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1.  Introduction: The Establishment of UN Women 
 

January 1, 2011 will be a milestone for women and girls around the world.  In July of 2010, the United 
Nations General Assembly decided by a unanimous vote to establish a new UN Entity for Gender 
Equality and the Advancement of Women, known as UN Women, as a distinct entity within the United 
Nations system.  UN Women is charged with accelerating progress towards gender equality in all its 
dimensions in all Member States of the United Nations.  Here it is noteworthy that over a decade ago, in 
describing gender equality not only as an end in itself but a means to all other development goals 
including economic growth and productivity, in 1995, the year of the Fourth World Conference on 
Women held in Beijing, the UN Human Development Report noted that where development is not 
engendered, it is endangered.   

Until now the United Nations system has consisted of 31 autonomous entities.  UN Women will 
constitute the 32nd entity, becoming the principal body assisting the Secretary-General to discharge his 
gender related mandates including on gender parity within the UN system and its monitoring and 
reporting.  It is expected to become operational on 1 January 2011 and will incorporate, consolidate, 
expand and strengthen the existing mandates and work on gender equality and the empowerment of 
women.  

The Resolution of the General Assembly (GA) A/RES/64/289 on System-wide Coherence which 
establishes the entity states, in paragraph 53, on strengthening the institutional arrangements for support 
of gender equality and the empowerment of women: “decide(d) that the mandate and functions of the 
Entity (UN Women) shall consist of the consolidated mandates and functions of the Office of the Special 
Adviser on Gender Issues and Advancement of Women, the Division for the Advancement of Women, 
the United Nations Development Fund for Women and the International Research and Training Institute 
for the Advancement of Women, with the additional role of leading, coordinating and promoting the 
accountability of the United Nations system in its work on gender equality and the empowerment of 
women …” Also, it is significant that the establishment of UN Women is the culmination of many years 
of consultation and advocacy by the global women’s movement with the Member States.   

With respect to the specific functions of UN Women, Secretary-General Ban Ki-moon stated, “I 
commend the leadership and staff of DAW, INSTRAW, OSAGI, and UNIFEM for their commitment to 
the cause of gender equality; I will count on their support as we enter a new era in the UN’s work for 
women.  I have made gender equality and the empowerment of women one of my top priorities – from 
working to end the scourge of violence against women, to appointing more women to senior positions to 
efforts to reduce maternal mortality rates. ” 
 
Further, in his report Aorthen0Appect a3r8 r1 ing and 
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3.  The Challenge and the Opportunity Ahead 

One of the greatest difficulties in mainstreaming flexibility and work-life support across the UN system is 
its complex and highly decentralized organizational structure.  That complexity is heightened by the 
mobility of the workforce and its presence around the world in environments differentially situated 
relative to the role of women and work.  In addition, while several UN entities report the availability of 
FWAs and other work-life supports at the broadest level, in actual practice the usage and availability 
varies widely 

The establishment of UN Women provides a rare window of opportunity to bring heightened attention 
and focus across the UN system to the needs and issues of working women, and increasingly also of men 
as they share responsibilities as equal partners. The Expert Group Meeting seeks a Work-Life Strategy 
and Action Plan, as a recommendation to it, with a two-fold objective:    

a) First -  to provide an articulated framework that enables each entity within the UN system to better 
understand and choose from among a set of work-life packages or options along a continuum (similar to 
the CEB core and gold standards mentioned earlier.)  These packages will reflect the individual context 
including the starting point, goals and organizational culture in which each entity operates and finds itself.   

b) Second - it is hoped that a recommended Work-Life Strategy and Action Plan, can, if adopted, position 
UN Women as a standard bearer around the world.  The opportunity is to envision, and possibly realize an 
organization with policies and practices that truly reflect and accommodate the expectations, realities, 
needs and aspirations of the current and changing work force.   

The challenge is to gain space for both the aspirational mindset of creating a new ‘model’ organization 
and the practical mindset of creating a strategy that informs the work-life practice of the highly variable 
entities which comprise the UN system.  The upcoming meeting is convened to seek assistance in this 
endeavor from recognised experts, so that their best th
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4.  A Framework for Work-Life Policy and Practice: From Core to Leading Edge 
 
Work-life support is a broad topic encompassing several foundational elements.  This section will lay out 
these foundational pieces, considering each along a continuum from baseline to leading edge.  Leading 
edge descriptors illustrate norms practiced by organizations in the vanguard of partnering with employees 
to best manage and integrate their work-life priorities.  The model provides a framework for the UN to 
consider in the development of a work-life strategy for the UN system, including UN Women, as an 
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 Flexible Work Arrangements (FWAs)   
 
Flexible work arrangements have long been a hallmark of work-life support policies and practices and are 
on the short list of requirements for any organization seeking to help employees manage the complexity 
of modern lives.  The obstacles to their acceptance in many organisations arises from the perception that, 
despite their prevalence ‘on the books’, the usage of flexibility raises fears about career repercussions and 
a general sense that working on a flexible schedule is aberrant and not the normal way to work.  The gap 
between a menu of flexible work practices and the actual usage of these flexible options by a broad 
representation of the work population is wide and deep.  The table below highlights several characteristics 
of an organization’s approach to flexibility that helps a policy on FWAs actually become practice.   
 

Core Offerings Leading Edge Indicators 
• Employee access to a menu of 

flexible work options: 
· Flextime 
· Telecommuting, remote work 
· Compressed work week (also 

available to professional staff) 
· Part-time, job sharing 
· Summer hours 

• Clear and well understood process 
for seeking flexible work options 

• A reason-neutral FWA policy 
• Resources to support the usage of 

flexibility such as comprehensive 
written guidelines 

• A formalized process for tracking 
usage of flexible work options 

• Company shares in costs incurred 
by remote workers 

• Profiles of sampling of employees 
on flexible schedules – include 
what they have learned through the 
process 

• Allows maximum customization 
of schedules 

• Broadly available by level, 
geography, gender 

• Flexible work options positioned 
as a tool for managing work vs. 
as an employee accommodation

• Sortable in-depth profiles of 
employees on flexible options 
across the organization (a 
resource for employees and 
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with little acceptance by management and/or staff - the more structured approach is often needed to build 
an experience base and convincing evidence that flexible work options can work with benefits for both.   
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Flexible work culture 
 
The notion of a flexible work culture encompasses but goes beyond the provision and use of flexible work 
practices.  A flexible work culture is one where employees feel far more comfortable working flexibly 
whether that be on a formal schedule or in a more ad-hoc way.  It is a culture where managing flexibly is 
a strongly desired - if not required – management competency and where employees are empowered to 
challenge notions of where, when and how work gets done.  The business case for flexibility is well 
understood and support for flexibility is characterized by clear and visible leadership support.  In many 
organizations a flexible work culture is something that evolves through time.  The table below indicates a 
practical approach for inculcating such a culture.  

 
Core Offerings Leading Edge Indicators 

• Informal/ ad-hoc flexibility 
widely used and available 

• Champions at highest levels 
who promote and support 
flexibility 

• Work-life support 
performance metrics tracked 
for leaders and managers 

• Manager training to build 
comfort and competence in 
flexibility management (not 
just informational but 
involves skill development) 

• Leadership briefings on 
flexibility, help leaders 
reflect on their personal 
work styles and norms 

 
 
 

• Organizational practices/ norms 
that reinforce work boundaries 
(see indicators) 

• Align organizational systems to 
support flexibility (see 
indicators) 

• Leaders model use of 
flexibility, share personal 
approach to work-life 
management 

• Upward feedback for managers 
and leaders 

• Use pilot approach to learn 
what works and what doesn’t 
and to adapt as needed 

• Both carrots and sticks are used 
to help managers adapt to a 
more flexible management style

• Layered manager training and 
coaching  - give managers input 
into the process 

• Flexibility coaches/ consultants 
(may be HR generalists trained 
with this expertise) available to 
provide just-in-time support, 
troubleshooting for managers 
and employees 

• Clarify role of many 
stakeholders in creating a 
flexible environment (e.g. HR, 
managers, employees, 
leadership, teams) – all have a 
role to play 

 

• 
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Focus on work-life effectiveness 
 
Catalyst, the lead non-profit organization undertaking research on women in the work-force,  defines 
work-life effectiveness ( WLE) as “ using flexibility in tandem with process improvements to support 
individuals, teams and businesses.”   The differences between flexibility and work-life effectiveness are 
described as: 
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Career path flexibility 
 
Highly skilled knowledge workers such as those sought by the United Nations typically spend several 
early years in higher education and subsequently building their credentials through work experience.  As 
these employees move into different life stages, the complexity of their lives typically accelerates and the 
challenges of combining work and home escalate.  Seismic changes in the demographics of the workforce 
has fueled the focus on flexibility and flexible work practices yet careers are built over decades and 
increasingly through building a portfolio of work experience across multiple organizations.   
Those organizations that want to retain employees for the longer-term need to partner with them in 
architecting career paths that allow for continued growth and development throughout multiple life stages.  
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Infrastructure and Positioning 
 
Organizations seeking to assist employees with integrating their work and personal lives require, as with 
any organizational priority, a vision and plan as well as resources for making it happen.  Clarity in terms 
of the business case for organizational attention to work-life issues, a widely communicated strategy 
concretizing how the organization will go about inculcating this support, and resources in the form of 
budget and staff to facilitate the execution of the strategy are all necessary.  The stalwarts of work-life 
support, those seasoned organizations focused on adapting their work cultures to better align with the 
needs of the 21st century workforce realities, typically see work-life support as an ongoing management 
issue.  It is not just a program to be rolled out or a box to be checked off but a perspective woven into 
how the organization operates that evolves through time and practice, as indicated in the table which 
follows.        
 

Core Offerings Leading Edge Indicators 
• Have a clear and relevant 

business case, customized for 
major parts of the 
organization  

• Work-life efforts positioned 
within the context of a clearly 
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5.  United Nations Draft Work-Life Strategy 
 
OSAGI has been charged with delivering a work-life strategy that will provide a vision and concrete 
actions for the United Nations system in their efforts to mainstream flexibility in work-life pactices and 
recognition and support of work-life issues.  To that end, we have included a draft strategy proposed for 
review and discussion. The aim of this exercise should be to prepare the outline of a practical set of 
actions that the various entities in the UN system can realistically implement. 
 
1) Evolving the Work Culture 
 
A key component, perhaps the most important component of any work-life strategy, is to alter the work 
culture in ways that allow employees greater control over how they work and enable them to most 
effectively integrate their work and personal lives.  Even greater is the need to bring managers to 
recognize that a mutually supported work-life culture and system also brings them advantages in 
productivity of staff.  The UN, like many large organizations, could be characterized as command and 
control and hierarchical.  Thus moving toward a far more flexible work culture will require the 
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• On an ongoing basis (and as part of the gender equality communication strategy), develop 
and publish profiles of UN employees working on FWAs.  Purposefully profile the use of 
FWAs for a variety of needs (e.g. elder care, education, etc.) to reinforce that flexibility is for 
everyone.  As a kickoff communication, start with 2 or 3 stories about male directors 
currently working on flexible schedules in the Secretariat (and if applicable among other UN 
entities).   

 
• Develop a broadly available, sortable database of UN employees across agencies who have 

worked on - or are currently working on - flexible schedules.  Include information on the type 
and duration of the arrangement, the position, the successes and challenges as well as contact 
information for both the employee working on an FWA and their manager.  This will 
reinforce the reality that there is already a critical mass of UN staffers working flexibly. 

 

• Develop ongoing ‘listening systems’ for getting feedback on the effective use of FWAs. 
o Conduct periodic surveys of flexible work arrangements  
o Strengthen systematic, anonymous web based exit interviews for all staff including input 

on the work climate 
o Create a virtual suggestion box where staff can present their experience with work-life fit 

policies as well as their suggestions for improvement 
 
3)  Embedding Greater Flexibility into Career Paths   
 
Changes in the demographics of the workforce are necessitating far more fluidity in the development of 
career paths, particularly for the type of highly educated, highly mobile employees that comprise the 
UN’s workforce.  As such, a key area of focus of the UN’s work-life strategy specifically addresses ways 
to communicate and create greater career path flexibility.  Particularly for women, the ability to shape 
their careers in ways that fit within their larger life goals and priorities cannot be understated in retaining 
and engaging them for the long-term.    
 
Area of Focus:  To evolve the UN career model and architect more flexible career alternatives that seek 
to address the many complexities of the modern workforce (e.g. dual career families, blended families, 
the aging of the workforce). 
 
Actions: 

• Build in on and off ramps that allow for more gradual transitions.  Create a phase in option 
for employees returning from parental or medical leave.  Create a phase-out option for 
retiring UN staffers. 

 
• Use the opportunity of a retirement wave at the UN as an opportunity to architect more 

flexible jobs and career paths.  Identify how jobs and typical career paths could be 
restructured, particularly with dual career families in mind.    
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• Identify and highlight a broad range of career paths taken by UN staffers with the goal of 
emphasizing many models of making a career within the UN system.   Highlight employees 
both moving across several UN entities as well as making a long-term career within 1 or 2 
entities.    

 
• Incorporate discussion of work-life issues into career development conversations and 

planning.  Reinforce in development planning conversations (and at other times), the value 
the employee brings to the UN and specific ideas for future growth and development.    

 
• Facilitate the employment of UN spouses. 

o Give preferential positioning to the qualified spouses of staff members locating to a new 
duty station when they are applying for positions within the UN system. 

o Identify voluntary UN work projects which enable the spouses of UN staff to continue to 
develop professionally by gaining experience within the UN system.    

 
4) Enhancing Dependent Care Supports 
 
As the traditional family - consisting of one member of a couple primarily devoted to paid work while the 
other was primarily devoted to managing at home - has become the exception rather than the norm, one 
way of helping to address the work-life needs of employees is through the provision of dependence care 
supports.  These supports enable employees to remain focused on work knowing that their loved ones are 
being cared for in their absence.  Dependent care support makes it possible for caregivers to work outside 
the home which is highly aligned with the UN’s goal of empowering women to be financially stable and 
independent.   
 
Area of Focus:  The provision of dependent care supports to help address the work-life challenges of 
United Nations staff. 
 
Actions: 
 

• Collect information on the provision of dependent care supports across the UN system.  
 
• Convene discussion groups/ support groups for care givers (e.g. working parents, elder care 

givers) across and within UN entities. 
 

• Determine how existing work being done by the UN may be linked to organizational support 
for dependent care needs.  For example, partnering with a local organization helping women 
to start up a family day care business is a means to bridge two UN goals – economic support 
for women in the community and the provision of child care options for UN staff members. 

 
 
 



  

 
 

20 

 
 

Appendix 1  
Expert Group Meeting 





 Appendix 2  
 
General Assembly Legislative Mandate for Work Life Policy and Practice  
 

Date Adopted Resolution Gender sensitive work policy 

6 February 1998 A/RES/52/96   Para 7: "...requests the Secretary-General to 
continue his work to create a gender-sensitive work 
environment supportive of the needs of his staff, 
both women and men, including through the 
development of policies for flexible working time, 
workplace possibilities, family leave, childcare and 
elder-care needs, as well as through training, 
particularly at senior levels..." 

5 February 1999 A/RES/53/119   Para 8:  "...requests the Secretary-General to 
continue his work to create a gender-sensitive work 
environment supportive of the needs of his staff, 
both women and men, including through the 
development of policies for flexible working time, 
flexible workplace arrangements, child-care and 
elder-care needs, as well as through the expansion 
of gender-sensitivity training in all departments and 
offices" 

8 February 2001 A/RES/55/69    Para 6(d): "Requests the Secretary-General...[t]o 
intensify his efforts to create, within existing 
resources, a gender-sensitive work environment 
supportive of the needs of his staff, both women 
and men, including the development of policies for 
flexible working time, flexible workplace 
arrangements and child-care and elder-care needs, 
as well as the provision of more comprehensive 
information to prospective candidates and new 
recruits on employment opportunities for spouses 
and the expansion of gender-sensitivity training in 
all departments, offices and duty stations" 

30 January 2002 A/RES/56/127 Para 6(e): "Requests the Secretary-General...[t]o 
intensify his efforts to create...a gender-sensitive 
work environment supportive of the needs of his 
staff, both women and men, including through the 
development of policies for flexible working time, 
flexible workplace arrangements and childcare and 
elder-care needs..[and] more comprehensive 

22 



  

 
 

23 

information to prospective candidates and new 
recruits on employment opportunities for 
spouses..and the expansion of gender-sensitivity 
training in all departments, offices and duty 
stations"                                                            Para 
3(c): "Welcomes...[t]he objective of improving 
gender balance in action plans on human resources 
management for individual departments and 
offices...and encourages further cooperation, 
including the sharing of best-practice initiatives, 
between heads of departments and offices...which 
include specific targets and strategies for improving 
the representation of women in individual 
departments" 

30 January 2003 A/RES/57/180   Para 6(g): "Requests the Secretary-General...[t]o 
intensify his efforts to create, within existing 
resources, a gender-sensitive work environment 
supportive of the needs of his staff, both women 
and men, by, inter alia, actively pursuing 
appropriate work/life policies, such as flexible 
working time, flexible workplace arrangements, 
career development and childcare and elder-care 
needs, and by providing more comprehensive 
information to prospective candidates and new 
recruits on employment opportunities for spouses, 
providing support for the activities of women’s 
networks and organizations within the United 
Nations system and expanding gender-sensitivity 
training in all departments, offices and duty 
stations" 

19 February 2004 A/RES/58/144      Para 6(h): "Requests the Secretary General...[t]o 
intensify his efforts to create, within existing 
resources, a gender sensitive work environment 
supportive of the needs of his staff, both women 
and men, including by actively pursuing 
appropriate work/life policies, such as flexible 
working time, flexible workplace arrangements, 
career development, mentoring programmes and 
childcare and elder care needs, as well as through 
the provision of more comprehensive information 
to prospective candidates and new recruits on 
employment opportunities for spouses, the 
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provision of support for the activities of women’s 
networks and organizations within the United 
Nations system and the expansion of gender 
sensitivity training in all departments, offices and 
duty stations, including more information and 
training of staff and managers on the benefits of the 
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Appendix 3:  Policies and Measures to Achieve Gender Balance in the United Nations System 
 

Policy or measure 
United 

Nations UNDP UNFPA UNHCR UNICEF UNRWA ILO FAO WFP UNECE WHO ICAO UPU ITU WIPO UNIDO IAEA WTO

Total 
No. of 

organi-
zations
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Policy or measure 
United 

Nations UNDP UNFPA UNHCR UNICEF UNRWA ILO FAO WFP UNECE WHO ICAO UPU ITU WIPO UNIDO IAEA WTO

Total 
No. of 

organi-
zations

exploitation and abuse 

20 Other policies — mediator 
programme to deal with harassment 
issues                    x  1

E. Monitoring and accountability  

21 Annual gender audits         x     x       2

22 Annual reporting to the governing 
body x x   x x x x x x x x x x  x x  14

23 Monitoring bodies/tools   x x  x    x     x x    6

 Total number of measures 19 12 11 14 18 9 14 13 16 12 14 11 9 12 10 11 15 4  
 

Source: Based on ICSC/63/R.11, table 10.  Report of the Secretary-General A/61/318, 7 September 2006 
 a “x” denotes the existence of a particular policy or measure in the organization. 



Appendix 4 
 
The Why for Work-Life Support: The Business Case  
 
The data is compelling; equipping employees to better address their work-life needs is vital for the 21st 
century workforce.  Powerful forces have come together that have dramatically changed the workforce 
and the workplace.  The aging of the population and the changing demographics of the family – including 
the rise of dual career parent and single parent households - have changed the composition of the 
workforce.   The explosion in technological resources – dismantling barriers to communication, enabling 
far greater connectivity, and resulting in a torrent of easily accessible information – has profoundly 
altered the way we work.  As a result of all these changes, the importance of work-life fit and of helping 
employees to integrate their personal and work lives has become an important ingredient for 
organizational success.   
 
A large body of research highlights the value of work-life supports.  Below are several specific examples 
illustrating the myriad benefits of assisting employees in the management of their work-life issues and 
challenges.  
 
Recruiting and retaining employees 
 
WFD Consulting reported in a study of approximately 2,500 employees working in medium and large 
corporations that having control over one’s schedule was among the strongest predictors of expected 
tenure.  While parents dissatisfied with their ‘schedule control’ were twice as likely to indicate an 
intention to leave, dissatisfied employees without children were ten times as likely to report a propensity 
to leave their organizations.  i 
 
IBM, a long-time leader in partnering with employees to manage their work-life issues, found that work-
life balance was the second leading reason identified by employees for potentially leaving the company.  
Based on a global work-life survey fielded in 79 countries, work-life balance was prioritized more highly 
than either compensation or benefits as a potential driver of turnover. ii   
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Appendix 5 
 
Work-Life Support in Action:  Organizational Models 
 
There are a plethora of fantastic organizational examples that illustrate work-life supports across the full 
range of topics covered in the preceding framework ranging from the positioning of work-life issues to 
mechanisms for adapting and shaping career paths to creating new organizational norms.  This section 
will provide select illustrative models which concretize work-life support in action.  These are a small 
sampling among many examples.  At the end of this section will be a list of resources providing broad 
coverage of organizational models and practices.   
 
Flexible work practices 
 
Strategic implementation of flexible work options - Bristol-Meyers Squibb (BMS) approached the 
introduction of flexible work options strategically and comprehensively.  Prior to their introduction, the 
company engaged managers and employees at the business unit level to understand what was important to 
them relative to managing their work and to identify business applications of flexibility.  BMS took a 
major step by modifying the company pledge to include a specific commitment to work with employees 
in supporting their work-life integration.  The company developed a framework for analysis and decision 
making and tools to support managers and employees (e.g. the approval process, special issues for 
specific parts of the business such as manufacturing and sales, the role of stakeholders [e.g. employee, 
manager, team]).  A multi-faceted communications campaign - encompassing senior human resource and 
executive leader briefings and human resource generalists trained as internal flexibility consultants to 
provide just-in-time coaching and training - provided a strong foundation.  In addition, ongoing 
communication about flexibility was embedded into several company communications and integrated into 
the performance management process.  BMS’s approached was anchored by defined metrics and 
outcomes from the outset including the impact on business goals and the satisfaction with the process in 
the eyes of flexibility users, managers and peers.   The engagement of divisions throughout the company, 
the comprehensive launch of flexible work arrangements, and ongoing communications coupled with 
measurements have collectively embedded flexibility as a way to work at BMS. (BMS conference) 
 
Expanding the talent pool with telework - The clinical services group of McKesson Health Solutions put 
in place a work-at-home model as a means to attract and retain registered nurses, a difficult and in-
demand labor pool.  The clinical services group flexibility pilot involved approximately 800 employees, 
primarily nurses providing counseling on disease management and telephone triage.  Over a four year 
period, the clinical services group ramped up to 85% of employees working exclusively from home.  The 
company realized several benefits including a substantial reduction in attrition from 37% to 20% and a 
major expansion in coverage during previously understaffed times.  Innovation in Action 
 
Strengthening reduced hour work options – As a means to support employees working on flexible 
schedules, the strategic management consulting firm McKinsey introduced the virtual FlexWork Forum.  
McKinsey employees working on reduced schedules use the forum to stay connected with the firm and 
each other and to share their learnings including best practices for working flexibly.  The forum is a 
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resource not only for employees on flexible schedules but also for employees considering working 
flexibly as well as for McKinsey managers overseeing flexible schedules. 2009 Bold Guide 
          
A flexible work culture 
 
Creating work-life supportive organizational norms – In response to clear feedback through an 
employee opinion survey that Dow Corning employees were struggling to manage their work-life 
demands, the CEO assumed leadership for the roll out of the company’s work-life strategy.  The CEO - a 
long-term employee of Dow Corning recruited to the company as a member of a dual career couple – 
introduced global no-meeting weeks on a quarterly basis as a company practice.  The leadership team 
identifies one week per quarter where the expectation is that employees will be able to catch up on work, 
take vacation, and know that they will not be on the road.  The goal for managers is also to minimize 
meetings on Fridays to provide greater flexibility for employees.  Another component of Dow Corning’s 
work-life strategy was the customization of the compressed workweek policy through pilots within work 
groups.  The usage of compressed workweeks was scant despite long being on the books.  The 
reintroduction of compressed work weeks encouraged work groups to experiment to determine the 
application that would be a good fit for their specific challenges and constraints.  For example, a call 
center wary of inadequate coverage on Fridays experimented and found that a bi-weekly approach was a 
highly successful solution for the group. (Making Change) 
 
 Changing work-life norms and career paths – The store manager role was the gateway for top 
leadership positions at Safeway, a major supermarket chain.  In its efforts to expand the representation of 
women store managers, Safeway made a seemingly small change which had a major impact.  Formerly 
company practice dictated that store managers would be on premises for all holidays, among the busiest 
times for grocery stores.  Safeway changed the expectation to be that store managers could decide 
whether or not to be present on holidays.  As a result, managers became far more focused on developing 
their assistant managers so that they could assume the leadership role and the store manager could choose 
which holidays they needed to be away from their families.  Store manager positions were also made 
available as job shares.  Those on a part-time schedule at Safeway have the same access to mentoring, 
leadership networks and participation in leadership development programs as those on full-time 
schedules.  These changes – eliminating the norm that store managers were required to work every 
holiday as well as the availability of the store manager role within a job share – greatly increased the 
representation of women among this critical feeder pool for top talent.  (Catalyst Award Winner) 
 
Promoting flexibility through communications and resources – In order to expand the understanding 
and use of flexibility across the University of California system, two of the ten universities led a system-
wide educational campaign and created resources to encourage the expansion of flexibility.  UC- 
Berkeley developed and distributed a Family Friendly Toolkit to equip department chairs and deans to 
manage and support the use of flexibility on their campuses.  UC Davis introduced a Family Friendly 
Adviser Program to assist faculty across the University of California system with career decision making 
in regard to potentially becoming a parent.  (Innovation in Action) 
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Supporting more gradual career transitions – Many organizations including Mitre Corporation and the 
University of North Carolina (UNC) have introduced programs that allow employees to phase into 
retirement over time.  G8(eesx5oy)-(ploy)-8(eeat 6(Mitrwho  caeat least 59[( 75al nty)-8bePages treducend tir hourson ane )]TJ
0.0005 Tc 0.0009 T084 -1.322DTd
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Endnotes:   

 

i Source:  The New Career Paradigm: Flexibility Briefing, pg. 14, 2007 
 
ii Source:  Business Impacts of Flexibility: An Imperative for Expansion, Corporate Voices for Working Families, 
November 2005, pg.9. 
 
iii Source:  Business Impacts of Flexibility: An Imperative for Expansion, Corporate Voices for Working Families, 
November 2005, pg.14. 
 
iv Source:  Bristol-Myers Squibb Company Presentation Build Great Flexibility … And Then Audit Well, AWLP 
Conference 2004; Business Impacts of Flexibility: An Imperative for Expansion, Corporate Voices for Working 
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