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EXECUTIVE SUMMARY
Few issues have a more profound effect on the day-to-day lives of working people in New York City and beyond
than achieving what is popularly known as “work-life balance,” or what some prefer to call “work-life fit.” It’s
a struggle that comes in many forms but affects just about every sector of society – from single individuals
struggling to make ends meet, to parents juggling their children’s schedules, to families caring for elderly loved
ones.
The “traditional” middle class family of the 20th century—the male breadwinner and female caretaker—has
been essentially defunct for decades. Forty years ago, more than half of all families had a stay-at-home mom to
provide childcare and domestic duties. Today, mothers are the primary or co-breadwinners in almost two-thirds
of American families.1
Despite these tectonic shifts in American family life, many of our workplaces remain attached to inflexible work
rules that adhere to a 9 a.m. - 5 p.m. workday spent within the confines of the traditional office. This inflexibility
affects the lives of practically all New Yorkers, particularly caregivers, parents, and low-income workers.
For New York to remain an economic engine, it must actively compete with other global cities for top talent and
business investment. Central to that effort is a collective realization that employers and employees benefit from
policies that see family and work as complementary, rather than competitive parts of a balanced life.
Recent surveys show that:
• One in five workers provides some form of elder care, a number that is expected to rise as Baby Boomers
age.2
• Sixty-five percent of caregivers reported that they have to shift their arrival or departure time or take time
off from work to care for loved ones.3
• Nearly 75 percent of employees—women and men— report not having enough time to spend with their
children.
A lack of flexibility in workplace scheduling is compounded in the lives of low-income workers. Over 57 percent
of low-income families are headed by single parents, the vast majority of whom work at least one job. Their
schedules are often either unpredictable, inflexible, or both, making it very challenging to accommodate family or
other outside responsibilities.4
This report, by Comptroller Scott M. Stringer, examines an alternative approach to traditional work requirements:
flexible work arrangements (FWAs), which allow employees to work hours outside the traditional 9-to-5
schedule and from locations outside their workstation. It finds that FWAs not only hold the promise of improved
work-life fit for employees, but also a more productive, stable, and profitable workforce for employers, big and
small.
Research shows that FWAs offer significant benefits to individuals, families, and businesses. Employees report
less interference between their job and family life and fewer mental health problems.5 And employers report that
FWAs improve productivity, reduce unscheduled absences, help to retain talented workers, and save money.
For example, Aetna, one of America’s largest health insurers and a member of the Fortune 100, has embraced
telecommuniting in recent years, saving the company $78 million in real estate costs alone.
This report provides two major recommendations to incentivize all businesses to consider adopting flexible work
arrangements.
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Best Practices
First, drawing on the experience of the Families and Work Institute and the Society for Human Resource
Management6, this report provides a series of “best practices” for FWAs. The practices are purposefully broad,
since there is no “one-size-fits all” plan that will work best for all businesses, but they include the following core
principles:
• An honest, two-sided exchange between employee and employer, with a mutual commitment to making
work “work” for both the employer and the employee;
• Buy-in from executive leadership concerning the potential benefits of FWAs;
• For businesses choosing to adopt FWAs, making them available to all or most employees; not just those
at the top of the organization; and
• Ongoing evaluation of the effects of FWAs on individual employee performance and on business
profitability.

Right to Request
In addition, the report recommends further examination of federal, state, and local “right to request” legislation
that can break down the stigma associated with flexible scheduling. This legislation would create a formal
mechanism for workers and employers to discuss workplace flexibility options and provide specific procedures
to address requests. The legislation does not mandate a right to workplace flexibility; it merely provides a worker
with opportunities to request flexibility without fear of reprisal.
As President Obama declared in the 2014 State of the Union address, “It is time to do away with workplace
policies that belong in a ‘Mad Men’ episode.” By exploiting technology and acknowledging the many overlapping
responsibilities workers face, businesses can boost productivity, improve employee morale, and act as model
corporate citizens.
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INTRODUCTION

“

I believe that we can ‘have it all at the same time.’ But not
today, not with the way America’s economy and society are
currently structured.7

”

~ Professor Anne-Marie Slaughter,7
President and CEO, New America Foundation

In June 2012, Anne-Marie Slaughter, a Professor at Princeton University who had recently left her post as
Director of Policy Planning for the U.S. State Department, ignited a torrent of commentary on work-life issues
by publishing an article in The Atlantic titled, “Why Women Still Can’t Have It All.” By the end of the month,
the piece had attracted nearly 725,000 readers, become the most “liked” Atlantic piece ever on Facebook, and
spawned a front-page piece in the New York Times,8 in addition to countless conversations at water coolers and
dinner tables across the nation.
Slaughter noted that despite the many reported benefits of flexible scheduling9—the ability to work hours outside
the “traditional” 9-to-5 schedule, or from locations outside the office—the work rules of old remain an intimidating
obstacle in many office settings. “I wonder how many women in similar positions would be afraid to ask [for
flexible scheduling/telecommuting], lest they be seen as insufficiently committed to their jobs.”10
Debates over how to manage work-life issues have only intensified since Slaughter’s piece was published. In
his 2014 State of the Union address, President Obama asserted that neither women nor men should be forced to
choose between having a job or raising a family, or between caring for a sick child or parent and facing potential
employment problems. The President declared, “It is time to do away with workplace policies that belong in a
‘Mad Men’ episode.”11
Despite renewed focus on the promise of flexible work arrangements, some highly visible companies have actually
retreated from such policies. In February 2013, Yahoo CEO Marissa Mayer—herself a new mother—curtailed
work-at-home arrangements.12 In the company’s letter to employees, Yahoo declared, “Some of the best decisions
and insights come from hallway and cafeteria discussions, meeting new people and impromptu team meetings.
Speed and quality are often sacrificed when we work from home.”13
While there is considerable debate about whether face-to-face interaction among employees fosters a more
collaborative culture14, a few companies followed Yahoo’s lead.15
Whether one sides with Slaughter, Mayer, or is somewhere in-between, the questions at the heart of this debate
center on how the modern workplace should be structured to both inspire innovation and ensure that people aren’t
forced to choose between being a good employee and being a good parent, spouse, child, and citizen.
An embrace of flexible work arrangements is one such structural change that offers a way to improve work-life fit,
boost the productivity and satisfaction of employees, and enrich the bottom line of employers. Despite the success
of FWAs in many industries, many workplaces stubbornly adhere to the “traditional” 9-to-5 workday, where all
work must be accomplished at a particular workstation. These workplaces resist efforts to provide flexibility to
their employees, even as technology has made it more attainable than ever before.
The truth is that while we are living in a 21st century economy and have made progress, we are still employing
early 20th century customs when it comes to workplace hours. A recent report conducted by the Families and
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Work Institute found that only 11 percent of respondents described as “very true” the statement that “management
rewards those within the organization who support effective, flexible work arrangements.”16
Forty years ago, more than half of all families had a stay-at-home mom to provide childcare and domestic duties.
Now, mothers are the primary or co-breadwinners in almost two-thirds of American families.17
Using case studies from across the country, this report highlights the widespread benefits of FWAs for businesses
big and small throughout New York City. In addition, the report outlines a list of “best practices.” These “best
practices” are necessarily flexible, as businesses in particular industries will approach FWAs differently.
Finally, the report recommends that all levels of government examine “right to request” legislation that creates
a framework for individuals to approach employers about flexible work arrangements. The legislation does not
require employers to provide flexibility of a particular kind, but instead creates a mechanism through which
requests can be made, breaking down the stigma so often attached to seeking FWAs.

THE PROMISING STORY OF
FLEXIBLE WORK ARRANGEMENTS

“

There’s no such thing as work-life balance. There are worklife choices, and you make them, and they have consequences.

”

~ Jack Welch, Former CEO, General Electric18

In a major gender discrimination lawsuit in 2011, Chief Judge Loretta A. Preska of the United States District
Court for the Southern District of New York declared, “[M]aking a decision that preferences family over work
comes with consequences…perhaps unfortunately, women tend to choose to attend to family obligations over
work obligations thereafter more often than men in our society. Work-related consequences follow.”19
Chief Judge Preska and Jack Welch are not outliers. Many Americans in both the public, private, and non-profit
worlds continue to assert that work and life issues are a zero-sum game, where any choice that benefits one side
of the ledger necessarily and invariably hurts the other side.
However, in recent years, many have pushed back against this traditional viewpoint, discovering that flexible
work schedules improve both work productivity and family satisfaction.
This pushback comes at a time when the demographics of the American workforce are undergoing profound
change. According to the Northwestern Law School Journal of Law and Social Policy, there are more employees
caring for elderly parents, more Baby Boomers looking for gradual retirement options, more individuals seeking
mid-career education while still working, and more parents without at-home partners than ever before.20
Because women continue to spend, on average, more hours than men on both childrearing and taking care of
elderly parents, it is no surprise that they are most affected by decisions about work-life issues. As a recent study
found, “After accounting for potential experience, hours worked, weeks worked, and other observable factors, the
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remaining difference between men and women by occupation is largely due to the penalties imposed on women
for greater job interruptions and their need for more flexibility.”21
A report on the gender wage gap published earlier this year by the Comptroller’s office found that women in New
York City are paid 82 cents on the dollar compared to men. A lack of flexibility in the workplace compounds this
problem, since women choose to leave the workforce to care for children or family members more often than men.
The effects of these decisions often accumulate over time.22
One way to lower the wage gap between genders and keep mothers in the workforce is through flextime. A Baylor
University study found that “having a flexible schedule is an important element necessary to decrease working
mom turnover because it can be used when work demands arise.”23
Despite what they stand to gain from flexible work arrangements, women are less likely than men to hold jobs
that offer flexibility or family-friendly benefits.24 One study found that mothers who took advantage of flex time
policies experienced wage depression, missed promotions, and other negative consequences, even when the
policies used were employer-sanctioned.25
Author Hanna Rosin crystallized the dilemma of many working women in her description of navigating work-life
conflicts:
When I had my first child, I was working at The Washington Post. That newspaper is one of the
most family-friendly institutions in the United States, but still I felt guilty when I asked to work
four days a week for a little while. Sneaking out at 6:15 most days was my own little walk of
shame. I still recall the elaborate ritual I went through to stash my coat by the elevator so no one
could watch me get ready to leave.26
Rosin’s experience is by no means limited to women. A recent survey of working fathers by A Better Balance, a
legal advocacy organization dedicated to promoting equality and improving work-life fit, found that nearly half
would be at least “somewhat reluctant” to take advantage of flexible work schedules, even if they were offered/
promoted by their employer (see chart below).27
Indeed, making the office more family-friendly helps all employees.28 Nearly 7 out of 10 working fathers said they
would personally benefit from flexible work arrangements.29 This is particularly important in an era in which more
employees are reporting not having enough time to spend with their children (see chart, below).
Furthermore, research shows that FWAs
reduce employee stress, encourage healthier
lifestyles, and improve the long-term health
of employees.30
According to the American Psychological
Association, “Higher rates of job
dissatisfaction and job-related stress have
been observed in workers with more frequent
overtime requirements, little managerial
support, and less work flexibility.31

Source: A Better Balance
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likely to be involved in their children’s education and health care.32
FWAs benefit non-parents as well. A 2013 Catalyst study found that 50 percent of workers without children living
at home stated that flexible work arrangements are “very or extremely important” to them.33
One reason for this sentiment may be the result of America’s aging population. Recent surveys show that 1 in 5
workers provides some form of elder care, a number that is expected to rise as Baby Boomers age. New York City
in particular will see dramatic increases in its senior (65+) population, which is projected to rise 40.7 percent to
1.41 million by 2040.34
The National Alliance for Caregiving found that 19 percent of all adults (18+) provide unpaid care to a family
member or friend older than 50 years old.35 Of these caregivers, 61 percent are employed, with 50 percent working
full time and 11 percent working part time.36
Some businesses have begun to recognize this trend and have taken steps to expand their flexible work policies
to a broader class of employees.37 Unilever, the consumer products manufacturer, offers salaried employees
emergency-care services (which can include extended leaves of absence and subsidized in-home care), flexible
working arrangements, and other benefits to help care for elderly relatives.38
Flex scheduling is particularly important for low-wage workers who often have less workplace flexibility than more highlyskilled workers.39 These individuals often face unique challenges, including: lack of control over the scheduling of

work hours and break times, schedules or overtime assigned with little or no advanced notice, and fluctuations in
work hours by week, time of day, or length of shift.40 In addition, over 57 percent of low-income working families
are headed by single parents, the vast majority of whom work.41 And lower-income workers are more likely to
provide care to their aging parents than those in higher-income brackets.42
FWAs aren’t only critical for low-income workers, but also for people with disabilities. A 2011 report from the Government
Accountability Office found that flexible work environments can “increase and enhance employment opportunities for
individuals with disabilities,”43 by mitigating transportation and building access challenges.

BOOSTING THE BOTTOM LINE
Like other workplace improvements—from the $5 workday of Ford factories in the early 20th century, to the fight
for paid sick leave in New York City today—flexible work arrangements aren’t just about helping people achieve
work-life fit, they’re also good for business.
In a recent survey, ninety-seven percent of human resource professionals reported that productivity is the same or
better with flex schedules.44 Studies have shown that companies can save an average of $6,500 annually for every
person who telecommutes once a week, largely through decreased employee turnover and energy/IT savings.45
Providing flexible work arrangements to take care of personal and family needs can even help limit unscheduled
absences.46
In a report that singled out the accounting industry for its progressive efforts in flex scheduling, Ellen Galinsky,
president and co-founder of the Families and Work Institute, summed up the business case for flexible work
arrangements: “The nation’s accounting firms excel at this for a boring, accounting reason — they’ve looked at the
numbers, and they see it helps.”47
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At Aetna, one of America’s largest health insurers and a member of the Fortune 100, 47 percent of workers
telecommuted in 2012, up from 9 percent in 2005. This shift has saved the company $78 million in real estate costs
alone.48 As the New York Times recently reported, not only do people who work at home tend to be more productive,
but every segment of the population—men, women, parents, single adults—are taking advantage of this trend.49
Corporate Voices for Working Families found that implementing workplace flexibility improves employee
satisfaction, morale, and teamwork as well as employee health, well-being, and resilience, and helps to reduce
stress.50 In a 2009 study on access to flexible work options, a majority of individuals of all generations reported that
having access to flexible work options contributes to their overall quality of life “to a great extent.”51
A 2000 study of 527 U.S. companies published in the Academy of Management Journal, suggests that “organizations
with more extensive work-family policies have higher perceived firm-level performance” among their industry
peers.52 Furthermore, in a 2003 study of 130 companies that announced family-friendly policies, the Wall Street
Journal found that the announcements alone significantly improved share prices.53
DRAWING AND RETAINING TALENT
Another benefit for employers who embrace flex scheduling is the ability to attract and retain better talent for their
workforce.
In 2011, a study on flexibility in the workplace showed that increased flexibility correlates positively not only with
job engagement, job satisfaction, and employee health, but also with employee retention.55 Workers with high
overall access to flexible work arrangements report being much more likely to maintain their current employment
than those in inflexible work environments. In fact, the main reason cited by employers for developing workplace
flexibility programs is the retention of employees in general.56
The ability to retain employees rather than train new hires has a significant effect on profitability. Deloitte, the
global consulting and accounting firm which was named one of Fortune’s 100 Best Companies to Work For57 in
2014 and has been recognized for its leadership on issues of workplace flexibility,58 reported that its flex policies
save more than $45 million a year by reducing turnover, since training a new employee costs roughly 1.5 times a
departing worker’s salary.59

CASE STUDIES — HOW FLEX
SCHEDULING CAN HELP BUSINESSES
Before turning to best practices for flex scheduling and other recommendations, it is useful to look at case studies
showing how businesses large and small are benefiting from this growing trend.60
1. KPMG LLP 61
Who: The audit, tax and advisory firm KPMG LLP, is the U.S. member firm of KPMG International.
Where: KPMG International’s member firms are located in 155 countries including 87 offices in the
United States.62
Employees: KPMG International’s member firms employ nearly 155,000 people.
7
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Flex Policy: KPMG has consistently appeared in the Fortune magazine listing of the “Best Companies to
Work For”63 in part because of its expansive culture of flexibility. KMPG employees have access to day to
day informal flexibility as well as formal alternative work arrangements including job sharing, flextime,
compressed work weeks, and telecommuting. Requests for flexibility are generated by employees, and
discussed with managers, who are trained to approach such requests with a “how can we make this work”
attitude.
The company now estimates that the vast majority of its employees utilize some form of workplace
flexibility.
2. Ryan
Who: A global tax services firm, with the largest indirect tax practice in North America and the seventh
largest corporate tax practice in the United States.
Where: Based in Dallas, Texas with 68 locations worldwide.
Employees: Almost 2,000 employees world-wide with approximately 1,300 in the United States.
Flex Policy: In an effort to combat a “sweatshop reputation”, leaders at the firm created “myRyan:”
a dashboard that tracks employee performance measures like client reviews, revenues, leadership, and
core competencies. At Ryan, there is no defined organization-wide schedule, no minimum hours and no
requirement that work be done in the office.
STILL A LONG WAY TO GO…
Despite the proven benefits, a majority of American workers remain employed in inflexible work environments.
The 2014 Families and Work Institute survey64 showed that:
• 62 percent of employers report not allowing some
employees to work some regular paid hours at home on
a regular basis;
• 57 percent report not allowing at least some employees
to compress the workweek by working longer hours on
fewer days for at least part of the year;
• 60 percent report not allowing at least some employees
to control which shifts they work;
• 64 percent report not allowing at least some employees
to move from full-time to part-time and back again
while remaining in the same position; and that
• 19 percent of employers report not allowing at least some employees to change their starting and quitting
times.
Not only do many American businesses hurt employees and their own profitability by continuing to resist flexible
scheduling, but in so doing they also contribute to a deeply entrenched stigma that accompanies asking for familyfriendly policies.
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A recent survey of working fathers found that more than anything else, seeing other men use FWAs and advancing
on the job would encourage them to take advantage of family-friendly policies (see chart above).65 A close second
was senior leadership setting an example by both taking advantage of flex time themselves and by encouraging
the adoption of more flexible work arrangements company-wide.
The survey suggests three fundamental truths:
(1) That people will make use of FWAs if they feel comfortable approaching their employer;
(2) That FWAs benefit both employees and employers; and
(3) That too often, the inflexible status quo remains stubbornly entrenched.

RECOMMENDATIONS
This report provides two tools that business and government should consider to boost the benefits that can be
derived from flexible work arrangements.
First, with the help of staff from the Families and Work Institute and the When Work Works project (a joint project
of the Families and Work Institute and the Society for Human Resource Management) and other lessons learned
from the implementation of FWAs across the country, we provide a list of “best practices” for employers and
employees vis-à-vis flex scheduling, with the caveat that flex scheduling is designed to be flexible to the needs of
individual businesses.
Second, we urge government at all levels to explore “right to request” legislation, which can create a framework
for employees to seek out flexible schedules from employers without imposing a one-size-fits-all mandate.
1. Best Practices
Flex scheduling offers benefits to businesses across an array of industries. However, just as flexible scheduling
adjusts to the needs of individual employees, so it must adjust to the needs of employers. It is most effective when
there is “an honest two sided exchange, as well as a mutual commitment to continual change.”66 The best practices
outlined in this report are loyal to that principle, while also providing baseline recommendations for businesses
interested in employing FWAs.
To start, there must be buy-in at every level. The Families and Work Institute states that “support from the top is
the basis for successful flexibility.”67 Support from the middle level – line managers – is also very important for
transforming flexibility from a listing of approved policies into real practices that change the way work is done.
An advisory group may be organized to develop a program, potentially on a pilot basis so options can be tried,
evaluated and improved where necessary.
Existing workplace flexible policies should be identified and assessed to determine the extent to which employees
are taking advantage of them, and teh reasons why or why not.
The experience and goals of both employee and employer need to be understood and considered when reinventing
work for more effective workplaces. The best flexibility initiatives meet both business and employee needs—they
9
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work for both. It is recommended that organizations that choose to embrace flexible work arrangements should
make said arrangements available to all or most employees, not just those at the top of the organization in an effort
to create a culture of flexibility in the workplace.68 This may require offering a variety of flexible work schedule
options that are aligned with the work requirements of different segments of the workforce.69
Create and effectively disseminate specific program procedures and guidelines. Provide flex scheduling training
to employees who have access to FWAs.70
Appropriate technology should be provided to ensure that employees can productively work outside of the office.
Organizations should encourage dialogue about work-life concerns between employees and supervisors and
develop clear guidelines for all involved in the decision making process. Employers should evaluate the effects of
FWAs on individual employee performance and on business profitability over time. Employees should understand
the impact a desired schedule will have on a boss, a team, and personal productivity.71
Flexibility is not a perk it is a business strategy for such managerial concerns as employee retention and productivity,
functioning in multiple markets across the country and around the world, and social responsibility and corporate
branding. Flexibility is also not an entitlement it is a responsibility on the part of both the employer and employee
to make it work and be accountable for results.
2. A Framework for Flex: Exploring “Right to Request” Legislation
As noted above, many individuals are fearful to even inquire with their employer about a flexible work arrangement.
Still others feel guilt and shame even when their employers support flexible scheduling.
That’s where government can help—not by creating a mandate, but by providing a framework through which
employees and employers can consider flexible work schedules in offices large and small. It is this framework—
created through so-called “right to request” legislation—that has proven so successful overseas.
A 2012 article in the Northwestern Journal of Law and Social Policy noted that while workplace improvements
have historically been most effective when the business community is prepared to change, sometimes the
government must do more than sit back and wait for business to voluntarily adopt reform. The article concluded,
“[C]ultural change is so often a product of both legislative enforcement and social evolution. Indeed, when these
phenomena occur in tandem, the chances for lasting change are optimized.”72
In 2002, the United Kingdom passed legislation granting employees with young or disabled children the right
to request flexible schedules from their employers. The law does not guarantee a right to flexible work, but
instead seeks to increase flexibility in U.K. workplaces by requiring a process for negotiation between employees
and employers. The same law was expanded this year to include parents with children under the age of 17 and
caregivers to adults who reside with them.73
That process is structured such that the initial responsibility rests with the employee to propose a flexible work
arrangement and to explain its potential impact on the employer. The employer may refuse the request, but only
for legitimate business reasons. Similar “right to ask” legislation exists in New Zealand, New South Wales, the
Netherlands, and Germany.
The legislation has already had its desired effect. For example, the British Foreign and Commonwealth Office (FCO),
worried about losing talented members of two-career couples around the world, particularly women, recently changed
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its policy from a default rule that jobs have to be done on-site to one that assumes that some jobs might be done remotely.
Importantly, the FCO places the burden on the employee by “invit[ing] workers to make the case for remote work.”74
The success of the U.K. model has spawned similar legislation in Congress and in State Legislatures from Maryland
to California.75 In Congress, the Flexibility for Working Families Act76, first introduced by the late Senator Edward
Kennedy (D-MA), and now sponsored by Senator Bob Casey (D-PA) and Representative Carolyn Maloney (D-NY),
is modeled after the UK/New Zealand legislation. It would permit employees to request, and ensure employers
consider requests for, flexible work terms and conditions, while prohibiting “any employer to discharge or in any
other manner discriminate against (including retaliating against) any individual because such individual” applied for
flex scheduling.
While Congress has yet to take action to support FWAs, some states have been more proactive. In Montana, on
request of a current employee, a position may be considered for job sharing, which would provide the employee
with added flexibility.77 In Oregon, each state agency must adopt a written policy that “[r]equires the agency, in
exercising its discretion, to consider an employee request to telecommute in relation to the agency’s operating and
customer needs.”78
Both the state of Vermont80 and the city of San Francisco have enacted “right to request” laws that require
employers to discuss and consider such requests with employees and bar retaliation merely for asking about
FWAs.
While New York has been ahead of the curve in advocating for certain family-friendly employment practices such
as requiring employers with fewer than 50 employees (who are exempt from the provisions of the federal Family
Medical Leave Act) to comply with the state leave law—it has not taken any concrete steps to boost flexible
scheduling.
State Assemblywoman Nily Rozic recently introduced legislation that would create a “right to request” law.81
Legislation in New York modeled after the Flexibility for Working Families Act or other state and local legislation
could make the Empire State a national leader in the workplace flexibility arena, further boosting our reputation
as a fertile ground for businesses and families.

CONCLUSION
Maintaining New York’s status as a vibrant city to live and work requires that leaders in business and government
take a long-term view of our economic future. Part of that effort involves predicting which industries will be
critical to growth in coming decades and working to ensure that our workforce has the skills it needs to fill the
jobs of tomorrow.
However, it also means having the pulse of what working families need—families that look much different that
they did a half-century or even a generation ago. As author Judith Warner stated, “If we want to strike at the roots
of inequality in America, we’ve got to start at its source, in the family, at the very beginning of children’s lives…
We need to make it possible for all parents to give their kids the kind of head start that is increasingly becoming
an exclusive birthright of the well-off.”82 Thus far, we have not developed the public policy necessary to support
working families as they exist in the 21st century.83
For New York City to remain an economic engine, it must actively compete with other global cities for top talent
11
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and business investment. Central to that effort is a collective realization that employers and employees benefit
from policies that see family and work as complementary, rather than competitive parts of a balanced life. As a
result, flexible work arrangements not only boost employee morale and productivity, they also improve corporate
profitability and reduce turnover.
From American Express and Citigroup to KPMG and IBM, flexible work arrangements are on the rise in a variety
of different industries that do business in New York City. However, the pace of change is still frustratingly slow
for millions of New Yorkers who are not afforded the opportunity to integrate work and family life through the
use of FWAs.
By implementing best practices and creating a framework for discussions between employers and employees,
businesses both large and small will be spurred to consider flexible work arrangements. It is an idea whose time
has come.
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