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About this document
This document provides an overview of the resources available to support employees in achieving a good work–life balance. Through these resources, the service aims to attract and retain a diverse, talented and engaged workforce and help employees balance their responsibilities at work and at home with the needs of the service.
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Purpose
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The aim of this document is to establish a framework within which the service will encourage and facilitate working practices that support a healthy work–life balance. 
Development, awareness and application of these practices will reaffirm how we, as an employer, support and value our people. This helps us to:
Attract and retain a talented, diverse and engaged workforce
Increase employee motivation
Improve employee performance and productivity
Reduce stress
Extend working life
A good work–life balance enables employees to gain satisfaction from their life outside work while ensuring that aspects of their personal life do not spill over into and exert a negative impact on their work.
Policies which support a healthy work–life balance assist in providing equal access to roles and broadening the diversity of our workforce while providing opportunities to all, regardless of their domestic or caring arrangements or their life choices.
Services should collect and analyse equality profiling data relating to people working (or applying to work) within the Work life Balance policy framework to ascertain if any disproportionate outcomes (however unintentional) exist for employees. This should be recorded in respect of colleagues who: 

(i) Apply for Work Life Balance related working.
(ii) Have a Work Life Balance initiative working imposed by a service. 
(iii) Are allowed to work under the Work Life Balance framework. 
(iv) Are denied the right to work under the Work Life Balance policy framework. 
(v) Have Work Life Balance related rights removed. 

This information should include the profile of employees by Race, Sex, Disability and Age. 
It may also be useful to refer to your service’s Flexible Working and Agile Working Policies, including possible local policy provisions for reimbursements of costs (utilities etc.) for home based workers. (Service to add links or signpost their own intranet.)
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Employees
The service expects employees to:
Discuss any requirements regarding their work–life balance with their manager
Identify what support they require, determine what impact this may have on their role and on the wider team, and suggest solutions
Managers 
The service expects managers to:
Provide the opportunity for employees to discuss their work–life balance arrangements or requests
Advise employees on the options available and relevant policies, where applicable
Seek advice, guidance and support from Human Resources, as appropriate
Make notes of discussions and agreed arrangements, sharing these with employees, and provide coaching and support, especially though change
Organisation
The service will:
Inform and train managers and leaders in providing guidance to employees on support and benefits
Ensure consistent practice is applied across the organisation
Provide information to all employees on the range of benefits available
Review policies and benefits on a periodic basis
Evaluate the success of the relevant policies, ensuring that they are being applied fairly and that they are having a positive impact
Ensure equality across the workforce
Make adjustments to policies and benefits to ensure they are working as intended
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This framework applies to all employees and identifies the range of policies and provisions in place to support them in balancing their work and life commitments. Details of service-specific policies can be found via the links provided. (Service to add links or signpost their own intranet.)
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No single approach can create the optimal work–life balance. However, this framework provides an overview of the various policies and statutory provisions that support employees in balancing their work and life commitments with the requirements of the service. 
Employees should refer to their own terms and conditions of employment as well as their service’s specific policies and procedures for further information. 
	Policy/Procedure
	Overview

	Maternity Leave and Pay
	There is statutory provision for maternity leave and pay. This includes provision for antenatal care and premature birth among other things. Some services may offer enhanced arrangements. 

	Annual Leave
	Services will each have their own annual leave policies and procedures.

	Fertility Treatment
	Services may offer special leave for employees undergoing fertility treatment. 

	Adoption Leave and Pay
	There is statutory provision for adoption leave and pay. Some services may offer enhanced arrangements. 

	Paternity Leave and Pay

	There is statutory provision for Paternity Leave and Pay. Some services may offer enhanced arrangements. 

	Shared Parental Leave (SPL)

	There is statutory provision for SPL and pay. Some services may offer enhanced arrangements. 

	Time off for Dependants/Carer’s Leave/Domestic Emergency

	There is statutory provision for leave and pay to deal with an urgent, unexpected caring need or domestic emergency. Some services may offer enhanced arrangements. A dependant could be a spouse, child, grandchild, parent or someone who depends on you for care. 

	Flexible Working
	There is statutory provision for all employees to request flexible working arrangements, for example, changing hours or location or requesting a job share. Some services may offer enhanced arrangements.

	Agile Working
	Agile working is a non-statutory right. It empowers employees, with the agreement of their line managers, to reach the right decisions about where, when and how they work, if the role is considered suitable and meets the relevant criteria.

	Flexitime Scheme (LGPS/non-operational personnel)
	The Flexitime Scheme is a system of working hours that provides flexibility on start and finish times and length of lunch breaks, subject to business needs.

	Flexible Retirement (LGPS) (non-operational personnel)
	Services may offer flexible retirement to support employees who contribute to the Local Government Pension Scheme and meet the qualifying conditions. 

	Career Break
	There is no statutory right to a career break. Some services have provision for career breaks in order to retain skilled and experienced employees who wish to take an unpaid break from work but who intend to resume their careers within the service after the break. The terms which apply during the break will be determined by the service.

	Childcare Voucher Scheme
	The Childcare Voucher Scheme is a salary sacrifice scheme which reduces tax and National Insurance contributions in accordance with government rules and limits. It is now closed to new entrants.
Employees cannot continue to claim childcare vouchers if they are successful in an application for tax-free childcare. 

	Bereavement Leave
	In the event of the death of a child under the age of 18 or a stillbirth after 24 weeks of pregnancy, an employee has a statutory right to two weeks’ paid parental bereavement leave.
While there is no statutory entitlement to support employees following the death of a dependant or close family relative other than a child, some services provide unpaid/paid leave in these circumstances. 

	Foster Care
	There is no statutory provision for foster carers except in the case of a ‘fostering for adoption’ arrangement. Services may offer provision locally.

	Organ Donation
	There is no statutory provision for organ donation. Services may offer provision locally.

	Charitable Events
	There is no statutory provision for taking part in charitable events. Services may offer provision locally.

	Study Leave
	Some services may offer flexible study leave in order to upskill, develop and retain employees. The terms which apply during the break will be determined by the service.

	Transitioning or Gender Identity/ Gender Reassignment Policy
	Having an established policy is a good starting point: it can make a big difference to an individual if their employer has an established procedure for dealing with trans or intersex-related issues.

	Religious Leave policy
	It may be beneficial to have clear policies for employees on making requests, and managers handling them, on matters including: 
• leave, breaks and time away from work for reasons of religion or belief 
• dress code and appearance 
• use of any prayer or multi-faith space or room, and 
• being excused certain tasks because of religion or belief
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We strive to provide all employees with a good work–life balance while delivering on the needs of the service to keep our communities safe. 
A workplace which embraces work–life balance makes it easier for employees to balance family, caring, studying and other commitments with work, in order to help them fulfil both home and work obligations. We will promote flexible and family-friendly work opportunities.
Same-sex parents are entitled to the same pay, leave and time off as any other parents.
Maternity Support Leave (incorporating Paternity Leave) is available to fathers (biological and adoptive), husbands, civil partners and partners of either sex who live with the mother or adopter in a family relationship. 
Where there is no statutory entitlement, requests will be considered on a case-by-case basis. Consideration will be given to individual requests and to the specific details of the request in order to provide a consistent approach.
We will ensure that:
The process followed for requesting support to achieve a work–life balance is clear, fair and robust
Employees are offered equal and reasonable access to information to assist them in achieving work–life balance
Managers’ decision-making is consistent, reliable and objective and guards against bias
Developing a good work–life balance in this way will help us to attract and retain a workforce reflective of our communities
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