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1. Background and objectives

1.1 Background

The Ministry of Social Development (MSD) commissioned a Work, Family and Parenting Study that focused on paid work as an influence on family functioning and parenting in NZ. The study was supported by funding from the Contestable Departmental Research Pool administered by the Ministry of Research Science and Technology.

The prime focus for the research programme was the investigation of family dynamics and family effectiveness and how these relate to outcomes for children, looking at families in a range of social and economic circumstances and cultures.

1.2 Development of the Work, Family and Parenting Study
Two key concepts in the international literature have been influential in shaping the research objectives, high level research questions and research design for the Work, Family and Parenting Study:

· the concept of spillover

· Hakim’s preference theory (Hakim 2002, 2003).

Spillover is what happens when the situation in one part of a person’s life interacts with or interferes with the situation in another part of their life. Spillover can be both positive and negative. The study of interactions between paid work life and family life is a major application of the spillover concept.

An example of positive spillover from work to home is the ‘life values’ that a child learns from their parent(s) being in paid work. Conversely, an example of negative spillover from work to home is the parent in paid work feeling that they miss out on some of the rewarding aspects of being a parent.

Ellen Galinsky, a United States (US) based researcher, argues that it is not whether and how much parents work, but how they work and how they parent, that matters. In her book Ask the Children (Galinsky 1999) she discusses the concept of spillover as being fundamental to how people work and how people parent.

Galinsky et al. (2001) reported on the results of phone interviews with 1003 adults in the US and found that over 50% of respondents had felt overworked in the last three months. A combination of work factors and personal preferences produced the feeling, so that when the person’s reality did not match their preference, (eg working more hours at paid work than the preferred number, and dissonance between actual and preferred time spent on family responsibilities), the overworked feeling was stronger. 

In Ask the Children (Galinsky 1999), Galinsky argues that it is parental stress that results in negative spillover from parents onto children. Research undertaken by Galinsky et al. and cited in her 1999 book, showed that when parents were more stressed they were more withdrawn from children and partners. Children recognised what was happening with young children trying to be extra appealing to elicit the parent behaviours they desired (the ‘parent–child dance’) and older children making themselves scarce (a withdrawal behaviour).

This concept of positive and negative spillover has been drawn upon to form the underlying framework (see Figure 1) for the Work, Family and Parenting Study. The research objectives and high level research questions reflect the desire to explore the dynamic interaction of family life and paid work life, including the ways in which paid work can positively or negatively spill over into family life and the ways in which family life can positively or negatively spillover into paid work life.

Figure 1: Underlying framework for Work, Family and Parenting study
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Cutting across this framework is a proposition that underlying preferences may impact on the choices men and women make about paid work and the degree of positive and negative spillover experienced by them. This draws upon the ‘preference theory’ developed by Catherine Hakim, a United Kingdom researcher.

Hakim (2002) proposes that ‘preference theory’ can explain and predict women’s choices between paid work and family work and that the theory is “historically informed, empirically based, multidisciplinary, prospective rather than retrospective in orientation, and applicable in all rich modern societies”.

Hakim sets out five historical changes which have been collectively important in creating a new scenario in which women in rich modern societies have genuine choices. These historical changes are as follows:

· the contraceptive revolution

· the equal opportunities revolution

· the expansion of white-collar occupations

· the creation of jobs for secondary earners

· the increasing importance of attitudes, values and personal preferences in the lifestyle choices of prosperous, liberal modern societies.

Hakim claims on the basis of the research evidence that “once genuine choices are open to them, women choose three different lifestyles: home-centred, work-centred or adaptive. These divergent lifestyle preferences are found at all levels of education, and in all social classes” (Hakim 2003). 

Hakim argues that “in most societies, public policy is biased towards one group or another, by accident or by design, so that the exact percentages vary between modern societies, with a bias towards work-centred women or towards home-centred women”. Hakim considers that policy development should take account of the diversity of lifestyle preferences instead of adopting a one-size-fits-all approach. If it does not then policies are likely to fail or to work poorly (Hakim 2003).

It is suggested here that if underlying lifestyle preferences help shape women’s (and possibly men’s) choices between paid work and family life then it is also likely that lifestyle preferences may shape the way women (and men) manage the interface between family life and paid work life.

It is also suggested that underlying lifestyle preferences may contribute to the degree of positive and negative spillover experienced by men and women. That is, if a person’s reality does not match their preference then they may experience greater negative spillover than when it does. 

1.3 Overarching research goal

The overarching research goal is to provide information, which supports NZ policy makers, employers, and other stakeholders to develop, maintain and strengthen policies, provisions and practices.
 These all support positive management of the interface between family life and paid work life in ways that are likely to benefit children in NZ.

In achieving this goal, it is hoped that integrated thinking about the interface between family life and paid work life will be advanced in NZ. Integrated thinking includes consideration of the following when tackling family issues or paid work issues at a government, workplace or individual level:

· the way in which children’s needs, family life and paid work life interact

· differences between individuals in their preferences and needs.

It is hoped that this will assist in ensuring an inclusive NZ where all people are able to participate in the social and economic life of their communities. This is the purposeful goal of MSD.

1.4 Research objectives

The broad research objectives are as follows:

· To increase the knowledge base about how the paid work life of men and women in NZ impacts on family life and children and the factors (individual, social and environmental) which influence this. This includes an investigation of the dynamic interaction of family life and paid work life, including the ways in which family life affects paid work life, which then has a further impact on family life.

· To increase the knowledge base about how NZ men and women manage the interface between family life and paid work life, and the factors (individual, social and environmental) which influence this. And to identify specific policies, provisions and practices which assist and support positive management of the interface between family life and paid work life in ways that are likely to benefit children.

See Appendix A for more detailed research questions.

1.5 Definitions

· ‘Children’ in this study refers to children and young people aged 16 years or less.

· The aspects of family life which are the primary focus of this study are those relating to parenting and the raising of children.

· The use of the term ‘family life’ in this study encompasses all aspects of family functioning, parenting practices and family relationships. 

The reader should also note that the study adopts a more restricted view of families than might be generally applicable – that is, families which include children living at home. This is because the aspects of family life which are of primary focus in this study are those which relate to parenting and the raising of children.

In this report, ‘men’ and ‘women’ refers to males and females who are the parents or caregivers of children aged 16 years or less who are living at home.

2. Research methodology

Findings from the literature review and a series of in-depth interviews with key respondents were used as a basis for the design of the primary research. A detailed explanation of the methodology employed in the primary research follows.

2.1
Quantitative survey of parents

A national survey of 1128 parents was undertaken in March and April of 2004.

The survey population is all people in NZ living in private households with telephones who:

· are between the ages of 20 and 54

· have at least one child aged 16 or less who lives at home with them

· are in paid employment, or live with a partner in paid employment, who is also a parent (or acting in a parental role) of the child or children living with them.

The following sampling approach was used:

· a fully national sample of 1006 parents (conducted by telephone)

· a booster sample of 112 Pacific parents (conducted face-to-face) 

· a booster sample of 10 Māori parents (conducted face-to-face). 

The ‘booster’ interviews were conducted to ensure sufficient numbers of Māori and Pacific parents were interviewed to enable statistically robust analyses of these groups.

The data have been weighted to adjust for these booster samples, and other variations in probabilities of selection, as well as ensuring that the sample is representative of the population of interest in line with Census 2001 data. A detailed explanation of the sampling and weighting procedures used is provided in Appendix B.

The average interview length was 24 minutes. The response rate was 31%. A detailed calls analysis is provided in Appendix C. 

2.1.1
Questionnaire development

Questions developed previously and used in other surveys
 were utilised in designing the Work, Family and Parenting Study survey. Minor modifications were made to some of these questions to make them appropriate for use in a telephone survey and relevant to the NZ context. Additional questions were also developed to meet the information needs of the survey.

The survey questionnaire and process was piloted with 15 respondents by telephone.

See Appendix A for the final questionnaire.

2.1.2
Sampling errors and tests of statistical significance

The maximum margins of error, at the 95% confidence level (assuming simple random sampling), associated with the total sample and key subgroups of interest are shown in Table 1.

Table 1: Maximum margins of error associated with the total sample and key subgroups of interest
	
	Sample size (unweighted)
	Maximum margin of error

	Total sample 
	1128
	+/-2.9%

	Sole parent
	169
	+/-7.5%

	Two-parent household – both in paid work
	676
	+/-3.8%

	Two-parent household – one parent in paid work 
	283
	+/-5.8%

	Māori
	84
	+/-10.7%

	Pacific
	126
	+/-8.7%

	NZ European
	817
	+/-3.4%

	Other
	111
	+/-9.3%


Throughout this report, subgroup analyses have been reported on where there are statistically significant differences at the 95% confidence level. In comparing proportions between samples, a z-test has been used to determine statistical significance. The notation is: z=(p1-p2)/sqrt((p1*(1-p1)/n1)+(p2*(1-p2)/n2)) where n1 and n2 are the sample sizes and p1 and p2 the relevant proportions we are comparing. The resulting z-value is compared to the Normal (0,1) distribution. The sample size of the subgroup is noted in the commentary if less than 100.

To assess statistical variations between key subgroups in the number of spillover effects experienced, tests of Analysis of Variance (ANOVA) were undertaken (or two sample t-tests where appropriate). ANOVA is a single overall test that looks at all of the groups at once, and reports whether there is evidence that at least two of the groups’ means differ. ANOVA compares the data variation within the individual groups to the variation between the groups. ANOVA assumptions were also checked including the equality of variance. A more detailed explanation of the procedure followed is given in Appendix D.

Sample profile

Table 2 gives a more detailed sample profile (using weighted data).

Table 2: Detailed sample profile (using weighted data).
	%
	Total Sample (n=1128)
	Sole parent (n=169)
	Two-parent household – both in paid work (n=676)
	Two-parent household – one in paid work (n=283)
	Māori (n=84)
	Pacific (n=126)
	NZ European (n=817)
	‘Other’ (n=111)

	Gender
	
	
	
	
	
	
	
	

	Male
	46
	29
	46
	51
	44
	48
	45
	56

	Female
	54
	71
	54
	49
	56
	52
	55
	44

	Age
	
	
	
	
	
	
	
	

	20 to 24
	2
	3
	1
	3
	2
	5
	1
	2

	25 to 29
	7
	7
	6
	11
	11
	13
	6
	3

	30 to 34
	17
	12
	16
	22
	23
	15
	16
	23

	35 to 39
	26
	23
	24
	30
	20
	31
	27
	20

	40 to 44
	27
	32
	29
	20
	22
	11
	28
	29

	45 to 50
	16
	17
	18
	9
	13
	21
	15
	19

	50 to 54
	6
	7
	7
	6
	8
	4
	7
	5


	%
	Total Sample (n=1128)
	Sole parent (n=169)
	Two-parent household – both in paid work (n=676)
	Two-parent household – one in paid work (n=283)
	Māori (n=84)
	Pacific (n=126)
	NZ European (n=817)
	‘Other’ (n=111)

	Ethnicity
	
	
	
	
	
	
	
	

	NZ European
	73
	63
	74
	73
	5

	2
	100
	-

	Māori
	12
	20
	13
	8
	100
	-
	1

	-

	Samoan
	3
	3
	3
	4
	-
	49
	-
	-

	Cook Island Māori
	1
	6
	-
	1
	-
	16
	-
	-

	Tongan
	1
	1
	-
	2
	-
	13
	-
	-

	Niuean
	-
	1
	-
	-
	-
	8
	-
	-

	Tokelauan
	-
	-
	-
	-
	-
	2
	-
	-

	Fijian
	1
	-
	-
	1
	-
	10
	-
	1

	Other Pacific Island
	-
	-
	-
	-
	-
	3
	-
	-

	Chinese
	1
	-
	1
	1
	-
	-
	-
	6

	Indian
	1
	-
	1
	1
	-
	1
	-
	13

	Other
	8
	7
	8
	8
	-
	-
	-
	80

	Combined Income
	
	
	
	
	
	
	
	

	Up to $10,000
	1
	3
	-
	1
	1
	2
	-
	1

	Over $10,000 to $20,000
	3
	16
	1
	3
	3
	8
	2
	4

	Over $20,000 to $30,000
	5
	16
	2
	9
	4
	12
	5
	3

	Over $30,000 to $40,000
	11
	24
	7
	16
	15
	33
	9
	5

	Over $40,000 to $60,000
	22
	22
	20
	26
	20
	15
	23
	17

	Over $60,000 to $80,000
	20
	8
	22
	19
	17
	11
	21
	21

	Over $80,000 to $100,000
	13
	4
	17
	7
	21
	10
	12
	18

	Over $100,000
	20
	1
	24
	15
	14
	-
	21
	29

	Don’t know
	2
	4
	2
	2
	4
	5
	2
	3

	Refused
	3
	2
	3
	2
	2
	5
	3
	1

	Education
	
	
	
	
	
	
	
	

	Secondary schooling
	15
	25
	13
	18
	14
	30
	15
	5

	School certificate
	15
	15
	16
	13
	14
	13
	17
	6

	Sixth form certificate
	9
	11
	10
	7
	10
	19
	9
	6

	University entrance/Matriculation
	7
	10
	7
	7
	6
	4
	7
	6

	Bursary Exams/Higher School Certificate
	3
	1
	3
	4
	1
	2
	4
	-

	Technical or trade qualifications
	7
	5
	7
	9
	5
	10
	8
	5

	Professional training/no tertiary qualifications
	4
	5
	3
	4
	2
	4
	4
	3

	University/tertiary qualifications
	40
	28
	42
	39
	48
	18
	36
	68


	%
	Total Sample (n=1128)
	Sole parent (n=169)
	Two-parent household – both in paid work (n=676)
	Two-parent household – one in paid work (n=283)
	Māori (n=84)
	Pacific (n=126)
	NZ European (n=817)
	‘Other’ (n=111)

	
	
	
	
	
	
	
	
	

	Care for elderly relative who is unable to properly care for themselves
	5
	6
	4
	6
	9
	20
	3
	6

	
	
	
	
	
	
	
	
	

	Permanent disability or long term illness
	13
	19
	11
	15
	12
	18
	13
	8

	Respondent paid work status
	
	
	
	
	
	
	
	

	Working
	87
	100
	100
	51
	90
	81
	87
	91

	Not working
	13
	-
	-
	49
	10
	19
	13
	9

	Household paid work status
	
	
	
	
	
	
	
	

	Sole parent
	9
	100
	-
	-
	14
	16
	8
	7

	Two-parent household – both in paid work
	65
	-
	100
	-
	68
	46
	66
	66

	Two-parent household – one in paid work
	26
	-
	-
	100
	18
	39
	26
	27


Base: All respondents

Source: Q5c, Q5d, Q5p, Q13a and Q13b, Q14a and Q14b, Q15, Q16, and Q17
3. Work/home-life preferences

This chapter examines parents’ work/home-life preferences and the extent to which these work/home-life preferences shape choices between paid work and family life. 

Respondents from two-parent households were asked to consider three types of family. They were then asked to indicate a preference for the one they would ideally choose for themselves (assuming money was not a problem, but that they personally still had to financially support and care for their family). The three types of family were:

A family where both partners have jobs. The jobs place equal demands on each partner, and the housework and the care of the children are shared equally between them.

A family where both partners have jobs, but one partner has a job with less demands and that partner does the larger share of housework and caring for children.

A family where one partner has a job and the other partner mainly does the housework and caring for children.

The results to this question are presented in Figure 2 at a total sample level and for key subgroups of interest.

Figure 2: Preferences for work and household responsibilities
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There is no dominant work/home-life preference. A small majority (59%) prefer both parents to be in paid work. Among these parents, however, opinion is evenly divided over whether both partners’ jobs should be equally demanding or whether one should be less demanding to accommodate one partner taking on more household and childcare responsibilities. A minority (39%) prefer a family where only one partner has a job.

The variations by ethnic group are not statistically significant. Few variations by other demographic variables are evident. Men are more likely than women to state a preference for only one partner to be in paid work (43% cf 36%).

3.1 Gender preferences

Respondents who felt both parents should have jobs, but that one should be less demanding were asked which partner should have the less demanding job. Likewise, respondents who felt only one parent in a two-parent household should have a job were asked which parent should have the job. The results to these questions are illustrated in Figure 3.

Figure 3:
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Those who believe one partner should have a less demanding job either do not feel it matters which partner has the less demanding job (56%) or believe the female should have the less demanding job (37%). Very few (4%) feel the male should have the less demanding job.

Likewise, those who believe only one partner should have a job in a two-parent household feel either that it does not matter which partner has the job or that the male partner should have the job (43%). Very few (2%) believe the female should have the job.

3.2 Preferences versus realities

The survey data provides an understanding of the degree to which work/home-life preferences match families’ current realities. Before proceeding with this discussion, the reader should note that whether preferences determine or shape choices between paid work life and family life is a more complex matter than simply assessing the degree of overlap between preferences and realities. A range of circumstances, both external and internal to the household, contribute to families’ work/home-life realities, eg a lack of educational qualifications. 
The following section gives the results of two analyses of the survey data – these show the degree to which preferences and reality match. The first assesses the preferences of parents in two key types of households: two-parent households where both parents are in paid work and two-parent households where only one parent is in paid work.

Figure 2 shows that two-parent families’ realities, in terms of whether one or both parents are in paid work, match their preferences to a degree that:

· parents from households with only one partner in paid work are more likely to state a preference for a family in which only one partner has a job than parents from households with both partners in paid work (51% cf 35%)

· conversely, parents from households with both partners in paid work are more likely to state a preference for both partners to be in paid work than parents from households with only one partner in paid work (64% cf 46%).

Preferences can vary within an individual household. In households where only one partner is in paid work, the partner not in paid work is more likely to want to retain the status quo than the partner in paid work (56% cf 47%).

While preferences are more likely to match work/home-life realities than not, there are notable proportions of households not currently living their ideal:

· around one-third (35%) of households where both parents are in paid work would prefer one partner not to be in paid work

· just under half (46%) of households where one partner is in paid work would prefer both partners to be in paid work.

A second type of analysis is presented in Table 3. This analysis assesses the extent to which stated preferences are being met in reality using a range of variables:

· whether one or both parents are in paid work

· gender preferences

-
which parent is in paid work (if the preference is for only one parent to be in paid work)

-
which parent has the less demanding job (if the preference is for one parent to have a less demanding job)

· whether both jobs are equally demanding

· the division of housework and childcare responsibilities between the partners. 

Percentages are based on parents who favour a particular work/home-life preference (see descriptions at top of each column). For example, 34% of parents who prefer only one parent to be in paid work and the other to undertake most of the housework and childcare responsibilities have their preferences matched in this regard.

Table 3: Extent to which stated preferences are matched in reality
	
	Preference

	Reality
	Both partners have jobs. Jobs are equally demanding. Housework and childcare responsibilities are shared equally.

(n=296)

%
	Both partners have jobs. One partner has a more demanding job and the other partner does a larger share of the housework/ childcare responsibilities.

(n=287)

%
	One partner has a job and the other partner mainly does the housework/ childcare responsibilities.

(n=359)

%

	Reality fully matches preference (ie in terms of whether partners have jobs, the demands of the jobs, any stated gender preferences, and the allocation of household and childcare responsibilities.
	5
	41
	34

	Reality matches with preference for whether partners have jobs, the demands of the jobs, and any stated gender preferences, but not in terms of the allocation of household and childcare responsibilities.
	24
	7
	2

	Reality matches with preferences for whether partners have jobs and the demands of the job, but not with gender preferences.*
	na
	8
	1

	Reality matches with preferences for whether partners have jobs and any stated gender preference, but not in terms of the demands of the jobs.*
	50
	19
	na

	Reality does not match with preferences for whether partners have jobs.*

	20
	24
	63

	Total
	100
	100
	100


* Parents who fall into these categories may or may not be having their preferences met in terms of the allocation of household and childcare responsibilities.

Base: Two-parent households (excludes 17 respondents who did not choose one of the three family types at Q7a.

Source: Q5c, Q5d, Q5p, Q5q, Q5r, Q5s, Q7a, Q7b and Q7c.

Only 5% of parents who want both partners to be in paid work, and to equally share housework and childcare responsibilities, have their preferences fully met. Preferences do not match reality solely due to an unequal division of housework or childcare responsibilities for 24% of parents who would like both paid work and family life responsibilities to be equally shared. A further 50% do not have their preferences met because the partners’ jobs are not equally demanding. The remaining 20% are households where only one parent is in paid work.

Parents who want both partners to have jobs, but one partner to have a more demanding job than the other and so do more of the housework and childcare responsibilities, are more likely than parents with other work/home-life preferences to have their preferences currently met (41%).  A preference for the partner of the ‘other’ gender to have the less demanding job prevents 8% of these parents from living out their preference in reality. 

Only 34% of parents who state a preference for only one parent to be in paid work and the other to undertake most of the housework and childcare responsibilities are living this reality. The high degree of mismatch between preferences and reality is almost entirely due to both parents being in paid work (63%).

3.3 Preference for job versus no job

All respondents were asked whether or not they would prefer to have a paid job if without having to work they could have a reasonable living income (see Figure 4).

Figure 4: Preference for job versus no job
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Two-thirds (64%) would prefer to have a job even if they had a reasonable living income without one. Preference for paid work is particularly high among sole parents (86%) and Pacific parents (81%).

Additional demographic variations are that:

· men are more likely to still prefer to have a paid job than women (69% cf 60%)

· those with lower education are more likely to prefer a job than those with higher education (for example, 75% of those whose highest education is secondary schooling would prefer a job compared to 57% of tertiary qualified parents).

4. Parental expectations and attitudes

This section discusses attitudes/expectations of the parents sampled in relation to family life, paid work life and the interface between them.

Respondents were asked to indicate the extent to which they agreed or disagreed with a series of attitudinal statements. The results at a total sample level are illustrated in Figure 5. Note that ‘housework’ was not explicitly defined and that respondents are likely to have interpreted this in a stereotypical sense. That is, they may not have considered chores such as vehicle maintenance in responding to these particular questions.

Figure 5: Perceived societal expectations and attitudes
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If both partners are in full-time work, support is strongest for the equal division of household and childcare responsibilities between partners.

The vast majority of respondents (94%) agree that housework and childcare should be equally shared when both partners are in full-time work. Support is generally consistent across the demographic spectrum. However, there are a small number of key differences:

· Māori parents (n=84) are more likely to disagree with this statement (10% cf 3% among all parents)

· sole parents show the strongest support for this concept (89% agree strongly cf 80% among all parents)

· women are more likely to agree strongly than men (83% cf 76%).

Agreement with this statement does not necessarily mean parents adhere to it in practice. Only 32% of parents in households where both partners have equally demanding jobs also equally share housework. A higher proportion (53%) believes they equally share childcare responsibilities.

The vast majority also agree that a father should be as heavily involved in the care of his children as the mother (92%). Those more likely (4%) to disagree with this notion are:

· Pacific parents (11%)

· parents aged 50 to 54 years (12%, n=68).

Most parents (82%) expressed the belief that children can do just as well if the mother earns the money and the father takes care of the home and children. Sole parents are especially likely to hold this view (91% agree). Opinion is split over whether a working mother can establish just as good a relationship with her children as a mother who is not in paid work (54% agree and 37% disagree). 

There is a relationship between this attitude and parents’ work/home-life preferences. Parents who desire a reality where both parents have equally demanding jobs and equally share housework and childcare responsibilities are more likely to agree with this attitudinal statement (63% agree cf 51% of parents with other work/home-life preferences). Conversely, parents in two-parent households who desire only one parent to be in paid work are more likely to disagree (47% disagree cf 33% of parents with other work/home-life preferences).

Although opinion is clearly divided, parents are more likely to discard the notion that it is better for everyone involved if the father earns the money and the mother takes care of the home and children (34% agree and 53% disagree). Agreement with this viewpoint is higher than average among:

· Pacific parents (48% agree cf 34% among all parents)

· parents in households where only one of two parents is in paid work (23% agree strongly cf 16% among all parents)

· parents who desire a reality that consists of only one partner being in paid work (49% agree cf 26% of parents with other work/home-life preferences).

On the other hand, the following groups are more likely to disagree with this statement:

· sole parents (61% disagree cf 53% among all parents)

· tertiary educated parents (38% disagree strongly cf 22% of those with lower levels of education).

One in five respondents (20%) hold the view that even when women work, the man should still be the main income earner.

The following groups are more likely to agree with this statement:

· Pacific parents (52% agree cf 20% among all parents)

· parents in households where only one of two parents is in paid work (27% agree cf 20% among all parents)

· parents who desire a reality that consists of only one partner being in paid work (28% agree cf 16% of parents with other work/home-life preferences).

In contrast, those more likely to disagree with this statement are 

· parents who desire a reality where both parents have equally demanding jobs and equally share housework and childcare responsibilities (78% cf 64% of parents with other work/home-life preferences)

· higher income households 

· tertiary qualified parents (76% disagree cf 62% among those with lower education levels).

Fifteen percent of respondents support the idea that when there is high unemployment, married women or women in de facto relationships should not be in paid jobs.

Parents most likely to favour this viewpoint are:

· Pacific parents (23% agree cf 15% among all parents)

· parents in households where only one of two parents is in paid work (22% agree cf 15% among all parents)

· parents who desire a reality that consists of only one partner being in paid work (23% agree cf 10% of parents with other work/home-life preferences).

Parents most likely to reject this viewpoint are:

· women (62% disagree cf 46% of men)

· tertiary qualified parents (76% disagree strongly cf 69% of those with lower education levels)

· sole parents (84% cf 75% among all parents)

· parents who desire a reality where both parents have equally demanding jobs and equally share housework and childcare responsibilities (85% cf 72% of parents with other work/home-life preferences).

5. Work conditions

This section explores specific aspects of paid work: work status, job demands, job quality, job satisfaction, the level and types of support at work, blurring between work and home, work-related illness, unwanted work stress and workplace culture. 

5.1 Job demands

Table 4 details various types of job demands. Respondents in paid work were asked to describe the demands of their paid work. Respondents who were not in paid work were asked to describe the demands of their partner’s paid work. 

Table 4: Job demands
	%
	All parents in paid work (n=971)
	Sole parent (n=169)
	Two-parent household – both in paid work (n=676)
	Two-parent household – one in paid work (n=283)**
	Māori (n=76)
	Pacific (n=95)
	NZ European (n=708)
	‘Other’ (n=101)

	Number of paid jobs
	
	
	
	
	
	
	
	

	One
	88
	89
	86
	96
	83
	93
	88
	89

	Two
	9
	7
	11
	3
	16
	5
	8
	9

	Three
	2
	-
	2
	-
	2
	-
	2
	1

	Four or more
	1
	4
	1
	-
	-
	2
	2
	1

	Number of hours worked per week
	
	
	
	
	
	
	
	

	Under 10 hours
	5
	3
	6
	1
	3
	8
	5
	5

	10–19 hours
	8
	13
	9
	2
	3
	1
	9
	11

	20–29 hours
	13
	14
	15
	2
	15
	6
	14
	6

	30–39 hours
	13
	13
	14
	6
	8
	9
	14
	12

	40–49 hours
	34
	41
	31
	47
	36
	68
	31
	37

	50 hours and over
	27
	15
	26
	41
	36
	8
	27
	29

	Part-time
	26
	31
	30
	5
	21
	15
	28
	21

	Full-time
	74
	69
	70
	95
	79
	85
	72
	79

	Number of days worked per week
	
	
	
	
	
	
	
	

	1 day
	3
	1
	3
	1
	2
	7
	2
	4

	2 days
	4
	5
	4
	-
	2
	1
	4
	4

	3 days
	6
	6
	7
	2
	1
	3
	7
	3

	4 days
	8
	7
	9
	2
	8
	6
	8
	5

	5 days
	58
	72
	54
	67
	58
	77
	55
	67

	6 days
	13
	6
	13
	20
	17
	5
	13
	12

	7 days
	9
	3
	10
	8
	11
	1
	10
	5

	Days of week worked
	
	
	
	
	
	
	
	

	Any of the weekdays Monday to Friday
	90
	89
	90
	88
	92
	88
	89
	94

	Saturday
	24
	12
	25
	14
	32
	26
	23
	21

	Sunday
	16
	10
	16
	11
	19
	18
	15
	18

	No typical week
	9
	9
	10
	12
	8
	12
	10
	4

	Type of employee
	
	
	
	
	
	
	
	

	Permanent
	73
	79
	71
	80
	75
	89
	72
	71

	Casual
	5
	5
	6
	2
	7
	8
	5
	7

	Self-employed
	18
	14
	20
	14
	17
	2
	20
	18

	Contract worker
	3
	1
	3
	4
	-
	2
	3
	4

	Don’t know
	-
	1
	-
	1
	-
	-
	-
	-

	Work schedule
	
	
	
	
	
	
	
	

	Regular daytime hours
	73
	77
	72
	71
	64
	64
	74
	73

	Shift work with fixed hours
	8
	5
	8
	9
	7
	19
	7
	6

	On-call or casual work
	6
	6
	6
	5
	13
	-
	5
	7

	Another kind of flexible schedule
	17
	16
	17
	17
	19
	17
	17
	17

	Type of shift work*
	(n=80)
	(n=10)
	(n=59)
	(n=29)
	(n=6)
	(n=17)
	(n=52)
	(n=6)

	Regular evening hours
	15
	18
	18
	4
	-
	-
	20
	20

	Regular night hours
	18
	43
	20
	20
	37
	41
	11
	16

	A rotating shift
	53
	30
	48
	62
	15
	55
	60
	45

	A split shift
	12
	9
	11
	7
	47
	4
	6
	20

	Don’t know
	2
	-
	3
	7
	-
	-
	3
	-

	Overnight travel (nights per month)
	
	
	
	
	
	
	
	

	None
	75
	77
	75
	68
	77
	72
	76
	68

	One night
	7
	4
	7
	6
	3
	1
	7
	8

	2–4 nights
	10
	6
	10
	13
	11
	6
	10
	12

	5–10 nights
	5
	3
	5
	9
	3
	6
	5
	8

	More than 10 nights
	3
	9
	3
	4
	4
	15
	2
	4

	Don’t know
	-
	-
	-
	-
	1
	1
	-
	-


Base: All respondents in paid work

* ‘Type of shift work’ is based on shift workers only

** Includes responses of partner not in paid work answering questions in respect of their partner’s paid work situation

Source: Q5f/5u, Q5i/5x, Q5j/5z, Q5k/5y, Q5l/6a, Q5m/6b, Q5n/6c, Q5o/6d

The nature and degree of job demands vary among parents in paid work.

Key characteristics are as follows:

· the vast majority (88%) of parents have one paid job; 12% have two or more paid jobs

· around three-quarters (74%) of parents in paid work have full-time jobs with the remainder having part-time jobs (26%)

· over one-quarter (27%) of all parents in paid work work an average of 50 hours or more per week – 36% of parents in full-time paid work work an average of 50 hours or more per week

· over half (54%) of parents who work 50 hours or more per week work six or seven days per week – around one in five (22%) of all parents in paid work work six or seven days per week

· over one-quarter of parents in paid work (28%) work at the weekend – 24% work on Saturday and 16% on Sunday

· parents in paid work are most commonly permanent employees (73%) – nearly one in five (18%) parents in paid work are self-employed

· regular daytime hours are the most common type of work schedule (73%) with less than one in ten (8%) undertaking shift work – the most common type of shift work is a rotating shift (53% of those who undertake shift work)

· one-quarter (25%) of parents spend at least one night per month away from home because they need to travel for work – 8% spend five or more nights per month away from home.

There are a number of variations in the nature and degree of job demands across demographic groups. These are summarised below. 

5.1.1 Household type

Parents in two-parent households where they are the only parent in paid work are more likely to have one paid job (96%) and full-time work (95%). These parents also tend to work longer hours – this pattern is not solely due to the greater likelihood of being in full-time work (41% of parents from these types of households who are in full-time jobs work 50 hours or more per week compared to 36% of all parents in full-time jobs).

Sole parents are least likely to work excessive hours among all parents in paid work; 15% of all sole parents in jobs work 50 hours or more per week and 22% of sole parents in full-time jobs work 50 hours or more per week. Sole parents are more likely than other types of parents to spend 10 nights or more away from home per month because of work (9%).

5.1.2 Ethnicity

Pacific parents in paid work are more likely to be in full-time work (85%) than parents of other ethnic descent, but tend to work on average fewer hours. Approximately 8% of Pacific parents work 50 hours or more per week compared to 27% among all parents in paid work. Pacific parents are twice as likely to work a standard 40-hour week (53% compared to 21% among all parents in paid work).

Pacific parents in paid work are also more likely to be permanent employees (89%), undertaken shift work with fixed hours (19%) and spend more than 10 nights away from home on average per month as a result of travel for work (15%).

5.1.3 Gender

Men in paid work are much more likely to have full-time jobs than women in paid work (94% compared to 53%). Conversely, women are more likely than men to be in part-time work (47% and 6% respectively).

Men in full-time work are more likely to work 50 hours or more per week than women in full-time work (45% cf 21%). Men are more likely to work on the weekend, particularly on a Saturday (32% cf 15%).

And men are more likely than women to travel away from home for work at least one night per month (32% cf 18%).

5.1.4 Age

Parents aged 50 to 54 years (n=60) are more likely than their younger counterparts to be self-employed (32%) or a contract worker (10%). And they tend to work longer hours (48% work 50 hours or more per week).

5.1.5 Personal income

There is strong positive correlation between personal income and the number of hours worked. Even among full-time workers, the proportion working 50 hours or more per week earns notably higher personal income; 67% of those earning over $100,000 work 50 hours or more per week. High income earners (those earning over $80,000, n=96) are more likely than lower income earners to be self-employed (34%). Those earning over $100,000 spend the most nights travelling away from home (23% spend at least five nights per month).

The survey questions that form the basis of the results in the remainder of this chapter were asked only of parents in paid work.

5.1.6 Industry

Long hours (50 hours or more) are most common among workers in agriculture, forestry and fishing (49%), transport and storage (42%), manufacturing (35%), construction (35%), wholesale trade (36%).

The proportion of parents working on Saturday is especially high among workers in agriculture, forestry and fishing (64%), and construction (37%). The proportion of parents working on Sunday is particularly high among workers in agriculture, forestry and fishing (55%). 

The proportion of parents in shift work with fixed hours is the highest among workers in manufacturing (18%) and health and community services (23%).

5.2 Work demands between partners

Respondents with partners were asked to indicate whether their partner’s work situation was more demanding, less demanding or about the same as their own. The results are presented in Figure 6. (This question is a key variable in the analyses on work/home-life preferences and people’s realities – discussed earlier in the chapter entitled ‘Work/home-life preferences’. This was the primary reason for including it in the survey). 

Figure 6: Demands of paid work situation
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Just under one-third of parents (31%) feel that their paid work situation and that of their partner is equally demanding. Many parents clearly define the demands of their paid work situation in terms of the number of hours worked; those in part-time work largely regard their partner’s work as more demanding (83%).

In line with this, men are more likely to say their partner’s work situation is less demanding (38%) or equally demanding (37%) compared to their own paid work situation. Women are most likely to feel that their partner’s work situation is more demanding (66%). 

5.3 Job quality

Figure 7 illustrates various aspects of job quality.

Figure 7: Job Quality
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The aspects of job quality most commonly experienced are the use of a worker’s skills and abilities in their job, and finding work meaningful – 87% and 86% respectively agree that they experience these in their paid work.

Parents also have autonomy over how and when work is undertaken; 75% agree that they have a lot of freedom to decide how they do their work and 53% agree they have a lot of freedom to decide when they do their work. 

Demographic patterns evident are as follows:

· Pacific parents in paid work (n=95) are more likely to agree that they have a lot of freedom to decide when they work (67% cf 53% among the total sample)

· men are more likely than women to feel that they use many of their skills and abilities in their paid work (92% agree cf 81%)

· those earning higher incomes are more likely to feel they use their skills and abilities in their paid work than those on lower incomes (88% of those with a combined annual income of at least $30,000 agree with this compared to 75% of those with a combined annual income of less than $30,000).

The strongest demographic trends in parents’ perception of job quality appear to be related to individual occupation:

· parents who are legislators/administrators, professionals, agriculture/fisheries (n=58), and trades workers (n=75) most commonly feel that they use their skills and abilities in their jobs 

· conversely, those parents that least feel this is the case are workers in service and sales and elementary occupations (n=46)

· legislators/administrators, agriculture/fisheries workers (n=58), and trades workers (n=75) are most likely to feel that they have a lot of freedom to decide how they do their work – service and sales workers and plant and machine operators (n=61) are most likely to disagree that this applies to them

· legislators/administrators and agriculture/fisheries workers (n=58) are most likely to feel that they have the freedom to decide when they work – professionals, service and sales workers and plant and machinery operators (n=61) are least likely to feel they have this type of autonomy

· legislators/administrators, professionals, agriculture and fisheries workers (n=58), and trades workers (n=75) are those most likely to find their work meaningful – conversely, those working as clerks, service and sales workers, and plant and machine operators (n=61) are least likely to find their work meaningful.

5.4 Job satisfaction

Figure 8 illustrates parents’ level of overall job satisfaction at a total sample level and by key subgroups.

Figure 8: Job satisfaction
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Forty percent of parents are ‘very satisfied’ with their paid work and 42% are ‘satisfied’. Nine percent are dissatisfied with their paid work (either ‘very dissatisfied’ or ‘dissatisfied’).

A small number of demographic differences are evident. Overall job satisfaction is highest amongst:

· high income earners (52% of those earning over $80,000 are ‘very satisfied’)

· legislators/administrators (45% ‘very satisfied’) and workers in agriculture and fisheries (53% are ‘very satisfied’, n=58).

5.5 Support at work

The extent to which parents feel they receive various types of support in their paid work is illustrated in Figure 9. 

Figure 9: Support at work
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Parents feel that their supervisor and their work colleagues care about the effect that work demands have on their personal and family life – 70% and 69% respectively. Just over one third of parents ‘agree strongly’ that this is the case.

Just under two-thirds (64%) agree that they have made friends they can call on when they need support. Parents who are not in paid work are divided over whether they have made friends they can call on through their partner’s work – 42% agree they experience this type of support and 53% disagree.

Few demographic variations exist; however, women are more likely than men to feel that their supervisor and work colleagues care about the work demands on their personal and family life:

· 45% of women ‘agree strongly’ that their supervisor cares compared to 33% of men

· 39% of women ‘agree strongly’ that their work colleagues’ care compared to 25% of men.

5.6 Blurring between work and home

To investigate the blurring of division between work and home, respondents in paid work were asked to indicate how often, in a typical week, they experienced the events outlined in Figures 10 and 11. Note, the response scale used for the events in Figure 10 was different to that used for Figure 11.

Figure 10: Blurring between work and home
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Figure 11: Blurring between work and home
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Just over one-third (35%) of parents feel that their work schedule conflicts with their home life at least once a week. 

Just over half (55%) of parents work overtime at least once a week – around half (48%) take work home, and 53% answer or make work-related calls/emails at home. 

There is a much greater blurring of work and home among those who spend long hours in paid work. Among those who work 50 hours or more per week (n=211):

· 42% take work home every day

· 45% work overtime every day

· 44% answer or make work-related phone calls or emails at home every day

· 59% feel that their work schedule conflicts with their home life at least once a week.

5.7 Work-related illness

Respondents were asked whether they have had health problems because of paid work in the past 12 months and, if so, how frequently they experienced these health problems (see Figure 12).

Figure 12: Work-related illness
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Approximately one in five parents in paid work experience health problems because of paid work in the past 12 months. Most experience these health problems ‘occasionally’. Twenty-one percent of parents who experience health problems because of work do so ‘all’ or ‘most’ of the time. 

Subgroup analysis by demographic variables and job demands reveals few differences. Those working 50 hours or more per week on average are more likely to experience work-related health problems (25%). 

5.8 Unwanted work-related stress

Respondents were asked how much unwanted stress they experienced in their paid work. Response to this question is illustrated in Figure 13 for both the whole sample level and key subgroups.

Figure 13: Unwanted stress
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Twenty-one percent of parents in paid work experience a large amount of stress – most experience either a moderate amount (45%) or very little (28%). Few experience no stress at all (6%).

Pacific parents in paid work (n=95) feel they experience significantly less stress than parents of other ethnic groups. Māori parents in paid work (n=76) are significantly more likely to experience a ‘large amount’ of stress.

Analysis by job demands clearly indicates that the higher the number of hours worked per week the greater the unwanted stress experienced in their work. For example, 7% of part-time workers experience a large amount of unwanted stress in their paid work compared to 21% of parents who work 40 hours per week and 40% of workers who work 50 hours or more per week. This is also reflected in the demographic patterns discussed below:

· men are more likely to experience a large amount of stress than women (26% cf 16%)

· workers in the highest socio-economic grouping (n=80) are more likely to experience unwanted work stress (81% experience a large or moderate amount of stress)

· a majority of professionals (77%) experience a large or moderate amount of stress.

5.9 Availability of workplace provisions

Respondents were read a list of conditions and entitlements offered in the workplace and asked whether these were available in the respondent’s current job. The results are presented in Figure 14.

Figure 14: Availability of workplace provisions

[image: image14.emf]94%

81%

61%

57%

36%

31%

24%

16%

9%

0% 20% 40% 60% 80% 100%

Access to phone for contact with your family

Flexibility to have time off during work time

Permanent part-time work

Flexible start and finish times

Sometimes being able to work from home

Able to have children at work

Home-based work

School holiday programmes

Childcare facility provided by workplace, or workplace subsidised or

fully paid childcare

Availability of workplace provisions

Base: All respondents in paid work excluding self-employed (n=813)

Source: Q8h


The most common of these non-statutory workplace provisions is access to a phone for contact with a worker’s family (94%).

The next most common provisions relate to hours of work – 81% have the flexibility to have time off during work time, 61% have the opportunity to work part-time and 57% to have flexible start and finish times. 

A number of differences exist by demographic groups and job demands. These are summarised below.

5.9.1 Flexibility to have time off during work time

Workers in the construction industry (n=72) are particularly likely to have this type of flexibility (94%).

5.9.2 Permanent part-time work

Permanent part-time work is most available to:

· women (78% compared to 44% of men)

· workers in the retail trade (79%, n=71), education (82%), and health and community services (75%).

5.9.3 Flexible start and finish times

Workers in finance and insurance (74%, n=64), and property and business services (73%) are able to have flexible start and finish times. 

5.9.4 Sometimes being able to work from home

Higher socio-economic groups are more likely to be able to work from home than lower socio-economic groups. For example, 47% in the highest socio-economic status (SES) group (n=80) compared to 23% in the lowest SES group.

Workers in communication services (64%, n=50) and property and business services (55%) are also more likely to be able to work from home.

5.9.5 Able to have children at work

This workplace provision is more common among:

· women (37% compared to 25% of men)

· Māori (49%, n=76).

5.9.6 Home-based work

Again, there is a strong correlation between this workplace provision and socio-economic status with the opportunity to undertake home-based work being more common among higher socio-economic groups. For example, 41% in the highest SES group (group 1, n=80) had the opportunity to undertake home-based work, as was compared to 17% in lowest SES group (group 6).

A relatively high proportion of workers in agriculture, forestry and fishing (41%, n=58) and property and business services (45%) are able to undertake home-based work.

5.9.7 School holiday programmes

The availability of school holiday programmes is high among:

· Pacific parents (25%, n=95)

· Māori (32%, n=6)

· workers in construction (28%, n=72) and education (32%) sectors.

5.9.8 Childcare facility provided by workplace or workplace subsidised or fully paid childcare

The following groups are most likely to work where this type of childcare facility is available:

· Pacific parents (23%, n=95)

· the highest socio-economic group (22%, n=80)

· sole parents (18%)

· workers in agriculture, forestry and fishing (61%, n=58).

5.10 Workplace culture

Respondents were asked to indicate the extent to which they agreed or disagreed with two statements relating to workplace culture. The results are presented in Figure 15.

Figure 15: Workplace culture
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The majority of parents in paid work feel that their workplace has a positive culture in respect to:

· part-time workers being viewed as equally committed to their jobs as full-time workers (69% agree with this)

· employees who take leave for family reasons having equal opportunities for job progression (70% agree with this).

Just under one in five disagree with each of these statements (18% and 17% respectively).

Opinion on whether part-time workers are seen as being just as committed to their jobs as full-time workers does not vary significantly by either demographic variables or number of hours worked.

However, a number of subgroup variations exist with regard to whether employees who take leave for family reasons are just as likely to get ahead in their jobs and careers. The following groups are more likely to agree with this statement:

· part-time workers (83% agree compared to 64% of full-time workers and 57% of parents who work 50 hours or more per week)

· women (79% cf 58% of men)

· those employed in education and health and community services (80% and 81% respectively)

· sole parents (79% agree).

6. Spillover – work to home

This chapter examines how paid work affects family life.

6.1 Positive spillover

Figure 16 examines the degree to which parents in paid work experience various types of positive spillover from work to home. Respondents were asked to indicate the extent to which they agreed or disagreed with each statement.

Figure 16: Positive spillover – work to home
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Parents in paid work most commonly report that job satisfaction results in an improved quality of home life (89% agree with this statement).

Recognition of the values that children learn because of their parents’ paid work is also quite widely prevalent (74% agree with this).

Other positive spillover effects from work to home are less commonly experienced – 55% agree that working makes them a better parent, and 44% report that work helps them deal with personal and practical issues at home.

To assess statistical variations between key subgroups in the number of spillover effects experienced, an ANOVA
 was undertaken. The results of this are given in the commentary. To understand how many effects, of those measured, are experienced and how this varies between subgroups, cumulative data are presented in graph form.

6.1.1 Variations by ethnicity

Figure 17 summarises the number of positive spillover effects from work to home that parents of each ethnic group experience. This graph shows the percentage of parents who experience at least a certain number of spillover effects and involves cumulative data. For example, 72% of Māori parents experience five or more positive spillover effects compared to only 58% of NZ European parents.

Figure 17: Positive spillover – work to home
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The ANOVA indicates that Māori families experience (or at least recognise) significantly more positive spillover effects from work to home (M=5.58, SD=1.84) than NZ European parents (M=4.92, SD=1.99). The above chart supports this finding. 

Māori parents (n=76) are especially more likely to experience the following positive spillover effects from work to home:

· their children have learned some good values because of their work (63% agree strongly with this statement compared to 43% among all parents in paid work)

· their children can get holiday jobs, use a computer, get gifts or gain other benefits through their work (32% agree strongly cf 20% among all parents in paid work)

· their children’s relationships with their extended family are stronger because of the parent(s) being in paid work (29% agree strongly cf 17% among all parents in paid work)

· work makes it easier for the parent to be involved in activities and interests outside of the home (38% agree strongly cf 22% among all parents in paid work)

· through work, the parent has made friends who they and their family spend time with (43% agree strongly compared to 26% among all parents in paid work).

Among all ethnic groups, Pacific parents (n=95) most strongly feel that their children’s relationships with extended family are stronger because of paid work (65% agree that this occurs compared to 36% among all parents in paid work). In contrast, Pacific parents are less likely to agree that they experience a number of the other positive spillover effects. They are more likely to ‘neither agree nor disagree’ than other groups.

6.1.2 Variations by household type

Figure 18 maps the number of positive spillover effects from work to home experienced among different household types.

Figure 18: Positive spillover – work to home
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An ANOVA indicates that there is no significant difference in the mean number of spillover effects experienced between these household types. However, there are several variations in terms of specific types of positive spillover effects.

Sole parents more commonly believe that:

· the fact they are working makes them a better parent (64% agree cf 55% among all parents in paid work)

· their children’s relationships with their extended family are stronger because the parent is working (44% agree cf 36% among all parents in paid work).

Parents in paid work from households where the other partner is not in paid work are less likely to believe that:

· their children have learned some good values because of the parent’s work (65% agree cf 74% among all parents in paid work)

· their children can get holiday jobs, use a computer, get gifts or gain other benefits through their work (32% agree cf 41% among all parents in paid work).

These types of parents, however, are more likely to feel that they have made friends through work who they and their family spend time with (68% agree cf 56% among all parents in paid work).

6.1.3 Effect of job demands

Figure 19 maps the number of positive spillover effects from work to home experienced against the degree of job demands (number of hours worked on average per week).

Figure 19: Positive spillover – work to home

[image: image19.emf]0%

20%

40%

60%

80%

100%

Number of spillover effects

Under 10

100% 100% 90% 84% 70% 47% 28% 13% 8% 2%

10-19

100% 100% 96% 88% 79% 54% 39% 23% 8% 2%

20-29

100% 100% 98% 88% 79% 60% 42% 24% 13% 3%

30-39

100% 99% 98% 92% 76% 61% 43% 27% 10% 6%

40-49

100% 100% 97% 92% 77% 61% 42% 24% 11% 2%

50+

100% 99% 93% 85% 75% 59% 37% 23% 8% 1%

0+ 1+ 2+ 3+ 4+ 5+ 6+ 7+ 8+ 9+

Positive spillover – work to home

(number of hours worked)

Base:  Parents in paid work

Source: Q9b (items 1, 5, 6), Q9d (items 2-5), Q9e (items 4-6)


The following patterns are evident:

· parents working fewer hours are more likely to feel the benefit of a break away from children –  eg 71% of those working under 10 hours (n=46) experience this compared to 31% of those working 50 hours or more 

· parents in full-time paid work are more likely than those in part-time paid work to feel that they have made friends through work with whom they and their family spend time (61% of those in full-time paid work agree cf 43% of those in part-time paid work)

· parents working seven days a week (n=70) are less likely to feel that working makes them a better parent (41% agree cf 55% among all parents in paid work)

· parents in shift work with fixed hours (n=80) are less likely to feel that their children can get holiday jobs, use a computer, get gifts or gain other benefits through their work (27% agree cf 41% among all parents in paid work) or that their work makes it easier for them to be involved in activities and interests outside the home (32% agree cf 48% among all parents in paid work).

6.1.4 Perspectives of parents not in paid work

Parents not in paid work were asked to consider the positive spillover effects of their partner’s paid work on family life by indicating their agreement or disagreement with a series of statements. The results are presented in Figure 20.

Figure 20: Positive spillover – work to home
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There is broad agreement that not only does job satisfaction improve the quality of home life, but that a good day at work makes their partner a better companion at home (90% and 92% of respondents agree with these two statements, respectively).

In general, a higher proportion of parents not in paid work recognise the first five effects listed in the above graph as positive spillover than parents in paid work. (This finding holds true when the responses of parents not in paid work are compared with the responses of working parents from households where only one partner is in paid work.)

6.2 Negative spillover

Figures 21, 22 and 23 examine the degree to which parents in paid work experience various types of negative spillover from work to home.

To facilitate the collection of data illustrated in Figure 21, respondents were asked to indicate how often they had experienced these events in the past three months.

Figure 21: Negative spillover – work to home
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On at least a weekly basis, around one-half of parents in paid work (51%) feel too tired to pay attention to things at home. Around four in 10 parents in paid work are distracted by work worries or problems when they are at home (42%) and with their children (39%). Around one-third feel that their work schedule conflicts with their home life (35%) and that they are interrupted by work demands (29%).

Figures 22 and 23 display negative spillover effects from work to home for which respondents were asked to indicate the extent to which they agreed or disagreed that they applied to them.

Figure 22: Negative spillover – work to home
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Figure 23: Negative spillover – work to home (cont'd)
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The most common of these negative spillover effects relate to the impact of paid work on parenting. The majority of parents (61%) agree that they miss out on some of the rewarding aspects of being a parent because of work and, to a lesser extent, that they miss out on opportunities to be involved with their children’s schooling (51%).

Time pressures are also prominent, with just under half agreeing that work keeps them from spending time with their extended family (47%) and results in family time being less enjoyable and more pressured (48%).

Two of the more sensitive questions included in the survey relate to the impact of work on disciplining children when they misbehave. Just under half (46%) admit that their work stress results in them losing their temper or yelling at their children and 16% admit that work stress results in the greater use of physical discipline.

6.2.1 Variations by household type

Figure 24 maps the number of negative spillover effects from work to home experienced among the three household types.

Figure 24: Negative spillover – work to home
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An ANOVA confirms the pattern in Figure 24 whereby two-parent households with only one parent in paid work experience more negative spillover effects from work to home (M=7.76, SD=4.84) than dual-earner households (M=6.66, SD=4.77). This finding could be a function of the higher number of hours worked by parents in paid work from two-parent households where only one parent is in paid work.

As noted earlier in the report, parents in paid work from two-parent households with only one parent in paid work are less likely to be in part-time work. Furthermore, parents in full-time paid work from these types of household tend to work longer hours than full-time paid workers from both dual-earner households and sole parents in full-time paid work.

6.2.2 Effect of job demands

Figure 25 maps the number of negative spillover effects from work to home experienced by the number of hours worked per week.

Figure 25: Negative spillover – work to home
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Figure 25 illustrates that job demands have a marked impact on the extent to which parents experience negative spillover from work to home; there is a strong positive correlation between the number of hours worked and the number of negative spillover effects experienced.

Consistent with this, parents working six or seven days per week – and those working on the weekend – tend to experience more negative spillover effects than average. The following groups also tend to experience more negative spillover effects:

· those spending at least two nights per month away from home because of work

· those doing shift work with fixed hours (n=80).

6.2.3 Other demographic variations

Demographic groups that tend to experience a higher number of negative spillover effects from work to home than average are:

· parents aged 50–54 years (n=60)

· men (this reflects a higher average number of hours worked per week)

· professionals and plant and machine operators (the latter tend to work long hours).

6.2.4 Perspectives of parents not in paid work

Figures 26, 27 and 28 illustrate the perspectives of parents who are not in paid work (in terms of negative spillover effects from work to home).

Figure 26: Negative spillover – work to home
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Figure 27: Negative spillover – work to home
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Figure 28: Negative spillover – work to home
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For two-parent households with only one in paid work, the parents not in paid work generally view the impact of their partner’s paid work on family life the same way as those parents in paid work. A comparison of the responses of parents not in paid work with parents in paid work (from households where only one parent is in paid work) reveals no significant differences in their agreement with the above survey statements displayed in Figure 28. 

The relatively small sample size of parents not in paid work limits the amount of subgroup analysis possible. However, consistent with earlier findings, the number of hours that their partner works per week clearly has an impact on the degree of negative spillover from work to home experienced.

7. Quality of family life

This chapter examines parents’ perceptions of the quality of their family life and investigates the factors that most strongly affect these perceptions.

Using a scale of 1–5 where 1 is ‘not at all happy’ and 5 is ‘extremely happy’, all respondents were asked to indicate how happy they are with their family life. This was a particularly sensitive question to ask in a survey. To encourage respondents to be honest in their responses a numerical scale rather than a word scale was used. However, despite this, it is possible that some respondents were overly positive in their responses.

The results are presented in Figure 29 at a total sample level and for key subgroups of interest. 

Figure 29: Quality of family life
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The majority (79%) of parents consider the quality of their family life to be either a ‘4’ or ‘5’ out of ‘5’, indicating that they are either ‘happy’ or ‘extremely happy’. 

Sole parents are significantly less happy with the quality of their family life than other parents (59% rate their family life as either ‘happy’ or ‘extremely happy’).

Parents in households with pre-school children tend to be happier with their family life than parents in households with older children (84% and 76% respectively rate their family life as ‘happy’ or ‘extremely happy’).

The stresses of caring for those with special needs affect perceptions of a quality family life:

· only 27% of parents in a household where someone is caring for an elderly relative (n=59) who is unable to properly care for themselves are ‘extremely happy’ with their family life compared to 41% of all parents

· 66% of parents in a household where someone has a permanent disability or long-term illness rate their quality of life as ‘happy’ or ‘extremely happy’ compared to 79% of all parents.

The division of housework responsibilities between partners in two-parent households does not significantly affect perceptions of a quality family life. However, the division of childcare responsibilities does have a notable effect. Fifty-five percent of parents in households where responsibilities for caring for and raising children are undertaken equally are ‘extremely happy’ with their family life compared to 35% of parents in households where there is an unequal division of these responsibilities.

Perceptions of quality of family life do not vary significantly according to whether or not work/home-life preferences match people’s realities.

There is a strong positive association between job satisfaction and quality of family life. Fifty-seven percent of parents who are ‘very satisfied’ with their paid work are ‘extremely happy’ with their family life compared to 44% among those who are ‘satisfied’ with their job, 27% who are neither satisfied or dissatisfied and 23% who are dissatisfied to some degree with their job. 

8. Spillover – home to work

This chapter examines how the effect of family life flows on to affect paid work.

8.1 Positive spillover

Figures 30 and 31 examine the degree to which parents in paid work experience various types of positive spillover from home to work. Respondents were asked about the spillover effect in the context of the past three months (see Figure 30).

Figure 30: Positive spillover – home to work
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Around two-thirds (65%) feel that their home life helps them feel relaxed and ready for the next working day either ‘all’ or ‘most’ of the time.

Respondents were asked how much they agreed or disagreed that they experienced each of the spillover effects (see Figure 31).

Figure 31: Positive spillover – home to work
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The vast majority agree that a happy family life makes work more enjoyable (82%), improves job performance (83%), and encourages long-term commitment to a job (76%).

8.1.1 Ethnicity

Figure 32 maps the number of positive spillover effects from home to work experienced among the different ethnic groups.

Figure 32: Positive spillover – home to work
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An ANOVA shows that Pacific parents experience a higher mean number of positive spillover effects (M=3.31, SD=0.92) than NZ European parents (M=2.96, SD=1.04).

Further analysis indicates that:

· both Māori (n=76) and Pacific (n=95) parents are more likely to feel that their home life helps them relax and feel ready for the next working day ‘all of the time’ (35% and 36% respectively, compared to 24% among all parents in paid work)

· both Māori (n=76) and Pacific (n=95) parents are more likely to feel that, when they are happy with their family life, the time they spend working is more enjoyable (66% and 64% respectively, compared to 54% among all parents in paid work)

· Māori parents (n=76) are more likely to feel that the quality of their job performance improves when they are satisfied with their home life (73% agree strongly compared to 54% among all parents in paid work)

· Pacific parents (n=95) are more likely to feel that having a family makes them more committed to their work in the long term (89% agree with this compared to 76% among all parents in paid work).

Figure 33 maps the number of positive spillover effects from home to work experienced among the three household types.

Figure 33: Positive spillover – home to work
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An ANOVA shows that two-parent households where only one parent is in paid work experience a significantly higher mean number of positive spillover effects from home to work (M=3.23, SD=0.88) than sole parents (M=2.92, SD=1.03).

Analysis by specific types of positive spillover effects from home to work shows that:

· sole parents are notably less likely to feel that their home life helps them relax and feel ready for the next working day (14% say that this occurs ‘all of the time’ compared to 24% among all parents in paid work)

· parents from two-parent households where only one parent is in paid work are more likely to strongly agree that having a family makes them committed to their work in the long term (63% agree strongly compared to 52% among all parents in paid work).

8.1.2 Job demands

Figure 34 maps the number of positive spillover effects from home to work experienced by the number of hours worked per week. Those who work relatively longer hours tend to be more likely to experience positive spillover effects from home to work.

Figure 34: Positive spillover – home to work
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8.1.3 Other demographic variations

Men in paid work experience more positive spillover effects from home to work than women (Men: M=3.23, SD=0.91; Women: M=2.90, SD=1.07). Workers in agriculture, forestry and fishing (n=58) also tend to experience more positive spillover effects from home to work than average.

8.2 Negative spillover

Figure 35 examines the degree to which parents in paid work experience various types of negative spillover from home to work.

To facilitate the collection of data illustrated in Figure 35, respondents were asked to indicate how often they had experienced these things in the past three months.

Figure 35: Negative spillover – home to work
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Around four in 10 parents in paid work (44%) feel that at least sometimes their family responsibilities reduce the effort they can give to their work. Slightly fewer feel that at least sometimes demands from their home life make it difficult to concentrate on their work (39%).

Just over one-quarter (28%) feel that sometimes they are not as committed to their job as they would like to be because of their family responsibilities.

8.2.1 Demographic variations

Analysis shows that Pacific parents (n=95) are more likely to experience the following:

· demands from the home life make it difficult for them to concentrate on their work (15% say that this is the case ‘all’ or ‘most of the time’ compared to 5% among all parents in paid work)

· because of family responsibilities, they are not as committed to their work as they’d like to be (40% agree compared to 29% among all parents in paid work)

For respondents working 50 hours or more:

· only 19% of those working 50 hours or more agree that, because of family responsibilities, they are not as committed to their work as they would like to be – compared to 25% of full-time workers and 39% of part-time workers

9. Housework and childcare arrangements

This chapter begins with an analysis of the division of household responsibilities between parents. The remainder of the chapter looks at the types of arrangements that families use to manage the interface between family life and paid work life, and the factors (individual, social and environmental) which influence this. 

9.1 Division of housework and childcare responsibilities

Respondents in two-parent households were asked whether they or their partners do more of the housework (see Figure 36).

Note that the word “housework” was not defined in the questionnaire and therefore it was left to the interpretation of the respondent. Respondents may not have included in their perception of housework all unpaid work related to managing a household. There is a possibility that only tasks traditionally called housework (ie cooking, laundry, cleaning) were included but other tasks such as gardening, finances or car maintenance were excluded. Also the definition of housework may differ for different groups. This should be taken into consideration when interpreting the results of this section.

Figure 36: Allocation of housework responsibilities
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Both men and women agree that women do most of the housework regardless of ethnicity or the demands of paid work. Women in each of the ethnic groups do most of the housework. Due to small sample sizes, the reader should be cautious in making more detailed comparisons by ethnicity.

Women are more likely to feel that they do most of the housework than men will admit. Sixty-seven percent of men state that the woman does most of the housework and 75% of women state that they do most of the housework.

In households where both partners have equally demanding jobs, around two-thirds of women do most of the housework – 66% according to men and 63% according to women (this difference in the data is not statistically significantly at the 95% confidence level). Respondents in two-parent households were asked how much of the responsibilities for caring for and raising their children they and their partner undertake (see Figure 37).

Figure 37: Allocation of childcare responsibilities
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As with housework responsibilities, the onus of childcare responsibilities is largely placed on the woman. Women in each of the ethnic groups take greater responsibility for childcare functions. Again, due to small sample sizes, the reader should be cautious in making more detailed comparisons by ethnicity.

Women are more likely to feel that they undertake most of the childcare responsibilities than men suggest. Fifty-two percent of men state that the woman undertakes most of these responsibilities while 62% of women state that they largely take on these responsibilities.

In households where both partners have equally demanding jobs, sharing this responsibility is much more common (around half say the man and woman do ‘about the same’). Otherwise, the responsibility is still accepted by the woman – 44% of men say the woman does most of the childcare responsibilities and a similar proportion of women agree (45%).

9.2 Arrangements used

Respondents were read out a list of arrangements and asked to indicate which they use to help organise paid work and family life. The results are presented in Table 5 for the whole sample and for key subgroups of interest.

Table 5: Which arrangements are used to help organise paid work and family life
	%
	Total Sample (n=1128)
	Sole parent (n=169)
	Two-parent household – both working (n=676)
	Two-parent household – one working (n=283)
	Māori (n=84)
	Pacific (n=126)
	NZ European (n=817)
	‘Other’ (n=111)

	Childcare (formal or informal) – nett %
	81
	
	
	
	
	
	
	

	Childcare by another family member, neighbour or friend
	53
	56
	53
	52
	58
	33
	55
	50

	Childcare by the children’s grandparent
	49
	54
	50
	47
	51
	53
	51
	33

	The other parent of your children providing childcare while you are at work (sole parents only)*
	26
	26
	-
	-
	46
	9
	22
	27

	Formal childcare through a paid childcare worker or some type of childcare centre
	31
	32
	33
	27
	30
	29
	31
	32

	Paid work trade-off (nett %)
	64
	
	
	
	
	
	
	

	Only working at certain times – for instance when children are at school, or only working at night
	46
	56
	52
	25
	58
	45
	44
	41

	Work shorter hours, or work fewer days than if didn’t have children
	40
	44
	46
	23
	35
	20
	42
	38

	Other 
	
	
	
	
	
	
	
	

	Use a laptop computer, or have a cellphone, so can work and be available to the family and your children
	63
	62
	64
	62
	71
	43
	63
	64

	Conscious decision to work in a family-friendly workplace
	64
	64
	66
	60
	77
	54
	62
	72

	Support networks such as calling on friends and family for help with children or family
	62
	72
	62
	58
	75
	45
	61
	58

	Have an office or workspace set up at home
	47
	6
	52
	39
	55
	12
	49
	47

	Made choices about your family such as having your first child later in life or having a smaller family than you would have liked
	46
	37
	46
	51
	51
	43
	47
	38

	Older children taking on family responsibilities such as supervising younger siblings, preparing family meals, helping younger siblings with homework
	41
	44
	43
	34
	55
	59
	37
	34

	
	
	
	
	
	
	
	
	

	Cut back on time spent, or activities done, with children, and together as a family
	39
	41
	38
	42
	39
	49
	38
	44

	Sometimes having children at work – for example, before or after school, during school holidays, or your baby at work
	37
	40
	40
	29
	47
	18
	39
	26

	Remote parenting – nett %
	37
	
	
	
	
	
	
	

	Keeping in phone contact with children when they are home alone
	34
	48
	37
	21
	37
	60
	31
	37

	Getting a neighbour to check on children when they are home alone
	15
	18
	16
	11
	22
	32
	12
	15

	Partner has made a conscious decision not to work
	30
	-
	12
	77
	31
	13
	32
	26

	Leaving children at home or doing their own thing without adult supervision of any sort
	22
	38
	23
	15
	25
	35
	21
	14


Base: All respondents except *a childcare arrangement with the ‘other’ parent was asked of sole parents only.

Source: Q12a and 12b

9.2.1 Childcare – formal and informal

Of all families in the study’s population, 81 percent rely on some type of childcare arrangement. Informal arrangements are generally more common than formal paid arrangements:

· three-quarters (74%) use some form of informal arrangement – with another family member, neighbour or friend (53%) or the child’s grandparent (49%) – one-quarter (26%) of sole parents have a childcare arrangement with the other parent of their child

· just under one-third (31%) have a formal arrangement through a paid childcare worker or some type of childcare centre.

Predictably both formal and informal childcare is more common in households with younger children:

· 51% of households with children under 5, and 40% of households with children aged 5 to 8, rely on formal childcare

· 60% of households with children under 5, and 57% of households with children aged 5 to 8, benefit from a grandparent providing childcare

· 57% of households with children under 5, and 61% of households with children aged 5 to 8, benefit from another family member, neighbour or friend providing childcare.

9.2.2 Paid work trade-off

Forty-six percent of all parents responding to this survey have organised paid care and family life by only working at certain times – eg when children are at school or at night.

This arrangement is more common among:

· Māori (58%, n=84)

· women (56% compared to 33% of men)

· sole parents (56%)

· two-parent households where both parents are in paid work (52%).

Forty percent of these parents choose to work shorter hours or fewer days because of family responsibilities. This is more common among:

· women (49% compared to 29% of men)

· two-parent households where both parents are in paid work (46%)

· workers in the education sector (54%) and in personal and other services (67%, n=44).

9.2.3 Choosing not to work

Thirty percent of two-parent households have made a conscious decision for one parent not to undertake paid work to better manage the interface between paid work and family life.

Choosing not to work is notably more common among:

· higher socio-economic groups than lower socio-economic groups – eg 44% in group 1 (n=92) compared to 23% in group 6

· households with younger children (44% of households with children under 5)

Among two-parent households where only one parent is in paid work, 77% say there was a conscious decision for one parent not to be in paid work.

9.2.4 Use of technology

Nearly two-thirds (63%) of parents in this study use a laptop computer or have a cellphone so they can work and be available to their family.

Use of these technologies is particularly high among:

· higher socio-economic groups – eg 75% parents in the highest socio-economic level (n=92) compared to 57% in the lowest socio-economic level

· workers in the construction industry (80%, n=72), and property and business services (72%).

9.2.5 Workplace choice

Nearly two-thirds (64%) have made a conscious decision to work in a family-friendly workplace.

This type of decision is higher than average among:

· Māori (77%, n=84)

· women (70% cf 58% of men)

9.2.6 Support networks

Nearly two-thirds (62%) use support networks such as calling on friends and family for help with children or family.

The use of support networks is especially high among:

· Māori (75%, n=84)

· sole parents (72%)

9.2.7 Facilities to work from home

Around one-half (47%) have an office or workspace set up at home. This is particularly common among:

· higher socio-economic groups – eg 62% of parents in the highest socio-economic level (n=92) compared to 35% in the lowest socio-economic level

· workers in the agriculture, forestry and fishing industry (73%, n=69) and the construction industry (70%, n=72).

9.2.8 Family planning decisions

Just under half (46%) have made family planning choices such as having their first child later in life or having a smaller family than they would have liked.

These types of family planning decisions are particularly common among higher socio-economic groups (57% in the highest socio-economic level, n=92)

9.2.9 Older children taking on family responsibilities

In 41% of households, older children take on family responsibilities such as supervising younger siblings, preparing family meals, and helping younger siblings with homework.

This is particularly common among:

· Māori parents (55%, n=84)

· Pacific parents (59%)

· lower socio-economic groupings (30% of parents in the highest socio-economic levesl (groups 1 or 2) compared to 48% of those in the lowest socio-economic level (groups 5 and 6)

· households with older children (55% of households with children aged 9 to 13 and 73% of households with children aged 14 to 16).

9.2.10 Family trade-offs

Thirty-nine percent of parents cut back on time spent, or activities done, with their children and family because of work.

These types of family trade-offs are more common among workers in the finance and Insurance industry (51%, n=64), government administration and defence sector (63%, n=44) and workers in personal and other services (56%, n=44).

9.2.11 Workplace provisions

Over one-third sometimes have their children at work – eg before or after school, during school holidays (or their baby at work).

This is more common among workers in the agriculture, forestry and fishing industry (75%, n=69) and in education (52%).

9.2.12 Remote parenting

Around one-third (34%) of parents keep in phone contact with their children when they are home alone as a way of managing the interface between paid work and family life. Relatively few (15%) get a neighbour to check on their children when they are home alone.

Keeping phone contact with children when they are home alone is particularly high among:

· sole parents (48%)

· households with older children (44% of households with children aged 9 to 13 and 79% of households with children aged 14 to 16).

Getting a neighbour to check on children when they are home alone is higher than average (15%) among:

· Pacific parents (32%)

· households with older children (20% of households with children aged 9 to 13 and 31% of households with children aged 14 to 16).

9.2.13 Leaving children home alone

One in five (22%) leave their children (aged up to 16 years) at home alone or ‘doing their own thing’ without adult supervision. This was more commonly reported among: 

· sole parents (38%)

· households with older children (27% of households with children aged 9 to 13 and 57% of households with children aged 14 to 16). 

9.3 Arrangements when child is sick

Respondents were asked what they do when their children who go to crèche, pre-school or school are sick. The results are presented in Table 6.

Table 6: Arrangements when child is sick
	%
	Total Sample (n=1128)
	Sole parent (n=169)
	Two-parent household – both working (n=676)
	Two-parent household – one working (n=283)
	Māori (n=84)
	Pacific (n=126)
	NZ European (n=817)
	‘Other’ (n=111)

	I take time off work
	59
	59
	66
	23
	64
	62
	59
	53

	Partner takes time off work
	30
	5
	37
	14
	34
	28
	31
	26

	Extended family member looks after them
	21
	39
	21
	8
	19
	40
	22
	12

	Partner not in paid work looks after them
	10
	1
	2
	59
	3
	13
	11
	13

	Friend or neighbour looks after them
	5
	9
	4
	5
	3
	-
	5
	4

	Pay someone to look after them
	2
	2
	2
	-
	2
	1
	2
	1

	Child stays at home on their own
	4
	8
	4
	4
	7
	7
	4
	5

	Child goes to school/pre-school/crèche anyway
	1
	2
	1
	-
	-
	1
	1
	1

	I take child to work
	3
	6
	3
	-
	2
	1
	3
	1

	Partner takes child to work
	1
	-
	1
	-
	-
	-
	1
	1

	Work from home
	3
	2
	3
	1
	5
	-
	3
	-

	Partner works shifts
	1
	-
	1
	-
	-
	-
	1
	1

	I’m available in the day
	1
	-
	1
	-
	-
	2
	1
	2

	Come home/drop in to check on them
	1
	2
	1
	-
	-
	-
	1
	-

	Work together as a couple/share
	1
	-
	1
	2
	-
	-
	1
	-

	Rearrange/shuffle work schedule
	1
	-
	2
	-
	-
	-
	1
	4

	Older siblings care for them
	-
	2
	-
	-
	-
	-
	-
	-

	Take them to the doctor
	2
	3
	2
	1
	1
	1
	1
	5

	Other
	2
	4
	2
	-
	1
	1
	2
	5

	Don’t know
	1
	1
	-
	6
	-
	-
	1
	3

	Children don’t go to crèche/pre-school/school
	3
	-
	2
	7
	-
	1
	3
	3

	Children never/hardly ever sick
	1
	4
	1
	1
	3
	-
	1
	2


Base: All respondents in paid work 

Source: Q12c

Most commonly, the parent or their partner takes time off work (59% and 30% respectively). Predictably, this is less common in households where one parent is not in paid work.

Extended families provide support when a child is sick for one in five (21%) parents. This is particularly common among sole parents (39%) and Pacific families (32%).

The child staying home alone is more common in households with children aged 14 years and over (12%).

9.4 Perceived success of arrangements

Respondents were asked how well the arrangements they use work for their children and for themselves. The results are presented in Figures 38 and 39 at a total sample level and among key subgroups of interest.

Figure 38: Perceived success of arrangements for children
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The vast majority of parents feel that the arrangements they use work either ‘very well’ or ‘well’ for their children. There are no significant differences by household type or ethnicity. There is little difference in response by the types of arrangements parents use. The exception to this is parents who trade family time for work time. 

Only 37% of parents who cut back on the time they spend with the family for work rate the arrangements they use as working very well for their children (this compares to 51% among all parents). Women are more likely than men to feel that the arrangements they use to manage the interface between work and home work very well (55% cf 45%).

The following groups are more likely to feel that the arrangements they use to manage the interface between work and home are less effective for children (compared to other groups):

· parents doing shift work with fixed hours (n=98) – 13% rate the arrangements as working poorly compared to 4% among all parents

· parents from households where someone in the household also cares for an elderly relative who is unable to properly care for themselves (n=59) – 39% consider the arrangements to be working very well compared to 51% among all parents

· households with four or more children (11% consider the arrangements to be working poorly compared to 4% among all parents).

Figure 39: Perceived success of arrangements for parents

[image: image39.emf]Perceived success of arrangements for parents

Base: All respondents 

Source: Q12d

38

35

39

36

47

39

37

31

51

52

52

49

41

52

52

58

8

12

7

9

10

3

8

7

1

1

1

3

1

1

2

1

1

4

2

3

2

3

0% 20% 40% 60% 80% 100%

Total sample (n=1128)

Sole parent (n=169)

Two parent household - both working (n=676)

Two parent household - one working (n=283)

Mäori parents (n=84)

Pacific parents (n=126)

NZ European parents (n=817)

'Other' parents (n=111)

Very well Well Poorly Very poorly Don't know


Again, a large majority (89%) of parents feel that the arrangements they use work either ‘very well’ or ‘well’ for themselves. The perceived effectiveness of the arrangements in terms of working for the parents is somewhat lower than for the children (51% say the arrangements work very well for their children whereas only 38% say they work very well for themselves). 

The following groups are more likely to feel that the arrangements they use to manage the interface between work and home are effective for them and their partner (compared to other groups):

· households with children aged 14 to 16 (47% consider the arrangements to be working very well compared to 38% among all parents)

· part-time workers (46% say they work very well compared to 38% among all parents)

· trades workers (n=98) – 50% rate the arrangements as working very well.

The following groups are less likely to feel that the arrangements they use to manage the interface between work and home are effective for them and their partner (compared to other groups):

· parents from households where someone has a permanent disability (27% consider the arrangements to be working very well compared to 38% among all parents)

· parents from households where someone in the household also cares for an elderly relative who is unable to properly care for themselves (25% consider the arrangements to be working very well compared to 38% among all parents)

· households with four or more children (16% consider the arrangements to be working poorly compared to 8% among all parents)

· plant and machine operators (21% rate the arrangements as working poorly compared to 8% among all parents).

Appendix A: Detailed research questions

Information gained from the primary research with families will assist with meeting the information requirements of Objective 2 (high level research questions 1–7) and Objective 3 (high level research questions 1–10) of the study.
Objective 1: To review what is known from the literature (international and NZ) and available NZ data about the interface between family life and paid work life and its impact upon family life and children in order to provide a broad overview for contextual purposes.

1. What does the NZ literature and available NZ data tell us about the situation in NZ (including major trends and emerging issues) in relation to:

a. the nature of paid work (eg job tenure, job security, number of hours, non-standard work (Firkin, P et al, 2002) changing technology, labour force participation of parents, extent of multiple job holding)

b. family size and structure (eg family type, fertility, size of families)

c. family functioning (eg amount of time women and men spend with children, amount of time children spend in formal childcare)

d. the existence of policies, provisions and practices operated by government, employers, unions or other bodies to help women and men to manage the interface between family life and paid work life and the use
 that is made of such policies, provisions and practices.

2. What does the literature (international and NZ) and available NZ data tell us about the situation in NZ in relation to:

a. how the paid work life of women and men impacts on family life and the factors (individual, social and environmental) which influence this: this will include an investigation of the dynamic interaction of family life and paid work life, including the ways in which family life affects paid work life, which in turn has a further impact on family life

b. how the interface between family life and paid work life impacts on children, and the factors which influence this

c. how women and men go about managing the interface between family life and paid work life, and the factors (individual, social and environmental) which influence this

d. how effective existing policies, provisions and practices are in assisting and supporting women and men to manage the interface between family life and paid work life.

3. What are emerging issues and gaps in our knowledge about the interface between family life and paid work life and the way in which this interface impacts on children?

Objective 2: To increase the knowledge base about how the paid work life of women and men in NZ impacts on family life and children and the factors (individual, social and environmental) which influence this. This will include an investigation of the dynamic interaction of family life and paid work life, including the ways in which family life affects paid work life, which in turn has a further impact on family life.

Examining specifically:

· What are the work/home-life preferences held about family life, paid work life and how family life interfaces with paid work life? (Sources of information: women and men, children)
· What societal and cultural attitudes/expectations are believed to exist in relation to family life, paid work life and how family life interfaces with paid work life? (Sources of information: women and men, children, key respondents)
· What motivates women and men to undertake paid work? (Sources of information: women and men, children, key respondents)

· How does paid work life affect how women and men feel, both positively and negatively? (Sources of information: women and men, children, key respondents)
4.
Exploring the effects of specific aspects of paid work such as:

a. job demands

b. job quality

c. job satisfaction

d. support at work

e. focus

f. informal workplace dynamics

g. blurring of division between work and home (eg taking work home, answering work-related calls at home)

h. health and safety at work

i. work-related illness or incapacity (eg back problems, OOS)

j. availability of workplace provisions (eg flexitime, annual leave, sick leave, provision of childcare or all or part of the cost, holiday programmes, sick leave policy recognising dependants, parental leave, having children at work)

k. workplace culture

l. social clubs, workplace social events

m. other.

5.
How does this effect of paid work life on women and men then flow on to affecting family life and children, both positively and negatively? What influences this? (Sources of information: women and men, children, key respondents)
Examining the following areas specifically:

a. Impact on quality of relationships:

· quality of relationship between women/men and their children

· quality of relationship between women/men and their partner

· quality of relationship between children/immediate family and extended family

· quality of relationship between women/men and their ex-partner with whom they have children (where relevant).

b. Impact on amount and quality of time
 individuals spend with others in their family or have for themselves as individuals:

· amount and quality of time spent by women and men with their children

· amount and quality of time spent by women/men with their partner

· amount and quality of time spent by children/immediate family with extended family

· amount and quality of time women and men have for themselves as individuals.

c. Impact on children:

· children’s behaviour, outlook and feelings

· social activities of children (eg ability of children to interact with other children outside the immediate family, ability of children to participate in sports and other extra-curricular activities)

· the roles, responsibilities and opportunities of children (eg supervising younger siblings, learning how to prepare a meal for the family)

· opportunities for children associated with parental employment such as access to computers, new technology, holiday employment

· the values children learn (eg work ethic, value of money).

d. Impact on parenting tasks:

· support for children’s education (eg helping with homework, maintaining contact with school, attending parent–teacher interviews, participating in school events)

· boundary setting, establishment of ground rules and discipline

· monitoring and supervision of children’s activities 

· teaching values, setting standards, modelling behaviours

· support and guidance (eg talking with children about problems they face, offering help and guidance).

e. Impact on family functioning:

· family activities (eg family rituals, family traditions, family meals, family time, family routines)

· engagement of members of the family in cultural activities and obligations

· active engagement of women and men in the wider community

· practical family household processes (eg getting the housework, cleaning and shopping done)

· capacity to care for sick, disabled or otherwise dependent family members

· what happens when there is a bereavement in a family or a crisis (including management of additional temporary/permanent family responsibilities due to the bereavement or crisis).

6. How does family life affect how women and men feel, both positively and negatively? (Sources of information: women and men, children, key respondents)
Exploring the effect of specific aspects of family life such as:

a. quality of family life

b. quality of parent–child relationships

c. satisfaction with family life

d. family support networks

e. quality of parental relationships

f. blurring of division between home and paid work (eg answering family related calls at work)

g. other.

7. How does this effect of family life on women and men then flow on to affecting their paid work life, both positively and negatively? What influences this? (Sources of information: women and men, children, key respondents)
Examining the following areas specifically:

a. ability to focus and concentrate on paid work

b. satisfaction with paid work life

c. quality of workplace relationships

d. participation in informal workplace activities

e. job commitment

f. career progression or career aspirations

g. other.

Objective 3: To increase the knowledge base about how NZ women and men manage the interface between family life and paid work life, and the factors (individual, social and environmental) which influence this. And to identify specific policies, provisions and practices which assist and support positive management of the interface between family life and paid work life in ways that are likely to benefit children.

Examining specifically:

1. What arrangements do women and men use in order to manage the interface between family life and paid work life (basic pattern and changes to the basic pattern when circumstances require it or in an emergency eg sick child)? What influences this? Are there arrangements which women and men could use but do not? What influences this? (Sources of information: women and men, children, key respondents)
Examining the following areas specifically:

a. workplace provisions (eg flexitime, annual leave, sick leave, provision of childcare or all or part of the cost, holiday programmes, sick leave policy recognising dependants, parental leave, having children at work)
, 

b. paid work trade-offs (eg taking lower-paid work, part-time work, less seniority, less stressful paid work, working fewer paid work hours, doing night work)

c. restrictions on availability for work during certain times of the day

d. use of technology (eg laptops, cell phones, home-based ‘teleworking’)

e. childcare (formal and informal)

f. support networks

g. buying or bartering of services to support the household and family life (eg housework, informal childcare, buying takeaways)

h. remote parenting (eg being in phone contact with children alone at home or getting a neighbour to check on children)

i. leaving children at home or ‘at large’ (for specified or unspecified lengths of time) without adult or parental supervision of any sort

j. older children taking on parental and family responsibilities (eg supervising younger siblings, preparing family meals, helping younger siblings with homework)

k. developing a schedule to manage family responsibilities (eg sitting down with partner on a Sunday and plotting out who will look after what during the following week)

l. deciding to have first child later in life, having a smaller/larger time spacing between children and/or having a smaller family than they would have wished

m. family trade-offs (eg not seeing the children, not doing things as a family)

n. other.

2. Are there particular types of arrangements which are regarded as highly useful/successful? And if so, why? Are there particular types of arrangements which are regarded as not useful/unsuccessful? And if so, why? (Sources of information: women and men, children)
3. What strategies do women and men use to help increase positive spillover and reduce negative spillover from work to home and from home to work? (Sources of information: women and men, children, key respondents)
4. How have the current arrangements for managing the interface between family life and paid work life evolved, and how were they negotiated/decided upon by women and men (as individuals, as part of a couple, as a family)? What influences this? (Sources of information: women and men, children)
Examining the following areas specifically:

a. gender roles

b. employment status

c. industry, occupation

d. labour force status

e. age of children and number of children

f. income (individual and household)

g. enjoyment/satisfaction with parenting and family life

h. enjoyment/satisfaction with paid work life

i. marital/partnership satisfaction

j. access to support

k. availability of workplace provisions

l. workplace culture

m. availability of information on what choices are available

n. personally held beliefs, values and aspirations in relation to parenting, family life, and paid work life

o. beliefs, values promoted in the wider community through mass media (eg advertising), religion, culture

p. other.

5. How fixed/stable have arrangements for managing the interface between family life and paid work life been? What influences this? (Sources of information: women and men)
6. What choices do men and women consider that they have in terms of managing the interface between family life and paid work life (as individuals, as a couple, within family as a whole, within workplace situation)? What influences this? (Sources of information: women and men, children)
7. How well do men, women and their children believe that the arrangements which have been made in their particular family for managing the interface between family life and paid work life work for:

a. the children in the family

b. the parents in the family as individuals

c. the parents in the family as a couple (where appropriate)

d. the family as a whole (family relationships)

e. the workplaces of the parents in the family?

(Sources of information: women and men, children)

8. How can the interface between family life and paid work life be managed in ways that benefit children and what enables
 some families to be more successful at this than others? (Sources of information: women and men, children, key respondents)
9. What would make a difference in enabling women and men to manage the interface between family life and paid work life in ways that are likely to benefit children?
 And why? (Sources of information: women and men, children, key respondents, employers, staff in businesses/organisations with or without children)
10. What would make a difference in enabling men and women to increase positive spillover
 and reduce negative spillover from work to home and from home to work? And why? (Sources of information: women and men, children, key respondents, employers, staff in businesses/organisations with or without children)
11. (If phase 3 is undertaken) What policies, provisions or practices are in operation in businesses/organisations involved in the study which are intended to assist and support positive management of the interface between family life and paid work life?
 (Sources of information: employers, staff in businesses/organisations with or without children)
12. (If phase 3 is undertaken) How does workplace culture and extent of managerial discretion affect the operation of policies, provisions or practices intended to assist and support positive management of the interface between family life and paid work life? (Sources of information: employers, staff in businesses/organisations with or without children, key respondents)
13. (If phase 3 is undertaken) What are perceived to be the reasons why employees, or particular groups of employees, access or do not access policies, provisions or practices in their organisation which are intended to assist and support positive management of the interface between family life and paid work life? (Sources of information: employers, women and men, key respondents, staff in businesses/organisations with or without children)
14. (If phase 3 is undertaken) How does the provision of policies, provisions or practices intended to assist and support positive management of the interface between family life and paid work life affect employees without children? (Sources of information: employers, staff in businesses/organisations with or without children, key respondents)
15. (If phase 3 is undertaken) What benefits and disadvantages do businesses/organisations involved in the study report for their business/organisation of providing policies, provisions or practices which are intended to assist and support positive management of the interface between family life and paid work life? (Sources of information: employers, staff in businesses/organisations with or without children, key respondents)
16. (If phase 3 is undertaken) What are the reported barriers to businesses/organisations of providing policies, provisions or practices which assist and support positive management of the interface between family life and paid work life? (Sources of information: employers, staff in businesses/organisations with or without children, key respondents)
17. (If phase 3 is undertaken) How might it be possible to encourage or assist the provision by employers of policies, provisions or practices which assist and support positive management of the interface between family life and paid work life in ways that are likely to benefit children (for example, through incentives)? (Sources of information: employers, staff in businesses/organisations with or without children, key respondents)
Appendix B: Weighting methodology

This survey has a complex sample design, including a booster sample of Pacific people, which needed to be adjusted for in the weighting process. The survey population was all people in NZ living in private households with telephones who:

· were between the ages of 20 and 54

· had at least one child aged 16 or less who lived with them

· are in paid employment, or live with a partner in paid employment who is also a parent (or acting in a parental role) of the child or children living with them.

The first stage of sampling for the main sample was the selection of a stratified sample of telephone numbers using a random digit dialling system, where the strata were determined by urbanisation and region. In the second stage, the eligible person with the last birthday within each household reached was selected as the respondent from that household (if anyone was eligible).

The booster sample interviews were conducted face-to-face, in Area Units that were randomly selected with replacement with probability proportion to the number of Pacific people in the Area Unit (or Māori people for the Māori booster), from those Area Units containing at least 20% Pacific people (or Māori people for the Māori booster). Ten booster interviews were completed in each Area Unit selected.

Initial survey weights (or inverse probability weights) were calculated in a corresponding way. For each respondent i, a calculation was made of the chance that their household would be selected and interviewed in the main sample as p1i=n1h/Nh, where n1h is the number of interviews conducted for the main sample in stratum h, and Nh is the estimated total number of eligible households with telephones in stratum h. (Note that this does not adjust for the larger chance that households with multiple phone numbers have of being selected, and so assumes that these households are similar to other households on average.) 

For each Pacific booster interview, a calculation was made of the probability that its household i would be selected and interviewed in the Pacific booster sample as p2i=s2it2i, where s2i=r2i/u2i, t2i=v2iw2i/W2, u2i is the estimated number of households in the current Area Unit that contain a Pacific person eligible for the Pacific booster sample, r2i is the number of Pacific booster interviews achieved in that Area Unit (usually 10), v2i is the number of Area Units selected for the Pacific booster sample, w2i is the number of Pacific people in the current Area Unit and W2 is the total number of Pacific people in all Area Units containing at least 20% Pacific people. For the Māori booster interviews, ‘Māori’ was substituted for ‘Pacific’ in the above definition of p2i. 

For the main sample interviews, a calculation was made of the probability that their household i in stratum h would be selected and interviewed in each booster sample as p2i=r2h*/u2h* where r2h* is the number of booster interviews achieved in stratum h, and u2h* is the total number of households eligible for the booster sample (call this U2) multiplied by the proportion q2h living in stratum h of all Pacific/Māori people that live in Area Units containing at least 20% Pacific/Māori people. (If r2h*=0, set p2i=0.)

Before the above probabilities could be calculated, values for Nh, u2h*, u2i, v2i, w2i and W2 were obtained. The number of eligible households in each Area Unit was estimated by:

· calculating the proportion q of single family households with phones that are eligible for the survey

· multiplying the number of two-family households with phones by 1-(1-q)2 to estimate the number of eligible two-family households

· multiplying the number of three-or-more-family households with phones by 1-(1-q)3 to estimate the number of eligible three-family households within that Area Unit, and adding the latter two estimates to the number of eligible single-family households in that area unit. 

For the Area Units selected for the booster samples, the relative increase from adding the multi-family households was calculated, and this relative increase was applied to the number of single-family households that were eligible for the booster sample to give u2i. 

Using the linkage between Statistics NZ's Area Units and the strata used, 2001 Census figures for the number of eligible households with telephones by area unit were aggregated to give the total Nh for each stratum. A similar process gave q2h and U2. The other values were calculated directly from sample data or from Census figures obtained from Statistics NZ.

A calculation was then made of the number of eligible people in household i for both the main sample and the Pacific booster sample; m1i and m2i respectively. (Although Māori people were eligible for a small proportion of booster interviews, the number of people eligible for the booster sample included only Pacific people unless the interview was one of the 10 conducted with Māori; in this case, the number eligible included only Māori.) The probability of selection was then calculated as pi=p1i/m1i if m2i=0 or as pi=p1i/m1i+p2i/m2i if m2i>0 and they were in the booster sample, and the initial weight calculated as wi=1/pi. 

This calculation ignores the small chance that some of the Māori booster interviews may have been with people who were also of Pacific ethnicity. Given the small number of Māori booster interviews, this should not make any practical difference to the results. It also assumes that any trends in response rate over strata are not dissimilar between the main sample and the booster samples.

Incomplete post-stratification (also known as rim weighting) was then used to adjust the initial weights to align the weighted sample with known population figures. 

Although we could have controlled for every combination of sex, ethnicity, labour force status and stratum, this was not possible or desirable with a sample of this size, because each combination that is controlled should have a sample size of at least 10 (and preferably more than 20). A more realistic scheme was to control each combination of the following sets of variables:

· sex by labour force status

· sex by ethnicity (for each of the Māori, Pacific and Non-Māori/Non-Pacific codes)

· ethnicity by stratum (although strata may need to be collapsed further to allow this) 

· sex by stratum.

The 2001 Census figures for the eligible population broken down by Area Unit and the relevant combinations of sex, labour force status and (unprioritised) ethnicity were aggregated across area units to get stratum totals.

The achieved sample size for each of the above combinations was calculated, and note made of whether adequate sample sizes were achieved to control for them all. If not, further collapsing of codes was undertaken. Once suitable combinations had been confirmed, rim weighting was carried out. The weighted total for each controlled combination was checked to ensure it matched the desired target, and that the weights were not too variable. (Usually the maximum weight should be less than 10 times the minimum weight, and the coefficient of variation of the weights should be less than 70%.)

Appendix C: Calls analysis

Telephone survey 

The response rate for this survey is 31%. The response rate is calculated as follows:

Response rate = 
[image: image40.wmf]y

x


where
x =
number of achieved interviews

y =
number of eligible households contacted and attempted to be contacted in the universe, who qualify for inclusion.

The response data for this survey are as follows:

	Non-household numbers
	

	Business number
	209

	Number unobtainable/disconnected
	1926

	
	

	Household numbers
	

	Appointments made but not kept by respondent
	276

	Engaged
	30

	No reply after call-backs
	739

	No answer 
	547

	Refusal
	5051

	Household does not qualify
	4568

	Not available ever/language difficulties
	279

	Complete interviews
	1022

	Total household numbers
	12512


The estimated proportion of eligible households in the population of interest is 26%. Thus we estimate 3253 of the households contacted were eligible for the survey. Thus the response rate is calculated as:

Response rate = 
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 = 
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1022

 = 31%

Face-to-face ‘booster’ interviews

Call data for the face-to-face booster surveys with Māori and Pacific parents are provided below.

	Contact refusal
	80

	Interview refusal
	288

	Respondent unavailable/not at home/no answer
	472

	Language difficulties
	14

	Did not answer knock/did not knock due to danger
	139

	Household did not qualify
	1235

	Completed interviews
	122

	Total
	2350


The estimated proportion of households that would have been eligible for the ‘booster’ surveys is 25%.

Thus we estimate 588 of the 2350 households would have been eligible for the booster survey. Thus the response rate is calculated as:

Response rate = 

 = 
[image: image43.wmf]588

122

 = 21%

Appendix D: Details of tests of ANOVA

All analyses were conducted using SAS®8.02 except for the Games and Howell multiple comparison procedure (at the time of writing there is no test available for pairwise comparisons for one-way ANOVA when variances in groups are not equal).
Two-sample t-tests are conducted on variables containing only two groups (for example, the differences in spillover effects between those whose work/home-life preferences match their current realities versus those whose don’t (for any reason).

For variables containing more than two groups (for example, the variable ‘Ethnicity’  has four subgroups: Māori, Pacific, NZ European and Others), the following procedure is used:

Step 1: ANOVA
The Analysis of Variance (ANOVA) is a single overall test that looks at all of the groups at once, and reports whether there is evidence that at least two of the groups’ means differ. ANOVA compares the data variation within the individual groups to the variation between the groups.

Step 2: Checking ANOVA assumptions
All formal statistical tests make some assumptions about the data. If the assumptions are false, the results of the analysis may be meaningless. The ANOVA assumptions are:

· Independence
-
The independence assumption is based on the way data are collected, the use of random probability sampling ensured that the assumption is met. 

· Normality

-
Assuming each sample has a Normal distribution. ANOVA is robust to non-Normality, especially with large sample sizes as in this study. 

· Equal Variance

-
This assumption was tested using Levene’s test. ANOVA is reasonably sensitive to differences in variances when there are equal numbers in each sample, but ANOVA may be invalid if the sample sizes are unequal.  

Step 3: Alternative to ANOVA when violating the Equal Variance assumption

The Kruskal-Wallis Test (a nonparametric analogue to ANOVA) is used. The advantage of this test is that the only assumption required is ‘independent observations’ – meaning that there should be no relationship between the survey respondents, which is the case. The downside is the potential decrease in the number of significant differences detected (lower power).

In this study, the equal variance assumption was violated when comparing the average negative spillovers from work to home between the five working-hour groups (Levene’s test: F=3.12, p=0.0084). Kruskal-Wallis was conducted (Χ2(df=5)=106.99, p<0.0001) indicating a significant overall difference.
Step 4: Pairwise Multiple Comparisons

Multiple comparison methods are used to investigate differences between pairs of group means. They are conducted only when ANOVA is significant (at the 95% confidence level), in other words, only when there is evidence of overall difference will individual pairwise comparisons be made.

Multiple comparisons following a significant ANOVA

The Tukey’s Honestly Significant Difference (HSD) test has been shown analytically to be the optimal procedure. However, the one problem with the Tukey test is that it requires a interfaced design (ie equal group sizes) which is not the case for this data set. Therefore, the Tukey-Kramer Test (a modification of the Tukey test for uninterfaced designs) is used in this study. It has been confirmed analytically that, for uninterfaced designs, this procedure has the greatest power compared to other common multiple comparison methods. 

Multiple comparisons following a significant Kruskal-Wallis

In general, Tukey-Kramer’s multiple comparison procedure will be robust in those situations when the ANOVA assumptions are met, but will be subject to the same potential problems when ANOVA assumptions are violated (eg unequal variances, particularly when the sample sizes are different because it relies on a pooled estimate for the variance based on the assumption that the sample variances are equal). In this case, the Gomes and Howell multiple comparison procedure is used instead of Tukey-Kramer.
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� ‘Practices’ includes workplace culture for the purposes of this study.


� These included:


questions developed by Hakim (2002) to identify work/home-life preferences and social attitudes


questions from the Household, Income and Labour Dynamics in Australia Survey (HILDA) – Wave 1 – Self Completion Questionnaire, ie:


Part D: attitudes and values


Part E: your job and the place where you work


Part F: parenting


questions developed by Gryzywacz and Marks (2000) to examine positive and negative spillover between paid work life and family life


questions used in the doctoral work by Suzanne Higgins (work in progress) which examines aspects of paid work life, aspects of family life, and positive and negative spillover between paid work life and family life.


� 5% of Mäori identified their ethnicity as both Mäori and NZ European.


� 1% of New Zealand Europeans identified their ethnicity as both NZ European and Mäori.


� Throughout this report, subgroup analyses have been reported where there are statistically significant differences at the 95% confidence level. In comparing proportions between samples, a z-test has been used to determine statistical significance. The notation is: z=(p1-p2)/sqrt((p1*(1-p1)/n1)+(p2*(1-p2)/n2)) where n1/n2 are the sample sizes and p1/p2 are the proportions we are comparing. The resulting z-value is compared to the Normal (0,1) distribution.





� Note: the term “housework” was not defined.


� Note, the response scale used for the events in Figure 10 was different to that used for Figure 11.


� A detailed explanation of the statistical tests undertaken is provided in Appendix D.


� Full-time work is defined as 30 hours or more per week. 88% of parents in full-time paid work – from two-parent households where one parent is in paid work – work 40 hours or more per week. This compares to 55% of parents in full-time paid work from households where both parents are in paid work and 56% of sole parents in full-time paid work. 


� Including an identification of entitlement and access.


� Including number of jobs, number of hours worked per week, number of days worked per week including overtime, work location, work schedule, overnight travel, taking work home, job pressure.


� Including job autonomy, learning opportunities, job challenge, meaningful work, level of pay.


� Including supervisor support, co-worker support, culture support.


� Including multitasking, interruptions, difficultly in focusing on work.


� This will include the way in which the time is spent and an identification of the elements of quality time (eg unrushed, focused, non-stressful).


� What workplace provisions are currently available? What is the take-up of workplace provisions by staff with children? How do workplace provisions assist women and men to manage family life and paid work life responsibilities? To what extent are workplace provisions perceived to make a difference? What barriers exist to the take-up of workplace provisions by staff? How does ineligibility for workplace provisions impact on families? What would improve uptake of workplace provisions?


� Whether a provision is statutory or non statutory will be taken into consideration in the analysis of data.


� What formal and informal childcare is currently available and how accessible is it (including cost, physical location)? What is the take-up of formal and informal childcare (including information about usage eg age of child entering care, amount of time in childcare etc)? What are the barriers to take-up of formal and informal childcare? How does formal and informal childcare assist women and men to manage family life and paid work life responsibilities? To what extent is formal and informal childcare perceived to make a difference to managing family life and paid work life responsibilities? And are there different levels of help with family life – paid work life interface gained from formal and informal childcare? What concerns do women and men have about the use of formal and informal childcare (eg perceived burden of reciprocal obligations of informal arrangements, perceived impacts on children)? To what extent do women and men prefer to make their own childcare arrangements instead of using workplace provided childcare (when available) and why?


� Who? For what kinds of help? Frequency of use? Are there reciprocal obligations?


� Including attitudes and processes.


� Including, for example, how employers could assist/support women and men to manage practical family responsibilities when something happens at work which requires a worker at short notice to, for example, stay longer at work or travel out of town.


� Including, for example, how employers could assist/support women and men to ‘debrief’ after a ‘bad day’ at work before they go home.


� Whether a provision is statutory or non statutory will be taken into consideration in the analysis of data.
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