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Executive summary 
This report presents the findings of a small-scale research project (involving a consideration of secondary data only) to “Critically evaluate and analyse the barriers to a Healthy Work Life Balance of Health Education Improvement Wales (HEIW) employees”.  The HEIW Integrated Medium-Term Plan, 2020-2023 (IMTP – Business plan) refers to the ageing population and the need for a more agile workforce. It acknowledges there has been a change in attitudes towards work and careers with the need to find a Work Life Balance (WLB) becoming an increasingly important requirement for people.

It’s widely accepted that work has become more intense than it was two decade ago. People are working long hours under increasing levels of pressure and this is making work very stressful.  The knock-on effect is having a detrimental effect on people’s overall physical and psychological health which often impacts on their family life too.  In recognition of this, people are looking for opportunities to find a better balance between their personal life, professional life and family life through Flexible Working (FW) arrangements. Taylor (2016) suggests the provision of good WLB ensures employees don’t become overstressed or run the risk of burning out and enjoy a high level of personal wellbeing,

The research was conducted through secondary data available within HEIW and an analysis of recent literature on WLB. The report outlines the meaning of WLB in the context of employment relations and the significance of WLB to HEIW employers. Literature suggests that WLB means different things to both an employee and employer. FW practices record higher levels of  job satisfaction and organisational commitment than non-flexible counterparts, benefits organisations and produces a measured increase in productivity, accountability and employee engagement and commitment, along with better team working and communication, improved morale and less negative organisational stress (CIPD, 2012, 2019, 2020; Kings fund, 2012).

[bookmark: _Hlk42165163]During October 2019 HEIW conducted an internal Health Needs Assessment (HNA) (appendix 1 & 2). An HNA is a systematic process and useful tool used by organisations to assess the health and wellbeing issues facing a population (HEIW) and is part of the NHS workforce Health and Wellbeing Framework. This useful tool measured the effectiveness of current practices in place within HEIW and the potential impact of future programmes being implemented. The HNA had a response rate of 36%. For the purpose of this research, I’ve undertaken an analysis of five questions (specifically 31, 33, 34, 43 & 44) that relate to WLB. I also referred to the HEIW COVID-19 FW survey.  Initial findings suggest that over a quarter of respondents were not aware of the FW options available within HEIW. Nearly a third were not happy with their WLB and a quarter said FW / WLB /work pattern / remote homeworking / breaks were their top priority in relation to health and wellbeing. The research indicated that there’s a strong business case to support WLB. Evidence from both the HEIW HNA and secondary data sources indicated that enabling employees to have a balance between their private lives and paid work can lead to a reduction in absenteeism, improved recruitment and retention and improved employee commitment and productivity. 

Whilst the HNA was fit for purpose before the pandemic, the research has indicated that the right questions were answered in the wrong context. I would, therefore, recommend that a retrospective primary data research study should be undertaken post pandemic, to identify how colleagues WLB has changed. This will also give HEIW employees a voice to influence the future HEIW Health and Wellbeing strategy and action plan.


Contents
1. Introduction (terms of reference)	4
2. Literature Review	5
3. Methodology	7
4. Findings/Discussion	8
5. Conclusions	11
6. Recommendations for change	12
7. Limitations	14
8. References	15
9. Bibliography…………………………………………………………………………………………………………………………………27
10. Appendicies……………………………………………………………………………………………………………………………….30






























[bookmark: _Toc44158616]1. Introduction (terms of reference)

[bookmark: _Hlk41301206]In March 2000 the UK Government launched the WLB campaign which aimed to raise awareness of the benefits for employers in developing policies that would enable employees to effectively balance their work with their life outside of work. Two decades later the WLB theme is evermore a fundamental aspect of working lives, due to unbalanced work/family relationships that can result in reduced health and performance (Kalliath & Brough, 2008). 

The aim of this research is to: Critically evaluate and analyse the barriers to a Healthy Work Life Balance of HEIW employees. 

The research objectives are:

· Critically identify the barriers specifically affecting a healthy WLB.
· Critically analyse the results of the 2019 HEIW HNA specifically WLB. 
· Make recommendations to the HEIW Executive Board


[bookmark: _Hlk41308348]A formal definition of WLB remains elusive and is a broad concept (Journal of Management and Organisation, 2008). Manfredi & Holliday (2004) proposes that WLB is based on the notion that paid work and personal life should be seen less as competing priorities than as complementary elements of a full life. Employers should respect and support a balance between employees work and home lives (CIPD, 2019). Kalliath & Brough (2008) regard WLB as the individual perception that work and non-work activities are compatible and promote growth in accordance with an individual’s current life priorities. They suggest WLB leads to positive growth and development within both work and non-work domains. They furthermore review six conceptualisations of WLB (appendix 3).

There are several reasons why employees may feel that they have not got a healthy WLB; staff shortages, family and caring responsibilities, lack of flexibility within their job role / organisation. The NICE guidance PH22, 1–45 (2009) suggest that ‘staff wellbeing are important factors in workplace productivity’. In Wales, many employers who aim to promote a good balance between work and home life, have promoted family friendly policies, thus many work places, such as NHS Wales now have a FW Policy and Procedures as increasing job satisfaction can improve mental health, increase wellbeing and reduce absenteeism (Betsi Cadwaladr University Health Board. Work/ Life Balance FW Policy (2018). 

The NHS Health and Wellbeing framework is focused on delivering effective, quality patient outcomes. The framework supports this research and is divided into two sections: organisational enablers and health interventions (appendix 4). It’s important that the NHS workforce can thrive within an environment that enables and encourages NHS employees to make informed positive wellbeing choices that enable employees to lead healthy balanced lives. The lack of a balance can has huge implications to both employers and employees i.e. health and financial (appendix 5).



[bookmark: _Toc44158617]2. Literature Review

[bookmark: _Hlk39761782]CIPD (2019) UK Working Lives report outlines key insight into the changing nature of the UK workforce and particularly identified poor WLB as a problem. 60% of UK workers admit they work longer hours than they’d like and almost a quarter (24%) find it difficult to relax in their own time due to thinking about work. It indicated that over half of UK workers are already working flexibly in some way, and those in high-level occupations are most able to use FW to support their WLB. 

2.1 Technology, Globalisation & Legislation 

Interest in WLB has become more topical in response to Globalisation, technological advances, the need to be competitiveness within the labour market and the introduction of legislation offering a range of FW practices (CIPD, 2016, 2017, 2018; French, 2016; Thomas 2009, Thompson and McHugh 2009; Nuffield Trust, 2019; Kelliher & Anderson, 2010, Grimshaw et al 2016). 

2.2 Flexible Working

FW is about equality of opportunity and flexible hours to help employees balance home and work responsibilities. Only 15% of UK jobs are advertised with FW options. 5 million people work in shift-based roles which are flexible in theory but have little scope for progression or predictability. 
During 2009, 23% of full-time employees and 27% of part time employees had some form of FW (Farnham, 2010); females were more likely to request FW arrangements than men. During 2009 66% of women in employment within the UK said they managed to balance their personal and working lives. Today, 87% of employees either work flexibly already or wish they could, and 75% of employers say FW has a positive effect on retention. (FW Provision and Uptake; CIPD, 2012,2019; Timewise).  The CIPD (2019) Working Lives report identified that amongst workers who have no access to FW 78% would like it. The survey concluded that of those employees who do have FW arrangements in place and work reduced hours are more likely to indicate negative career implications (CIPD, 2019). 
2.3 Gender 
Employees lives are becoming more complex and demanding. More parents are raising children alone and need to work as they are the only source of income in the family (Daniels, 2019). Due to a lack of flexible options, large numbers of mother’s step back from their careers (CIPD, 2019). Elkhof et al (2007) debates the WLB concept and suggest there’s a need to change work per se’, to accommodate WLB beyond working time and the provision of FW practices to enable childcare. They suggest that the work life debate ‘narrowly perceives “life”, associating it with women’s care work. 
Men also have low expectations of securing WLB. Insight survey identified a variety of perceived cultural barriers in the workplace holding men back from greater involvement at home. 85 % of men think they should be as involved as women in caring for children (Eltringham, 2018).  

Evidence supports and highlight the importance of engaging employees, creating FW opportunities and family friendly policies (ibid, p326). There’s significant evidence within organisations that adopt and implement WLB, FW and special leave policies, improve employee commitment, staff recruitment and increase performance, and are business cost effective thus, reduce absenteeism and turnover (Lyonette & Baldauf, 2019). 

2.4 Demographics 

Millennials and Generation Y top priority is a healthy WLB. Companies report that their younger workers expect a better work-life balance and faster career progression.  (People Management, 2018). There’s an increasing need to build roles that are flexible and allow a WLB (Deloitte, 2014, 2019; People Management, 2018, 2019; Independent 2016; CIPD 2015; KPMG, 2017; INC 2018). The spread of ages across the workforce now covers up to four generations as older workers retire later (Focus on age report,2017; Future trends 2015). WLB policies are imperative to support the ageing workforce (Chemistry Report, 2019). Employers that support a WLB philosophy are more likely to have a competitive advantage within the labour market particularly the new generation of employees. 

2.5 Direct and Indirect Organisational Benefits

Kelliher & Anderson (2010) report evidence of work intensification being experienced by those who work reduced hours and those who work remotely. Therefore, employees respond to WLB by entering additional effort to return benefits to the employer. They reported that those employees who work flexibly, record higher levels of job satisfaction and organisational commitment (French, 2016).  They conclude that employees adopt the social exchange theory to respond to the ability to work flexibly by exerting additional effort, to return benefit to the employer. However, research indicates employees don’t always respond negatively to intensification, especially whereas a consequence they believe they will gain some benefits (psychological theory) (ibid p99).

2.6 Health and Wellbeing 
CIPD (2017) highlight the significance of WLB in relation to Health and wellbeing. They identified that 22 % of employees say they often or always feel exhausted in their jobs, or under excessive pressure. They also highlight serious concerns regarding the demands of work and the impact it can have on people’s health. Furthermore 66 % say they have experienced a work-related health condition in the last 12 months, with anxiety and sleep problems being two of the most common issues reported (McDonald et al 2005; CIPD 2016, 2020; NHS Workforce Trends 2017, 2019; Mercer, 2016) (appendix 6).
Conclusion

A lack of WLB within organisations can have a negative impact on employees with an increase of absenteeism, productivity, staff engagement etc. Making flexible and sustainable roles more widely available will allow employees a WLB and improve recruitment and retention (Kelliher & Anderson, 2010, Grimshaw et al 2016; CIPD, 2017; Timewise, 2014) (appendix 7). 
The lack of FW opportunities, particularly higher up the career ladder, can leave employees facing a stark choice: stay trapped in a low-paid flexible role, or don’t work at all (timewise). A wide gender pay gap can damage employer brand and may discourage talented candidates from applying to work within an organisation. Organisations that design flexible roles that encourage WLB at all levels will close the gender gap (French, 2016).  

[bookmark: _Toc44158618]3. Methodology 

The data collection methods adopted for the purpose of this research includes research approach, strategy and choices in terms of use of qualitative or quantitative data and the secondary data collection process taken to interpret data, concluding with the recommendations and limitations (Perkins & Woodhams, 2016).  

An in-depth secondary data literature review was undertaken using both qualitative and quantitative methods of data collection. Heaton, 2008; Johnston, 2012; Smith, 2008 suggest that secondary data analysis offers methodological benefits and can contribute to HEIW research through generating new knowledge. Bryman, A. and Bell, E. (2015) suggest that research should meet three basic criteria; Reliable, Replicable and Valid. 

The identification of search terms was the most important part of planning my search for relevant literature (Bell & Walters, 2014). Key words included; evaluate, analyse, barriers, healthy, WLB. I considered the literature that is most likely to cause a problem is that which is less closely related (Gell et al, 2006). 

I assessed the relevance of literature and its value to my research, I considered research philosophy as I’m aware of the impact my beliefs and assumptions can have on this research (appendix 8 & 9) along with the subjective nature of research articles that are presented to achieve business success and bias views rather than systematic research (Fisher, 2010; Groves and Peytcheva, 2008; Hunt, 1993; Burrell and Morgan, 1979). 

I adopted a systematic review process to review and locate existing literature, evaluate its contribution, analyse & synthesise the findings and report the evidence to allow conclusions to be reached about what is known and also about what is not known about WLB (Denyer & Tranfield, 2009). I’ve been objective and considered subjectivism which incorporates assumptions of humanities, asserting that social reality is made from perceptions and consequent action of people (Saunders et al, 2016). 

Positivist scientific quantitative methods were sort. Following the literature review, I undertook a secondary data review of an HEIW HNA which took place in October 2019. Whilst the HNA consisted of 57 questions in total, for the purpose of this small-scale research project I’ve undertaken an analysis of five questions (specifically 31, 33, 34, 43 & 44) that relate to WLB. I’ve also reviewed / analysed two working from home surveys which were circulated to HEIW colleagues during the COVID-19 pandemic and the staff survey. The data size of my research (36%) gives my analysis credibility (Harter et al 2002). While the relationships of a larger sample size would’ve been statistically significant, the practical implications of the difference would have been small (Lenth, 2001; Survey Monkey; Comrey & Lee, H., 1992; Tabachnick & Fidell, 2007; Saunders et al, 2016). 


[bookmark: _Toc44158619]4. Findings/Discussion

During October 2019 HEIW conducted an internal HNA. The total employee head count, 383 staff, 255 Female and 128 Men, was sourced through the NHS Wales Electronic Staff Record (ESR). 

HNA
A total of 383 HNAs were made available to every colleague. In total 136 surveys were completed (36% response rate).136
responses


[image: ]
Question 31 & 33 Experience of Work and WLB

32% of employees, nearly a third are currently unhappy with their WLB.  26% of HNA respondents were not aware of the FW options available within HEIW, when respondents were asked ‘What is the most important thing to them within the organisation?’ FW scored high.

[image: ]
Question 34 Working pattern

32 % of respondents felt there is an expectation and obligation to work outside their contracted hours and working patters, suggesting a lack of WLB and a link to psychological contract and work intensification (CIPD, 2019). 


[image: ]


Question 43 information, support and advice

88 respondents would like to see information, advice, support on FW readily available: 


[image: ]
FW 
CIPD 2019, Working Lives report indicates that 78% of the workforce would like to work flexibly. The graph below illustrates the top health and wellbeing priorities that HEIW employees believe that the organisation needs to focus on.  Question 44 was an open question and therefore respondents could have given more than one answer. 30% of the workforce felt they had no FW options available to them. This has now changed considerably due to COVID-19 with 100% of the HEIW workforce currently working from home.  



Link to Health and Wellbeing 
During 2018, 37% of organisations saw a rise in stress-related absence and 55% an increase in mental health problems (CIPD, 2017). It’s been documented that staff engagement results in better patient outcomes and the most significant impact on staff engagement is staff health and wellbeing. Although the sickness rates for HEIW are lower than wider NHS Wales, the two most commonly known reasons for sickness over the last six years have been, Anxiety / Stress and Back & other musculoskeletal disorders, which indicates a link to poor WLB (NHS Wales’ Workforce Trends, 31st March 2019). The link between WLB and Health and Wellbeing is therefore a priority for HEIW. 

Flexible Working during the pandemic
During the COVID-19 pandemic a FW survey was issued to staff, the survey was undertaken by an average response rate of 43% of colleagues. Results indicated that colleague interaction, broadband, child-care are foreseeable obstacles to making FW work in the future. Furthermore, managers could help implement FW through effective IT support.  

The FW survey demonstrated that of the 187 respondents, 40% indicated that there were WLB challenges at the start of the process however, they have been able to overcome them; 21% balancing work with parental / caring responsibilities. 38% felt the experience was better than expected, 20% indicated that working from home is a positive experience and 22% suspect that working from home could be the new normal post COVID-19. The surveys have been used as a proactive method of engaging and consulting with employees, giving them a voice and as a mechanism of check-in with the workforce regularly (Ellis, 2016; CIPD 2020). 




[bookmark: _Toc44158620]5. Conclusions 

A formal definition of WLB remains elusive and is a broad concept (Journal of Management and Organization, 2008). Literature suggests that there are increasing numbers of theoretical research models which describe the qualification and consequence of WLB however, validation of its value is needed. Kalliath & Brough (2008) suggest that clear definitions and measures of WLB would validate theoretical models that describe relationships between qualification and outcome variables of WLB. 

Employees lives are becoming more complex and demanding. Organisations need to offer employees HR solutions to WLB such as a more agile ways of working. To encourage a more diverse workforce within a WLB environment. 

A better WLB that is integrated into organisational culture benefits both individuals and an organisation as it sends out the right message to the senior team etc (Investors in people, 2020). 

This research has indicated that there is a strong business case to support WLB. Evidence from the HEIW HNA, FW survey and secondary data sources, indicated that enabling employees to have a balance between their private lives and paid work can lead to a reduction in absenteeism, improved recruitment and retention, employee commitment and productivity. 

Robust policies such as FW and Remote/Homeworking, will inform future change however, unless these interventions directly impact HEIW the policies remain a philosophical statement lacking a ‘ground reality (Bailyn,1997). 

Kalliath & Brough, (2008) suggest that an effective measure of WLB should enable organisational-decision makers to assess the impact of policies on employee perceptions of balance and should be based on a simple definition which asks employees to rate their current perception of balance. HEIW have successfully measured perception within their HNA however, further measures may include inter-organisational comparisons of the levels of WLB which may be useful information to organisational stakeholders (Kalliath & Brough, 2008).

The use of technology makes WLB more accessible (CIPD, 2016, 2017, 2018; Nuffield Trust, 2019). It’s important to ensure that there’s a culture that promotes a consistent message and approach to managing WLB through initiatives such as FW. 

Anderson, V. (2013) advises that a literature review of secondary data, should be undertaken before collecting new primary data. I have fulfilled this within this small-scale research project however, I would now like to obtain further information into WLB within HEIW using primary research.

[bookmark: _Toc44158621]6. Recommendations for change

Whilst the HNA was fit for purpose before the pandemic, the research has indicated that the right questions were answered in the wrong context. I’d recommend that a retrospective primary data research study should be undertaken post pandemic, to identify how colleagues WLB has changed. It will allow HEIW to measure the impact the COVID-19 pandemic has had on participants WLB.  

I would also recommend: 

· Undertake a further consultation post pandemic to inform the HEIW Health and wellbeing strategy (HEIW, 2020; Welsh Government 2019; Social Care Wales, 2019; Cardiff and Vale University Health Board 2015-2025; NHS Employers 2018, 2020; HR Zone, 2018); 

· Ensure consistency and fairness in the way WLB policies and procedures are implemented  and reviewed; Promote up to date WLB FW and special leave policies and practices along with the implementation of a Health and Wellbeing Strategy, that will empower employees to lead healthier lifestyles (appendix 10) (HEIW, 2020; Michael West, 2020; CIPD, 2019; People Management, 2018; Timewise, 2014; NHS Employers, 2019; Dale, 2016);

· Ensure staff development whilst considering future workforce drivers i.e. Millennials, part-time contracts (CIPD, 2015, 2016; Timewise 2014; Deloitte, 2014, 2016, 2019; Independent 2016; INC 2018; People Management 2018, 2019; KPMG, 2017; Skeoch, 2018; Sloan, 2019; Aftab, 2016; Vodafone, 2015);

· Continue to build flexible career pathways to bridge the gender pay gap (Timewise);

· Continue with essential leadership, structural, cultural building blocks for improving staff health and wellbeing (NHS Employers, 2018);

· Realistic performance management targets set by managers that engage employees (CIPD, 2019; The Kings Fund, 2012, 2015, 2020, HEIW 2020; Allen, 2019);
[bookmark: _Hlk42188693]
· Continue to support FW patterns (Unison; CIPD,2019, 2020; ACAS, 2015; Guardian, 2017; Citizens Advice; Deloitte, 2016; Working Families, 2014 HR Magazine, 2014;); 

· Share good practice and celebrate successes (CIPD, 2015; Investors in people, 2020; Healthy working Wales);

· Continue communication updates to engage employees that give them an employee voice to influence the Health and Wellbeing strategy (CIPD, 2020; Lyonette & Baldauf, 2019, HEIW 2019, 2010);

· Consider potential demand for further flexibility post COVID-19 (The Guardian, 2020; Timewise 2020; The Law Society Gazette,2020; Forbes, 2020; MIT Slone. Management Review, 2020; HR Lunchtime debate, 2020; The Guardian, 2020; Our NHS people);

· It is vital that leaders and manager encourage employees to take their full holiday entitlement, so that they feel rested (without checking their e-mails / working) (Health at work, 2019; Glassdoor, 2014, 2016, 2017; Gov.uk, 2020; Health at work, 2019; HR News, 2019; HR Magazine, 2014);



[bookmark: _Toc44158622]Limitations

Due to the COVID-19 pandemic I was unable to conduct primary data research within HEIW as initially planned. I therefore undertook a secondary data desktop review. Access to resources such as books and library journals was difficult and challenging due to the pandemic. The following limitations have impacted my research findings; The topic was too large 

Due to extenuating circumstances surrounding the pandemic this research topic has become larger than anticipated and therefore trying to gather information and data has been complex and challenging. I have found it difficult juggling work, homelife and children and have questioned my own WLB during this pandemic. 

[bookmark: _Hlk42246339]If I was going to carry this research again, I would undertake primary data research which would have given me richer data and undertake a retrospective study to identify how colleagues WLB has changed post pandemic. 
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HEIW Health Needs Assessment (HNA) Survey 2019

XXXXX (HEIW)
Communications and Engagement Manager
The HNA is your chance to give your views. HEIW is committed to enhancing the health and wellbeing of NHS colleagues and to be an exemplar organisation through promoting, facilitating and where appropriate monitoring the impact of health and wellbeing initiatives.  
We have agreed to pilot the first NHS Wales organisation wide Health Needs Assessment (HNA), a measuring tool designed to find out about workplace health and wellbeing initiatives.
The survey is open for the month of October 2019, it will take approximately 20 minutes to complete.  Your manager will support you by providing you with protected time to complete this during working hours.  If you would prefer to fill in a paper copy  please print and place completed form in the box in reception in Ty Dysgu.  Guidance on completing the form can be accessed here.
If you don’t want to complete this at your workstation, we have booked out the Lecture Room and Room 6 in Ty Dysgu on Thursday, 24th October between 10am – 3.00pm, where laptops and support will be available. 
The HNA is anonymous, however, if you feel that you would like to talk to your manager or a member of the HEIW Health and Wellbeing Network (contacts available from Emma Carrington) about the HNA prior to completing it then please do so. 
All responses collected will be anonymised and stored in accordance with the appropriate data protection process.  Information on Privacy arrangements can be found here.
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Appendix 3

Kalliath & Brough (2008) Six Conceptualisations of WLB: 

	1
	Work life balance defined as multiple roles
	Greenhouse and Beutell (1985) suggest that Work-Family balance reflects an individual’s orientation across different life roles, an inter phenomenon (Greenhaus, Collins & Shaw 2003: 511) and positive carry over of the two is now widely accepted. 


	2
	WLB defined as equity across multiple roles
	Greenhouse et al (2003) also suggested the extent to which an individual is engaged and equally satisfied with their work and family role. They propose three components of work-family balance: time balance, involvement balance and satisfaction balance. 


	3
	WLB defined as satisfaction between multiple roles
	Kirchmeyer (2000) suggests that a balance is about achieving satisfying experiences in all life areas, which requires energy, time and commitment which is distributed across all areas. Clark (2000) focuses f satisfaction and good functioning at work and home with minimum of role conflict. 


	4
	WLB defined as fulfilment of role salience between multiple roles

	Satisfaction overlaps with the recognition that individuals perceive their multiple role in different ways. Greenhaus and Allen define WLB as the extent to which an individual’s effectiveness and satisfaction in work and family roles are compatible with individuals’ lie role priorities at a given point in time. Eby, Casper, Lockwood, Bor-deaux and Brinley (2005:14) suggested WLB research should focus on Whether an individual’s expectations about work and family roles are met or not. 


	5
	WLB defined as a relationship between conflict and facilitation 
	Frone (2003) suggest that WLB has been defined as an absence of conflict and a presence of facilitation: low levels of inter-role conflict and high levels of inter-role facilitation.  Grzywacz & Bass ( 2003)suggest that this WLB definition can be tested through the assessment of four bidirectional conflict and facilitation concepts:  “Balance is a combined measure, whereby work-family conflict was subtracted from work-family facilitation, and family-work conflict was subtracted from family-work facilitation’ 


	6
	WLB defined as perceived control between multiple roles

	Fleetwood (2007) suggests that WLB is about individuals having control over when, where and how they work


Appendix 4 


	Organisational enablers; are core to HEIWs organisational development and underpins HEIW leadership, structural and cultural commitment to good staff health and wellbeing (NICE Guidance, 2015; NHS Employers, 2018). 


	Health Interventions; Three areas of health (mental health, musculoskeletal and healthy lifestyles) which emerged through the review of national data on absence, presenteeism and the staff survey. Interventions fall under two categories (NHS Employers, 2018):
· Prevention and self-management – these are approaches to keep people well at work through good working conditions, timely training and information and the skills needed for self-management. 
· Targeted support – these are targeted, clinically appropriate interventions for staff in need of specific healthcare and support, such as counselling and physiotherapy. 
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CIPD (2020) Health and Wellbeing at work findings demonstrate that well-being activity results in healthier cultures in public sector organisations but is less effective at reducing employee absence or stress (CIPD, 2020). 
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Appendix 6 

NHS Wales’ Workforce Trends, 31st March 2019: NHS Wales Sickness 
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Data source: ESR DW 






Appendix 7
5 drivers for organisations to turn to FW.
https://timewise.co.uk/wp-content/uploads/2014/09/FJD.pdf
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Appendix 8
Saunders, M, Lewis, P. and Thornhill, A. (2016) Research methods for business students. 7th ed. Pearson. Harlow, England. P 124. 

Research philosophy in the ‘research onion’
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Research Philosophy refers to any system or belief that addresses the fundamental questions of how we know the world and how theories, concepts and experiences lead to knowledge is known as research philosophy (Saunders et al, 2016; Lee and Lings, 2008).

Appendix 9
Research philosophies and data collection methods 
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Saunders, M., Lewis, P. & Thornhill, A. (2012) “Research Methods for Business Students” 6th edition, Pearson Education Limited. 
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Appendix 10

HEIWs Work Life Balance practices and policies:
  
All Wales Employment break scheme 
All Wales Reserve Forces Training and Mobilisation Policy
All Wales Secondment Policy

All Wales Special Leave Policy (includes):

Compassionate Leave for Caring Responsibilities  
Special Leave for Jury Service  
Special Leave for Public Duties  
Special Leave for Unforeseen Circumstances  
Study and Examination leave  
Time off for Blood Donation  
Time off for Domestic Matters  
Time off for Hospital/Doctor/Dentist Visits  
Time off for Medical Screening  
Time off to Attend Interviews  
Bereavement Leave 
Compassionate Leave  
 

Home Working Policy 
Attendance at Work during Abnormal Weather  
FW Hours  
Parental Leave  
Annual Leave  
Maternity leave  
Adoption leave  
Paternity/Maternity Support Leave  
Sickness leave  
Some staff work term time only contracts, part time contracts, job share.













Total	
l) Other	k) Purchase of additional leave	j) Reduced hours for a limited time	i) Home-working	h) Staggered start and finish times	f) Annualised hours (contractual hours over a year)	e) Compressed hours (contractual full time hours over less than five days)	d) Local flexi-time schemes	c) Job sharing (sharing the role with others)	b) Part-time working (less than full time contractual hours)	a) None	3	11	4	48	19	1	27	19	2	38	30	
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