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Work/life balance

Survey results provide reasons to offer employees  
a healthy work-life balance 

Work-life balance doesn’t 
translate to too little work

According to the survey:

• Employees who report that they 
have “too little work” to do are 
25% less satisfied with the job itself 
than those who have “too much to 
do.” (69% of employees who say 
they have “too much work”  
are satisfied with their jobs vs.  
just 44% who say they have  
“too little work.”)

• Employees who say they have 
“the right amount of work” are the 
most satisfied of all — 81%.

High performance companies 
recognize that the success of one 
party depends on the success of 
the other — both professionally 
and personally. According to Klein, 

The retirement of baby  
boomers makes work-life  
balance especially important

With the impending retirement 
of baby boomers, employers 
should implement practices that 
encourage workers to refer friends 
and colleagues for job openings. 
“One thing employers can do 
is to train first-line managers to 
be sensitive and flexible when 
employees have a personal 
or family situation that needs 
attention,” said Klein.

Most people come to work 
enthusiastic and wanting to make 
a real contribution, according to 
Klein. “The key, then, is to balance 
company and personal demands 
within a partnership culture and a 
spirit of win-win,” Klein said.

The key is to balance 
company & personal 
demands within a 
partnership culture…

Sirota Survey Intelligence (December 5, 2007). “Employees With Right Work-Life Balance Are Proud Of Where They Work And Engaged In Their Jobs.” 
Press release. Retrieved on January 8, 2008. http://www.sirota.com/pressrelease/2-Work-Life_Balance_Final_1207.pdf

According to a recent survey poll 
from Sirota Survey Intelligence, 
employees who experience a 
reasonable balance between their 
personal and professional lives 
have positive views about their 
jobs. Specifically, Sirota found that 
employees have more pride in  
their companies, a willingness 
to recommend their employers 
to others, and are more  
engaged in their jobs. 

Work-life balance and  
employee attitude 

According to the survey of more 
than 300,000 employees, 73% 
of employees overall are positive 
about their work-life balance. 
Among those who are positive 
about their work-life balance:

• 89% rate their satisfaction with 
their companies favorably. (Only 
58% of those who are negative 
about their work-life balance 
rate their satisfaction with their 
companies favorably.)

• 91% are proud to work for their 
employers. (Only 68% of those 
who are negative about their  
work-life balance are proud to 
work for their employers.)

• 88% would recommend their 
employers as a place to work.  
(Only 64% of those who are 
negative about their work-life 
balance would recommend their 
employers as a place to work.)

“Work-life balance is almost an 
afterthought to people who feel 
their employers are meeting their 
end of the deal by being fair, 

providing interesting and 
meaningful work, and recognition 
or rewards for a job well-done,” 
said Douglas Klein, President of 
Sirota Survey Intelligence. “Work-
life balance becomes a real issue 
when employees feel that their 
employers aren’t holding up to 
their part of the partnership.”

“Employers should take a long-
term perspective toward work-life 
balance. If a manager goes out  
of his or her way to accommodate 
a personal crisis, most employees  
will redouble their work efforts  
later on.”
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Research reveals difficulty when it comes to disciplining 
employees for Internet abuse

those surveyed felt that monitoring 
employee use of the Internet and 
email was not their responsibility, 
and 34% thought it was of little 
importance.” 

Little understanding of social 
networking sites

The Clearswift survey polled 
nearly 700 HR decision makers in 
the United States and found that 
despite the rise in popularity of 
social networking sites, a significant 
number of HR professionals have 
yet to fully understand them. 
Of those Clearswift surveyed, 
nearly 25% of professionals don’t 
understand Web 2.0 sites (such 
as Facebook, MySpace, YouTube, 
Wikipedia, etc.). Only 34% of 
respondents actively use Web 2.0 
technologies. Forty-two percent 
are familiar with such sites, but do 
not use them. Only 35% said their 
companies’ Internet usage policies 
covered the use of Web 2.0 sites 
while another 25% did not know. 

Little collaboration with IT

Clearswift’s research found that 
HR professionals have their hands 
full. The majority of them spend 
most or all of their time organizing, 
managing, training, developing 
employees and recruiting. When 
it comes to technology issues 
related to policy enforcement 
and monitoring, however, HR 
professionals defer to the IT 
department. In fact, 55% of those 
surveyed leave monitoring to the 
IT department. 

“The question that is sparked by 
these results is, ‘Should IT managers 
be developing policies and 

New research from technology 
company Clearswift reveals:

• 64% of U.S. companies deny 
their employees access to social 
networking sites such as 
Facebook, MySpace and Bebo 

• 54% of HR decision makers have 
encountered or have had 
to discipline employees for 
wasting time on the Internet 

• 14% have had to discipline staff 
for data loss and 7% for posting 
inappropriate content on social 
sites — but only 36% have a 
policy covering such usage 

• 23% of HR decision makers are 
unfamiliar with Web 2.0  
technologies such as YouTube, 
Facebook and Wikipedia 

Discipline challenges

“The Internet, especially Web 2.0 
sites and services, has created 
a difficult, and often unfamiliar 
battlefield for human resources 
professionals,” said Stephen 
Millard, vice president of strategy 
at Clearswift. “While 87% of the 
people we surveyed reported that 
their organizations have a written 
Internet usage policy, only 61% 
of their companies actually have 
a technology solution in place 
to enforce the policy. Twenty 
percent of the respondents didn’t 
know if they have a solution in 
place. The rapid development of 
communications technologies — 
and the potential for both business 
benefit and employee misuse —  
poses a significant challenge for 
HR professionals. Despite their 
key role in employee disciplinary 
matters and policy development, 
our research found that 37% of 

enforcing them, making decisions 
on what they see as a breach of 
employee Internet usage policy?’” 
suggested Millard. “In cases where 
a breach is less obvious, can IT 
even recognize what HR would 
see as a violation? The survey 
results make it clear that the HR 
and IT need to be working closely 
to develop and enforce Internet 
usage policies, and IT needs to 
educate HR departments and the 
business as to the benefits and risks 
of new technologies. In 60% of the 
companies, both IT and HR develop 
the usage policies, yet only 19% 
of HR departments are involved in 
monitoring employee usage.” 

In the event of a violation of the 
acceptable use policy, 47% of 
those surveyed rely on their IT 
department to notify them if they 
believe a breach has occurred. 
Only 3% reported that their HR 
department monitors employee 
Internet use and determines if 
a breach has occurred. In 15% 
of the cases, the HR department 
is automatically notified by the 
IT system of a possible breach. 
Another 23% reported that 
employee Internet usage is not 
monitored, but HR will investigate  
if notified of a possible breach by 
an employee or manager. Clearswift (December 5, 2007). “Internet and Web 2.0 Creates Unfamiliar Battleground for HR Professionals.”  

Press release. Retrieved on January 10, 2008. http://www.clearswift.com/news/item.aspx?ID=1351
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Ask the expert
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Can an employer fire someone for being 
under the influence of cough syrup?
A substance abuse policy that is consistently enforced can still cause problems  
for an employer when the illegality of the substance, and the extent of the abuse,  
are questionable. 

Facts: A supervisor for a mining company observed a heavy equipment operator’s bloodshot 
eyes and garbled speech. So he asked the employee to submit to a substance abuse test  
at the end of his shift. The employee agreed and was taken immediately to a testing facility.

Two blood-alcohol tests showed that the employee had a blood-alcohol level higher than 
the legal limit. The employer terminated the employee immediately without any further 
investigation.

The employee felt the termination was unfair. He claimed his blood-alcohol level was the result 
of taking two over-the-counter alcohol-based cough suppressants for a minor illness, and his  
co-workers testified that he had been coughing all day. The employee also pointed out that he 
had operated a 90-ton piece of equipment his entire shift without incident or complaint, and 
that his 18-year service record was clear of previous discipline.

The employer insisted that the employee’s termination was necessary to enforce its alcohol 
policy and to protect the safety of other workers. Past safety records were irrelevant in light 
of this one incident, according to the company.

Award: An arbitrator reversed the termination, but imposed a 30-day suspension without pay.

Discussion: The employee’s excellent service record and evidence that medications were indeed 
the cause of his condition rendered his termination unjust, the arbitrator decided.

Furthermore, according to the arbitrator, the employer’s failure to conduct an investigation into 
the incident denied the employee due process. The employee had not been consuming alcohol 
irresponsibly and had not intended to endanger his co-workers in any way.

However, the use of an alcohol-based cough suppressant could pose a risk to the employee and 
others, and the employee failed to notify the employer about his medication before starting 
work. To remedy the situation, the employee must serve a 30-day suspension without pay, the 
arbitrator concluded.

Pointers: The arbitrator’s reasoning might apply to union workforces, but reasonable suspicions 
and failed blood tests are usually sufficient for nonunion employers to terminate an intoxicated 
at-will employee. Yet even an employer with a hard-line policy against workplace substance 
abuse can find that the line gets blurry when over-the-counter drugs enter the picture.

Employers should respond as consistently to these ambiguous drug and alcohol situations as 
they do when illegal drugs are involved. In some cases, employers might want to recognize 
such differences by issuing and maintaining two separate policies: one for alcohol, prescription 
medicine, over-the-counter drugs, and other legal substances; and the other for illegal 
substances.

The employer could then take a specific and firm stance in each policy instead of watering 
down its message to include every drug-related situation. For instance, the first policy can 
state that the employer “prohibits the use or abuse of such legal drugs to the extent that an 
individual’s performance or fitness for duty is affected adversely.”

Separate policies also can help supervisors understand and keep in mind that alcoholics and 
individuals addicted to legally prescribed drugs can qualify as an individual with a disability 
under the Americans with Disabilities Act, while a person currently engaged in the illegal use  
of drugs does not qualify for the same protected status.  

Check out the Ask Gevity link on Gevity OnLine™ for more information about this  
or other HR issues.
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About Gevity
Thousands of small and mid-size 
businesses nationwide leverage the 
flexibility and scalability of Gevity’s  
human resources (HR) solution to 
help them maximize the return on 
investment in their people. Essentially, 
Gevity (NASDAQ: GVHR) serves as  
the full-service HR department for  
these businesses, providing each  
employee with support previously only 
available at much larger companies.

Gevity innovative management and 
administration services help employers 
streamline HR administration, optimize 
HR practices, and maximize people and 
performance.

Gevity’s unique approach features 
Gevity OnSite™, experienced HR 
Consultants based in local markets 
backed by nationwide resources and 
easy-to-use technology, including  
Gevity OnLine™ and Gevity OnCall™.  
For more information, visit gevity.com.

1.866.2GEVITY

Got 401(k) questions? 
Get the answers on 
02.21.08 

As a valued Gevity client, you can 
join us — at no cost to you — for 
an informative Gbrief webcast 
titled “Got 401(k)?” The webcast 
will cover the basics of 401(k) 
retirement plans and the benefits 
of having them.   

This valuable webcast will take 
place on February 21, 2008 at 
11:00 a.m. Eastern time. There will 
be a live Q&A session, so come 
prepared to ask any questions you 
have about 401(k) — no matter 
how basic they are!

Click here to register online. 

[BRIAN: Please see email for 
hyperlink information.]
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