as applicable.

· Monthly information snippets on WorkLife programs and services that the firm or EU provides as tools to achieving WorkLife effectiveness.

· Training or reminders for PAs on how to address setting and achieving WorkLife goals with advisees as well as having WorkLife effectiveness conversations during informal and formal discussions with advisees.

· P/MDs share personal stories of their own WorkLife integration efforts to show that leadership is striving for WorkLife effectiveness just as all employees should be.
