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11

1.2

1.3

Preamble

The Public Opinion Programme (POP) was established in June 1991 to collect and study
public opinion on topics which could be of interest to academics, journalists, policy-makers,
and the general public. POP was at first under the Social Sciences Research Centre, a unit
under the Faculty of Social Sciences of the University of Hong Kong, it was transferred to
the Journalism and Media Studies Centre in the University of Hong Kong in May 2000. In
January 2002, it was transferred back to the Faculty of Social Sciences in the University of
Hong Kong. Since its establishment, POP has been providing quality survey services to a
wide range of public and private organizations, on condition that they allow the POP Team
to design and conduct the research independently, and to bear the final responsibilities. POP
also insists that the data collected should be open for public consumption in the long run.

In March 2006, the Community Business Limited commissioned POP for the first time to
conduct a public opinion poll entitled “Work Life Balance Survey of the Hong Kong
Working Population 2006”. The primary objective of the survey was to gauge the current
status of Hong Kong people’s work and personal life, their satisfaction of work-life balance
as well as their expectation of a balanced life. The survey was repeated every year in 2007,
2008, 2009, 2010 and 2011 to track changes in the local working population over time, yet
with slight modifications on the questionnaire design year after year. In June 2012, the
Community Business Limited again commissioned POP, for the seventh time, to conduct
this “Work Life Balance Survey” to serve exactly the same purpose, also to gauge the
working people’s opinion and sentiment under the current economic situation in Hong
Kong.

The research instrument used in this study was designed entirely by the POP Team after
consulting Community Business Limited, and part of the questions were repeated from
previous surveys for direct comparison while other topics were newly added to cater for the
latest developments in work-life balance. Fieldwork operations and data analysis were also
conducted independently by the POP Team, without interference from any outside party. In
other words, POP was given full autonomy to design and conduct the survey, and POP
would take full responsibility for all the findings reported herewith.
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2.1

2.2

2.3

2.4

Research Design

This was a random telephone survey conducted by telephone interviewers under close
supervision. To minimize sampling bias, telephone numbers were first drawn randomly from
the residential telephone directories as “seed numbers”, from which another set of numbers
was generated using the “plus/minus one/two” method, in order to capture the unlisted
numbers. Duplicated numbers were then filtered, and the remaining numbers were mixed in
random order to produce the final telephone sample.

The target population of this survey was full time workers of age 15 or above who spoke
Cantonese, English or Mandarin, and “full time workers” was defined as those who
worked at least 5 days a week, or total working time not less than 40 hours a week. When
telephone contact was successfully established with a target household, one person of age 15
or above currently working full time was selected. If more than one subject had been
available, selection was made using the “next birthday rule” which selected the person who
had his/her birthday next.

Telephone interviews were conducted during the period of 3 to 19 August, 2012. A total of
1,002 full time workers of age 15 or above were successfully interviewed. The proportion
between white collars and blue collars in this sample was around 77:23 (771 and 224 cases
respectively), which was a natural distribution. Had the number of white collar subjects
fallen significantly below the expected level, i.e. at least 60%, a booster sampling method
would have been used at the final stage of the fieldwork to achieve a minimum quota of 600
cases. This standby procedure was not triggered. As shown from the calculation in Appendix
1, the overall effective response rate of this survey was 69.8% (Table 1), and the standard
sampling error for percentages based on this sample was less than 1.6 percentage points. In
other words, the sampling error for all percentages using the total sample was less than
plus/minus 3.2 percentage points at 95% confidence level.

As shown in Table 2 of Appendix 1, among the 20,545 telephone numbers sampled for the
survey, 9,001 were confirmed to be ineligible, among them 723 were fax or data lines, 6,510
were invalid telephone numbers, 165 were call-forwarding numbers, while another 596 were
non-residential numbers. Besides, 45 of them were invalidated due to special technological
reasons, while 962 cases were voided because target respondents were unavailable at the
numbers provided.
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2.5

2.6

2.7

2.8

Meanwhile, a total of 6,088 telephone numbers were invalidated before the research team
could confirm their eligibility. Among them 493 were busy lines and 4,453 were no-answer
calls after making a maximum of 5 times' recalls. 201 cases were diverted to answering
devices while another 67 were blocked. Moreover, 117 cases were treated as unsuccessful
because of language problems, while 743 interviews were terminated before the screening
question and 14 cases were voided for other problems.

On the other hand, 4,454 cases failed to complete the interview. Among them 20 rejected the
interview immediately after their eligibility was confirmed, 4,350 were unfinished cases
with appointment dates beyond the end of fieldwork period. Besides, 26 cases were
incomplete due to unexpected termination of interviews, 58 were classified as miscellaneous
due to other non-contact problems, and the remaining 1,002 were successful cases (Table 2).

Statistical tests of “difference-of-proportions” and “difference-of-means” have been applied
whenever applicable, in order to check for significant differences between groups. Figures
marked with double asterisks (**) indicated that the variation has been tested to be
statistically significant at p<0.01 level, whereas those with single asterisk (*) denoted
statistical significance at p<0.05 level.

Descriptions of findings marked with a spike () are subject to a sub-sample size less than
30, which is very small. It should be noted that the smaller the sample size, the larger the
sampling error. Hence, such findings should be treated as rough reference only.
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I11.  Research Findings

The questionnaire of this year’s survey comprised 10 opinion questions on the respondents’
self-assessed degree of work-life balance, their most desired and currently provided work-life
balance initiatives as well as the impact of using technology for work, ended by mapping some
standard demographics of the respondents. The key findings are summarized in this section, while
all frequency tables referred to in this section can be found in Appendix 2.

(A) Self-assessed Degree of Work-life Balance

3.1 By use of a rating scale of 0-10, the survey measured, right at the beginning, how far the
respondents thought they had achieved in terms of an ideal work-life balance . The higher
the score, the closer they were to their ideal situation. Of the total sample, only 1% each
gave “0 mark” and “1-2 marks”, 6% gave “3-4 marks” while more than a quarter (28%)
opted for the middle ground “5 marks”. Meanwhile, more than half of the sample (56%)
chose “6-9 marks” whereas 3% claimed they had already achieved the ideal balance by
giving “10 marks”. Excluding those who said “don’t know / hard to say”, the mean score
obtained in this year was 6.0 marks, which was slightly lower than the record high of 6.2
marks registered in 2011 but it had been fluctuating within narrow margin over the past 7
years (Table 3 and Figure 1).

Figure 1. Degree to Which Respondents HHave Achieved Their Ideal Work-life Balance

2012 mean: 6.0 marks
2011 mean: 6.2 marks
2010 mean: 5.7 marks
2009 mean: 5.7 marks
2008 mean: 5.7 marks
2007 mean: 5.6 marks
2006 mean: 5.7 marks

Mark

) 42.5%

m2012
2012 base: 1,001 2011

2011 base: 1,001 2010
10 2010 base: 1,009

2009 base: 1,013 2009

2008 base: 1,010 B 2008

2007 base: 1,012 B2007

Don't know / hard to say 2006 base: 1,516

m2006

0% 5% 10% 15% 20% 25% 30% 35% 40% 45%
Percentage
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(B) Current Work-life Initiatives Provided and Usage

3.2 Another question repeated from the 2010 survey was adopted to gauge what work-life
initiatives the local companies had offered to their staff. Results revealed that, among the 10
prompted initiatives, “career breaks / unpaid personal leave / part-paid personal leave /
sabbaticals” (35%) topped the list with more than one-third of respondents entitled to this
benefit at the time of interview, closely followed by “job-sharing” (30%). Then, “extra paid
leave” (27%), “work support services” (27%), and “flexible working time” (25%) formed
the next tier with percentages ranging from 25% to 27%. Other work-life measures currently
available included “option to work remotely / at home sometimes”, “paternity leave”, “free
sports facilities or gym membership”, “extended maternity leave” and “onsite creche
facilities / child care” with corresponding percentages of 19%, 14%, 12%, 9% and 2%. In
the meantime, close to a quarter of the sample said their company provided “none” of these

work-life initiatives (24%, Table 4 and Figure 2).

Figure 2. Work-life Initiatives Provided by Respondents' Companies

Career breals / Unpaid personal leave / Part-paid
personal leave / sabbaticals

Job-sharing

Extra paid leave (additional to the paid annual leave
mentioned in the contract)
Work support services (e.g. employee counseling
scheme, stress management training)

Flexable woiking time

Option to work remotely / at home sometimes
Paternity leave

Free sports facilities or gym membership
xtended maternity leave (beyond legal minimum)
Onmsite creche facilities / Child care

S-day work weel#

Part-time worlc#

Work-life initiativesng)rovided

Compressed work weel#
Others
None of the above

Don't know / Hard to say

2012 base: 1,001
2010 base: 1,008 0% 5% 10% 13% 20% 25% 30% 35% 40% 45% 50%

Note: Direct comparison between findings of 2010 and 2012 is not recommended, as the answer items read out in the
two surveys were not the same.
# Option read out in the 2010 survey but not in 2012 survey.

/A Option read out in the 2012 survey but not in 2010 survey.
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3.3

The survey continued to ask which of the aforementioned initiatives would be most effective
for improving the respondents’ work-life balance. Findings indicated that most respondents
believed “flexible working time” (36%) and “extra paid leave” (34%) would be effective
measures. Followed a distance was “career breaks / unpaid personal leave / part-paid
personal leave / sabbaticals” (26%). Then, slightly over one-fifth (21%) each opted for
“job-sharing” and “work support services”. Other measures that the respondents found
effective included “option to work remotely / at home sometimes” (17%), “free sports
facilities or gym membership” (17%), “paternity leave” (14%), “extended maternity leave”
(14%), “onsite creche facilities / child care” (9%), “fewer working hours” (1%), “medical
welfare / travel, housing, lunch allowance” (1%) and “increase salaries / bonus” (1%).
However, around one-eighth of the sample (12%) believed “none” of the mentioned
initiatives would be effective in improving one’s work-life balance, whereas 2% said “don’t
know / hard to say” (Table 5 and Figure 3).

Work-life initiatives

Figure 3. Effective Measures to Achieve a Better Work-life Balance

Flexible working time 36.0%

Extra paid leave (additional to the paid annual
leave mentioned in the contract)
Career breaks / Unpaid personal leave / Part-paid
personal leave / sabbaticals

34.1%

Job-sharing

Work support services (e.g. employee counseling
scheme, stress management training)

Option to work remotely / at home sometimes
Free sports facilities or gym membership

Paternity leave

Extended maternity leave (beyond legal
minimum)

Onsite créche facilities / Child care

Fewer working hours

Medical welfare / travel, housing, lunch allowance
Increase salaries / bonus

None of the above

Others (Please specify)

Don’t know / Hard to say 2.2%

Base: 998 0% 5% 10% 15% 20% 25% 30% 35% 40%
Percentage
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3.4

As for the current usage of work-life initiatives provided by the employers, this year’s
survey results revealed that, among those who were offered with at least one work-life
initiatives at their companies, close to 60% were using them (58%), whereas 38% were not
using any of the initiatives offered and another 4% could not give a definite answer.
Regarding the reasons for not using the initiatives provided, “no such need” (11%) came
first in the list, followed closely by “none of the initiatives provided by their company was
useful for improving their work-life balance” (9%). Meanwhile, other less commonly cited
reasons included, “no one or very few people in the company had taken up those initiatives”
(3%), “did not know if any work-life initiatives existed in the company” (3%), “no such
initiatives provided by the company” (3%), “thought it was only for colleagues with special
needs, e.g. working mothers or carers” (2%), “supervisor / boss did not encourage
colleagues to take up any of the initiatives” (2%), “feared it would affect his/her promotion
prospects” (2%), “currently were self-employed” (1%), “feared his/her productivity and
ability to meet deadlines will be affected” (1%), “too busy / no time” (1%), “not applicable
to his/her position” (1%), “did not want to be seen as not committed to work” (1%) and “did
not know how to apply for these initiatives” (1%, Tale 6, Figure 4).

No, | don’t know if any work-life initiatives existed in my

No, my supervisor / boss does not encourage me to take up

No, | don’t want to be seen as not committed to my work.

Figure 4. Current Usage of Work-life Initiatives Provided by Employers

. o _ and Hindrances
Yes, | am using the work-life initiatives provided by my s 256
employer.
No, | don’t need to use any work-life initiatives.

No, none of the initiatives provided by my company is
useful for improving my work-life balance.
No, no one or very few people in my company has taken
up these initiatives.

company.
No, no such initiatives provided by my company

No, I think it’s only for people with special needs like
working mothers or carers.

any of these initiatives.

No, I’m afraid it will affect my promotion prospects.

No, self-employed

No, I’m afraid my productivity and ability to meet
deadline will be affected.

No, too busy / no time
No, not applicable to my position

No, | don’t know how to apply for these initiatives.

Others (Please specify)

Don’t know / Hard to say 4.1%
Base: 754 : : ! ! ! ! g

0% 10% 20% _30% 40% 50% 60% 70%
Percentage

Page 8



Public Opinion Programme, HKU Work Life Balance Survey 2012

(C) Use of Technology for Work

3.5 In view of the ever-changing work culture in Hong Kong, this year’s survey also set out to
gauge the current usage of technology or mobile devices among the local working population.
Results showed that slightly over half of the sample interviewed (52%) did not have to use any
technology or mobile devices for work after office hours or outside of the office On the other
hand, 47% said they would use such technologies for work anytime, with the most commonly
cited reason being “expected by boss to continue to answer emails or work after leaving the
office” (10%). Followed closely were “expected by clients to continue to answer emails or
work after leaving office” (9%) and “to communicate with clients and / or colleagues in other
international offices any time of the day” (8%). Next, 7% said they used technology / mobile
devise for work after office hours or outside of office because they were “unable to finish work
during office hours / too heavy workload” (7%), while 5% each said they “could then keep
track of work while they were at on holiday” and “could leave office earlier to do personal
activities, but get some work down later at night at home”. Meanwhile, another 4% reported
that “their colleagues expected them to continue to answer emails or work after leaving the
office”, 3% said “it was corporate policy that they used mobile devices for work after office
hours or outside of the office”, “so that they could continue to keep track of work while on
business trip” and “because everyone at work was using it”. Other less frequently cited reasons
included “work nature required” (1%), “more flexible / convenient” (1%), “being responsible”
(1%), “dealt with urgent matters” (1%), “so that they could continue to keep track of work
after office hours” (1%) and “more efficient / improve work quality” (1%, Table 7, Figure 5).
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Figure 5. Use of Technology / Mobile Devices for Work after Office
Hours or Outside of Office and Reasons

I dor’t use any technology or mohile devices for work after L
office howurs or outside of the office
My boss expects me to contirme to answer emails or work after .
leaving the office  — 99"\
My cli ents expectm e to continue to answer emalls or wotk .
after leaving the office B 3.6%
So that [ can communicate with clients and / or colleaguesin .
other internafi onal offices any time of the dav B 1%
Unable to finish the work duning office hours / too heavy .
workload - 6.6%
So that [ can continue tokeep frack of work while [ am on —
o day - 5.4%
So that I can leave the office earlier to do personal activities T R
but et some wotk done later at ni ght at home e
My coll eagne s ex pect me to contimie to answer emails or work o
gfter leaving the office e
Itis corporate policy that we use mobile devices for work after B 5o
office hours or outside of the office =
Because everyone at work {my colleazsues my dients, my B 2w
suppliers) isusinz it . o
So that [ can continue tokeep frack of work while [ am on B 2% 46.6%
business frip a e

52.4%

Work nature requires B o14%

Being responatle | 1.0%

More flexible / comvenient [ 1.0%

Ded withurgent matters I 09%

So that I can contitnie tokeep frack of work after office hours I 03%
More efficient / improve work quality | 0.7%

Others (Please specify) l_ 0.5% /

Dom'thnow /Hardtosay ] 1.0%

Base: 1000
0% 20% 40% 60%
Percentage

3.6 With regards the impact of using mobile devices for work after office hours or physically

outside of office, among the four possible scenarios prompted by interviewers, more than 40%
evaluated it negatively, with reasons being “never able to switch off, even when sleeping or on
holiday, no complete rest” (28%) and “being expected to check and respond to work emails
and communications any time of the day” (14%). On the contrary, one-sixth of the sample
(17%) believed there had been a positive effect on their lives by making use of new
technologies for work, among which, 11% said it was because “they could work more flexibly,
both in terms of time and location” and 4% attributed to the fact that “they could leave office
earlier compared to if they did not have the mobile devices”. Meanwhile, 14% could not
answer as they did not use any mobile devices for work while 4% did not have an idea whether
the effect was positive or negative (Table 8, Figure 6).
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Figure 6. Effect of Using Mobile Devices for Work Outside of Office
Hours or Physically Outside of the Office

Don't know / hard to

say
4.5%

= Not applicable —1 do
not use any mobile

devices for work
14.2%

= Negative, becausel
can never really
switch off, even when
I am sleeping or on
holiday, no complete
rest
28.3%

= Positive, becausel
can leave office
earlier compared to if
I donot have the
mobile devices
4.2%

/. ®  Negative, because
; am expected to check
and respond to work
emails and
communications any

= Positive, becausel

can work more
flexibly — bothin
terms of time and

locat(ilon B ; time of the day
11.2% 14.4%
Base: 1,001

3.7 When it comes to the local work culture vis-a-vis work-life balance, of the six statements
prompted to all respondents, “work-life balance was not talked about in my company”
ranked first as chosen by 31% of the sample, “the working style in my company was flexible
enough to allow me to balance my work and life” followed closely behind with 29%
respondents choosing it. At the same time, nearly a quarter of the sample shared the view
that “the management of my company recognized that | had other commitments in life that
were equally important to my work” (24%) while around one-fifth picked “most people did
not leave work before their bosses / supervisors did” (21%). Then, those who opted for “I
felt like I could not raise concerns about work-life balance if I wanted to get ahead in this
company” and “I felt like the longer | stayed in the office the more committed to work | was
perceived to be” accounted for 18% and 12% of the total sample respectively. On the other
hand, one-tenth of the sample did not agree to any of the descriptions above (10%) and
another 1% opted for “don’t know / hard to say” (Table 9, Figure 7).
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Figure 7. Work Culture of Local Companies

Work-life balance is not talked about in my company. 30.7%

The working style in my company is flexible enough to allow
me to balance my work and life.

The management of my company recognises that | have other
commitments in life that are equally important to my work
Most people do not leave work before their bosses/supervisors
do.
| feel like I cannot raise concerns about work-life balance if |
want to get ahead in this company.

| feel like the longer | stay in the office the more committed to
work | am perceived to be.

29.2%

None of the above

Don’t know / hard to say

Base: 1,002 0% 10% 20% 30% 40%
Percéntage

3.8  Asregards the importance of work-life balance to each individual respondent, when asked
to choose among four different descriptions, the distributions were quite even with each
taking up one-fifth to one-forth of the total sample. Specifically, more than a quarter
admitted “work-life balance was among the top 3 factors affecting my motivation and
productivity at work” (26%), whereas another 24% agreed “work-life balance was more
important than money when | chose to join, stay with or leave a company”. Meanwhile,
around one-fifth opted for the description “work-life balance was the top 3 factors |
considered when | chose to join, stay with or leave a company” (22%) Nevertheless, a
comparable amount of respondents confessed that “work-life balance was not an important
consideration when | chose to join, stay with or leave a company” (21%). At the same time,
6% of the sample said none of the given statements could describe their views on work-life
balance and 2% could not give a definite answer (Table 10, Figure 8).

Figure 8. Employees’ Views on Work-life Balance
It isamong the top 3 factors affecting my motivation and 25.8%4
productivity at work. 07
It is more important than money when | choose to join, stay 24 1%
with or leave a company. S
Itisamong the top 3 factors | consider when | choose to join,
stay with or leave a company.
Itis not an important consideration when | choose to join, stay
with or leave a company.
None of the above
Don’t know / hard to say
Base: 998 0% 10% 20% 30%
Percentage
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3.9  As to the question what has been the biggest contributor to the current state of work-life
balance in Hong Kong, “highly competitive nature of global / international business”
(24%), “Kong Kong’s hard work ethics” (23%) and “lack of understanding of importance
of work-life balance to productivity and talent retention” (23%) were the most popular
answers among the six options provided. Those who pointed their fingers to “client /
customers’ demand for immediate response” and “use of technology like mobile devices”
accounted for 11% and 9% respectively, while a small proportion of the sample believed
“the need to do more with less” had been the biggest contributor to the current state of
work-life balance in Hong Kong. In the meantime, 3% each opted for “none” and “don’t
know / hard to say” (Table 11, Figure 9).

Figure 9. Biggest Contributor to the Current State of Work-life Balance
in Hong Kong
H Don’t know / hard to
S W None of the above
0.3% 3.1%
B The need to do more
with less
4.5%
B Lack of understanding
of importance of work-
life balance to B Use of technology like
productivity and talent mobile devices
retention 9.1%
22.5%
Client / customers’
demand for immediate
response
Base: 998 10.5%
3.10 The survey ended by asking all respondents, among “senior business leaders”, “middle

managers”, “human resources department”, “employee networks / network leaders”, and
“every employee”, who should take the primary responsibility for improving work-life
balance in their organizations? Results showed that more than half believed “senior
business leaders” (52%) should take the lead which represented a clear majority view.
Around one-sixth believed that “every employee” (16%) should be responsible for that,
whereas one-eighth thought this should be the responsibility of a company’s “human
resources department” (13%). Less than one-tenth each went for “middle managers” (8%)
and “employee networks / network leaders” (5%), whilst a small number of respondents
spontaneously named “Government”, even without prompting, as the major party that
should take lead of improving the work-life balance. Nonetheless, 3% believe it should not
be the responsibility of any of the given parties, while 2% did not have an idea.
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Figure 10. Who Should Take the Primary Responsibility for Improving
Work-life Balance in Organizations?

B Don’t know / hard to
say
2.5%

@ Middle managers
7.6%

B None of the above
3.3%

B Others
0.1%

B The Government
1.2%

@ Employee networks /
. network leaders
Base: 1,002 5.0%
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V.

4.1

4.2

4.3

4.4

Concluding Remarks

This is the seventh consecutive year that we studied the work-life balance of Hong Kong’s
working population by means of representative random sample surveys comparable to
international standards. In our first benchmark survey conducted in 2006, the sample size was
controlled at 1,500+ successful cases. Thereafter it was controlled at 1,000+ successful cases.
Sampling errors for percentage figures based on the full sample were therefore controlled to
not more than plus/minus 3.2 percentage points at 95% confidence level starting from our
second survey. This seventh survey has put more attention on a number of topical issues rather
than on compiling tracking indicators.

Our survey shows that respondents’ self-assessment of their achievement in attaining
work-life balance remains fairly stable over the past 7 years, it stands at 6.0 marks this year.
In terms of work-life initiatives provided by the companies, respondents’ reported that “career
breaks / unpaid personal leave / part-paid personal leave / sabbaticals” and “job-sharing” were
most common. However, in terms of effectiveness, respondents considered “flexible working
time” and “extra paid leave” to be most effective. This mismatch may partly explain why
more than one-third of the sample did not use any of the initiatives provided, as “no such
need” and “none was useful” were the top two reasons mentioned.

On the impact of technology, close to half of all respondents were using technology or mobile
devices for work after office hours or outside of the office, but more than 40% considered it a
negative impact to their work-life balance, because they could “never be able to switch off,
even when sleeping or on holiday” and “be expected to check and respond to work emails and
communications any time of the day”. Only a small portion considered it positive, because
they could “work more flexibly, both in terms of time and location” and “leave work earlier as
compared to the time with no mobile devices could be used for work”.

Despite the high importance which individual respondents paid to work-life balance, it is not a
subject frequently discussed in their companies. According to our survey, work-life balance
was high on most respondents’ priority list affecting their motivation, productivity, and
whether to stay with a company, but about one-third said work-life balance was not talked
about in their companies. More than half of the respondents considered senior business leaders
have the biggest responsibilities in improving the work-life balance of their companies.
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4.5 To conclude, this survey has detected three areas of concern. First, there was a mismatch
between what the companies provided in terms of work-life balance, and what the staff hoped
for. Second, despite the high priority which staff members paid to work-life balance, it is not a
topic openly discussed in most companies. This probably explains the first mismatch. Third,
technology and mobile devices are meant to increase efficiency, but many staff members
considered it a negative impact to their work-life balance, because they could never “switch
off” from work. To address these problems, more studies should be conducted, and better
communication between employers and employees is recommended.
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Appendix 1

Contact Information
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Table 1 Calculation of effective response rate

Effective response rate

Successful cases

1,002

Successful cases + Partial interview + Refusal cases by eligible respondents*
+ Refusal cases by prorated-eligible respondents®

69.8%

1,002 + 26 + 20 + 743 [(1,002 + 26 + 20) / (1,002 + 26 + 20 + 962)|"

* Including ““household-level refusal’ and ‘“known respondent refusal”
A Figure obtained by prorata

Table 2 Breakdown of contact information of the survey

Respondents’ ineligibility confirmed
Fax / data line
Invalid number
Call-forwarding / mobile / pager number
Non-residential number
Special technological difficulties
No eligible respondents

Respondents’ ineligibility not confirmed
Line busy
No answer
Answering device
Call-blocking
Language problem
Interview terminated before the screening question
Others

Respondents’ eligibility confirmed, but failed to
complete the interview

Household-level refusal

Known respondent refusal

Appointment date beyond the end of the fieldwork period
Partial interview

Miscellaneous

Successful cases

Total

Frequency

9,001
723
6,510
165
596
45
962

6,088
493
4,453

201
67

117
743

14

4,454

20
4,350
26
58

1,002

20,545

Percentage

3.5%
31.7%
0.8%
2.9%
0.2%
4.7%

2.4%
21.7%
1.0%
0.3%
0.6%
3.6%
0.1%

0.0%
0.1%
21.2%
0.1%
0.3%

43.8%

29.6%

21.7%

4.9%

100.0%
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Note: Figures marked with double asterisks (**) in this section indicate that the variation has
been tested to be statistically significant at p<0.01 level, whereas those with single asterisk (*)

denote statistical significance at p<0.05 level.

A. Problems of Work-Life Balance and Desired Solutions

Table 3 [Q1] Using a scale of 0-10, how much have YOU achieved in terms of an ideal
work-life balance? O represents the worst case possible, 10 represents already ideal, and 5 being
half-half.
2006 2007 2008 2009 2010 2011 2012
% (Base= | % (Base= | % (Base= | % (Base= | % (Base= | % (Base= Erequenc %
1,516) 1,012) 1,010) 1,013) 1,009) 1,001) AUENCY Base=1,001)
0 1.3% 2.6%* 2.3% 2.2% 1.4% 0.6% 11 1.1%
1-2 1.8% 1.7% 3.5%* 4.0% 3.9% 0.8% 14 1.4%
3-4 13.7% 13.0% 11.9% 14.1% 17.0% 9.8% 107 5.7%
5 33.8% 34.1% 30.8% 28.5% 26.3% 28.1% 277 27.7%
6-7 36.3% 35.0% 35.7% 33.5% 32.7% 39.3% 425 42.5%
8-9 9.6% 10.5% 12.6% 15.0% 15.7% 17.0% 134 13.4%*
10 2.7% 2.5% 2.0% 2.1% 2.4% 3.6% 29 2.9%
Don’t know / 0.7% | 07% | 13% | 0.6% | 07% | 0.9% 4 0.4%
Hard to say
Total | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% | 1,001 100.0%
Missing 3 2 1 -- -- 2 1
Mean 5.7 5.6 5.7 5.7 5.7 6.2** 6.0*
Standard | 5, 0.06 0.06 0.06 0.06 005 | 0.05
Error
Base 1,505 1,005 997 1,007 1,002 992 997

* Statistically significant at p<0.05 level ** Statistically significant at p<0.01 level
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Table 4 [Q2] What types of work-life initiatives does your company currently provide?
[Read out each answer, order to be randomized by computer, multiple responses allowed]
2010 2012
% of total % of valid % of total % of valid
Freq. responses sample Freq.  responses sample
(Base=2,269) (Base=1,008) (Base=2,260) (Base=1,001)
C";‘feer breaks / Unpaid personal leave /1 - 5715 7, 354% | 355  157%  355%
art-paid personal leave / sabbaticals
Job-sharing » - - -- 296 13.1% 29.6%
Extra paid leave (additional to the
paid annual leave mentioned in the | 243 10.7% 24.1% 272 12.0% 27.2%
contract)
Work support services (e.g.
employee counseling scheme, -- -- -- 266 11.8% 26.6%
stress management training)
Flexible working time 285 12.6% 28.3% 250 11.1% 25.0%
Option to work remotely /athome 1 57 1 59 220% | 189  84%  18.9%*
sometimes
Paternity leave 111 4.9% 11.0% 144 6.4% 14.4%*
Free sports facilities or gym membership * - - -- 117 5.2% 11.7%
E>I<tended_ maternity leave (beyond 101 45% 10.0% 92 41% 9.2%
egal minimum)
Onsite creche facilities / Child care » - - - 25 1.1% 2.5%
5-day work week # 461 20.3% 45.7% -- -- --
Part-time work # 130 5.7% 12.9% - - -
Compressed work week # 105 4.6% 10.4% - - -
Others 36 1.6% 3.6% 11 0.5% 1.1%
None of the above 198 8.7% 19.6% 242 10.7% 24.2%*
Don't know / Hard to say 11 0.5% 1.1% 1 <0.1% 0.1%**
Total | 2,269 100.0% 2,260  100.0%
Missing 1 1
Other responses that cannot be
grouped:
M?dlcal welfare / travel, housing, 1 0.5% 1.1%
unch allowance
Staff gathering 13 0.6% 1.3%
Provision of allowance for training
and interest courses by the 4 0.2% 0.4%
company
Job sharing 3 0.1% 0.3%
Provision of a lounge by the company 3 0.1% 0.3%
Easy to apply leave 3 0.1% 0.3%
Work support services (e.g.
employee counseling scheme, 3 0.1% 0.3%
stress management training)
Medical allowance 3 0.1% 0.3%
Free sports facilities 2 0.1% 0.2%
Paid sick leave 1 <0.1% 0.1%
Can use the company’s resort house 1 <0.1% 0.1%
Off duty on time 1 <0.1% 0.1%
Sub total] 37 1.6% 3.7% 11 0.5% 1.1%

* Statistically significant at p<0.05 level ** Statistically significant at p<0.01 level

# Option read out in the 2010 survey but not in 2012 survey.
A Option read out in the 2012 survey but not in 2010 survey.
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Table 5 [Q3] Which of the above work-life initiatives do you think will be most effective
for improving your work-life balance? [Does NOT matter if answer to Question 2 above is “None
of the above”. Repeat the above options if necessary, multiple responses allowed]

% of total % of valid
Frequency responses sample
(Base=2,246) (Base=998)
Flexible working time 359 16.0% 36.0%
Extrf\n zz;llltcijolﬁst\j/e; n(é;ﬂglgg:t?;é% the paid annual leave 340 15.1% 34.1%
Careler breaks / Ur_1paid personal leave / Part-paid personal 57 11.4% 25.8%
eave / sabbaticals
Job-sharing 208 9.3% 20.8%
Work support services (e.g_. e_mployee counseling scheme, 205 9.1% 20.5%
stress management training)
Option to work remotely / at home sometimes 168 7.5% 16.8%
Free sports facilities or gym membership 166 7.4% 16.6%
Paternity leave 144 6.4% 14.4%
Extended maternity leave (beyond legal minimum) 139 6.2% 13.9%
Onsite creche facilities / Child care 92 4.1% 9.2%
Fewer working hours 10 0.4% 1.0%
Medical welfare / travel, housing, lunch allowance 8 0.4% 0.8%
Increase salaries / bonus 7 0.3% 0.7%
None of the above 120 5.3% 12.0%
Others (See below) 1 <0.1% 0.1%
Don't know / Hard to say 22 1.0% 2.2%
Total 2,246 100.0%
Missing 4

Other response that cannot be grouped:
Self-employed 1 <0.1% 0.1%
Sub total 1 <0.1% 0.1%
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Table 6 [Q4] [Only ask those who did NOT answer “none of the above” in Q2, base=760]
Are you currently using any of the work-life initiatives provided by your employer? If not, why?
[Do not read out answers, multiple responses allowed]

% of total % of valid
Frequency responses sample
(Base=789) (Base=754)
Yes, | am using the work-life initiatives provided by my 439 55 6% 5820
employer.
No, I don’t need to use any work-life initiatives. 84 10.6% 11.1%
No, none of thg initiatives provided py my company is 20 8.9% 9.3%
useful for improving my work-life balance.
No, no one or very _few people in my company has taken 24 3.0% 3.20
up these initiatives.
No, I don’t know if any work-life initiatives existed in my 21 2 7% 2 8%
company.
No, no such initiatives provided by my company. 20 2.5% 2.7%
No, | thln_k it’s only for people with special needs like 17 2 204 230
working mothers or carers.
No, my supervisor / po_ss does not encourage me to take up 16 0% 2 1%
any of these initiatives.
No, I’m afraid it will affect my promotion prospects. 13 1.6% 1.7%
No, I’m afraid my productivity and ability to meet 0 0
deadline will be affected. o 1.1% 1.2%
No, self-employed. 9 1.1% 1.2%
No, not applicable to my position. 7 0.9% 0.9%
No, I don’t want to be seen as not committed to my work. 7 0.9% 0.9%
No, I don’t know how to apply for these initiatives. 3 0.4% 0.4%
Others (See below) 3 0.4% 0.4%
Don't know / Hard to say 16 2.0% 2.1%
Total 789 100.0%
Missing 6
Other responses that cannot be grouped:
No reason 5 0.6% 0.7%
Difficult / inconvenient to arrange 4 0.5% 0.5%
Because the Ieaves_ | take do not belong to unpaid 1 0.1% 0.1%
leaves / part-paid leaves
Flexible working time 1 0.1% 0.1%
Mutual trust 1 0.1% 0.1%
Not yet birthday 1 0.1% 0.1%
Only the company has facilities needed 1 0.1% 0.1%
Personally not interested 1 0.1% 0.1%
Want to earn more 1 0.1% 0.1%
Sub total 16 2.0% 2.1%
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Table 7 [Q5] Do you use technology or mobile devices for work after office hours or
outside of the office? If yes, what are the reasons? [Do not read out answer, multiple responses
allowed]

% of total % of valid
Frequency responses sample
(Base=1,153) (Base=1,000)
My boss expects me to continue to answer emails or work 99 8.6% 9.9%
after leaving the office
My clients expect me to continue to answer emails or work 86 750 8.6%
after leaving the office
So '_[hat I can communicate Wlth cllenj[s and / or colleagues 81 7.0% 8.1%
in other international offices any time of the day
Unable to finish the work during office hours / Too heavy 66 5 7% 6.6%
workload
So tha’g I can continue to keep track of work while | am on 54 47% 5 4%
holiday
So that I can leave the office earlier to do personal 0 0
activities, but get some work done later at night at home ol 4.1% 4.7%
My colleagues expect me to continue to answer emails or 37 3.20 3.7%
work after leaving the office
It is corporate policy that we use mobile devices for work 0 0
after office hours or outside of the office 32 2.8% 3.2%
So that_ I can continue to keep track of work while I am on 97 230 2 7%
business trip
Because everyone at V\_/ork (my colleagues, my clients, my 97 230 2 7%
suppliers) is using it
Work nature requires 14 1.2% 1.4%
More flexible / convenient 10 0.9% 1.0%
Being responsible 10 0.9% 1.0%
Deal with urgent matters 9 0.8% 0.9%
So H:)ajrg can continue to keep track of work after office 8 0.7% 0.8%
More efficient / improve work quality 7 0.6% 0.7%
Others (See below) 5 0.4% 0.5%
I don tuse any technol_ogy or mobll_e devices for work after 594 45 4% 52 4%
office hours or outside of the office
Don't know / Hard to say 10 0.9% 1.0%
Total 1,153 100.0%
Missing 2
Other responses that cannot be grouped:
Personal habit 2 0.2% 0.2%
Need to prepare for work at home 1 0.1% 0.1%
Self improvement 1 0.1% 0.1%
Transfer pictures 1 0.1% 0.1%
Subtotal 5 0.4% 0.5%
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Table 8 [Q6] Do you think the use of mobile devices for work outside of office hours or
when you are outside of the office has a positive, negative or neutral effect on your overall
work-life balance? Please choose 1 statement that most accurately describes your view:
[Interviewer to read out items 1 to 5]

Frequency % (Base=1,001)
Negative, be_cause I can never really switch off, even when | 283 98.3%
am sleeping or on holiday, no complete rest.
Neutral 233 23.3%
Negative, because | am expected to check and respond to
. . - 144 14.4%
work emails and communications any time of the day.
Posmv_e, because | can work more flexibly — both in terms 112 11.2%
of time and location.
Positive, because I can leave office earlier compared to if |
- . 42 4.2%
do not have the mobile devices.
Not applicable — | do not use any mobile devices for work. 142 14.2%
Don’t know / hard to say 45 4.5%
Total 1,001 100.0%
Missing 1
Table 9 [Q7] Which of the following statements most accurately describe the work culture

in your company when it comes to work-life balance? Please choose the top 2. [Interviewer to read
out items 1 to 4, items to be randomized by computer]

% of total % of valid
Frequency responses sample
(Base=1,473) (Base=1,002)
Work-life balance is not talked about in my company. 308 20.9% 30.7%
The working style in my company is fI_eX|bIe enough to 293 19.9% 99.906
allow me to balance my work and life.
The management of my company recognises that | have
other commitments in life that are equally important to 242 16.4% 24.2%
my work.
Most people do not leave work before their bosses / 214 14.5% 21 4%
supervisors do.
| feel like I cannot raise concerns about work-life balance if 180 12 206 18.0%
I want to get ahead in this company.
| feel like the longer | stay in the office the more committed 119 8.1% 11.9%
to work | am perceived to be.
None of the above 102 6.9% 10.2%
Don't know / Hard to say 15 1.0% 1.5%
Total 1,473 100.0%
Missing --
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Table 10 [Q8] Which of the following statement most accurately describes your view on
work-life balance? [Interviewer to read out items 1 to 4, items to be randomized by computer, single

answer only]

Frequency % (Base=998)
It is among the top 3 factors affecting my motivation and 0
productivity at work. 251 25.8%
It is more important than money when I choose to join, stay 241 24 1%
with or leave a company. 70
It is among the top 3 factors | consider when | choose to 219 21.9%
join, stay with or leave a company. '
It is not an important consideration when | choose to join, 0
stay with or leave a company. 209 20.9%
None of the above 57 5.7%
Don’t know / hard to say 15 1.5%
Total 998 100.0%
Missing 4

Table 11 [Q9] What do you think has been the biggest contributor to the current state of
work-life balance in Hong Kong? [Interviewer to read out items 1 to 6, items to be randomized by

compulter, single answer only]

Frequency % (Base=998)
Highly competitive nature of global / international business 239 23.9%
Hong Kong’s hard work ethics 226 22.6%
Lack of ungje_rstandlng of importance of work-life balance to 295 29 5%
productivity and talent retention

Client / customers’ demand for immediate response 105 10.5%

Use of technology like mobile devices 91 9.1%

The need to do more with less 45 4.5%

Others (See below) 3 0.3%

None of the above 31 3.1%

Don’t know / hard to say 33 3.3%
Total 998 100.0%

Missing 4
Other responses that cannot be grouped:
A city of high density, high property prices which
. 1 0.1%
push Hong Kong people to work all the time

Standard working hours 1 0.1%
Unequal wealth distribution in society 1 0.1%
Subtotal 3 0.3%
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Table 12 [Q10] Finally, who do you think should take the primary responsibility for
improving work-life balance in your organisation? [Interviewer to read out items 1 to 5, items to be

randomized by computer, single answer only]

Frequency % (Base=1,002)
Senior business leaders 521 52.0%
Every employee 157 15.7%
Human Resources Department 127 12.7%
Middle managers 76 7.6%
Employee networks / network leaders 50 5.0%
The Government (un-prompted item) 12 1.2%
Others (See below) 1 0.1%
None of the above 33 3.3%
Don’t know / hard to say 25 2.5%
Total 1,002 100.0%
Missing -
Other responses that cannot be grouped:
Culture 1 0.1%
Subtotal 1 0.1%
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Demographics

Table 13 Gender
2006 2007 2008 2009 2010 2011 2012

% % % % % % %
(Base= | (Base= | (Base= | (Base= | (Base= | (Base= | Frequency (Base=1,002)
1,519) | 1,014) | 1,011) | 1,013) | 1,009) | 1,003) s

Male 54.0% | 51.3% | 54.0% | 51.7% | 50.8% | 50.0% 481 48.0%
Female 46.0% | 48.7% | 46.0% | 48.3% | 49.2% | 50.0% 521 52.0%
Total| 100.0% | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% 1,002 100.0%

Table 14 Age Group*
2006 2007 2008 2009 2010 2011 2012

% % % % % % o
(Base=| (Base=| (Base=| (Base=| (Base= | (Base= | Frequency (Base3990)
1,511) | 1,004) 965) 997) 982) 995) -

15-29 years old /
155 yearsold | 184% | 238% | 169% | 206% | 293% | 229% | 221 22.3%
3039 yearsold] | o5 506 | 233% | 223% | 22.3% | 23.1% | 18.9% | 236 23.8%

31-40 years old
40-49 years old /

41-50 years old
50-59 years old /

51-6())/ years old 175% | 17.3% | 209% | 21.3% | 18.0% | 22.8% 202 20.4%

60 years old or
above / 61 2.3% 2.6% 4.1% 57% 1.8% 4.0%

35.3% | 33.0% | 35.8% | 30.2% | 27.7% | 31.4% 290 29 3%

years old above 41 4.1%
Total | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% 990 100.0%
Missing 8 10 46 16 27 8 12

*Prior to 2010 survey, the age groups were categorized as *““15-29”, ““30-39”, *“40-49”, ““50-59”” and “‘60 years old or
above”.
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Table 15 Education Attainment

2006 | 2007 | 2008 | 2009 | 2010 | 2011 2012
% % % % % % "
(Base= | (Base=| (Base= | (Base= | (Base=| (Base= | Frequency (Base3996)
1,513) | 1,007) | 993) | 1,008) | 985) 994) =
Prmanyschool |6 106 | 64% | 81% | 77% | 67% | 82% 56 5.6%
S‘;gﬁggf‘ry 482% | A47.6% | 47.1% | 41.7% | 39.0% | 43.0% 348 34.9%
Matriculated 74% | 74% | 67% | 66% | 86% | 6.3% 67 6.7%
Tertiary,
non-degree 82% | 62% | 66% | 64% | 80% | 7.4% 71 7.1%
course
Tigbar?é degree | 53805 | 23.8% | 23.9% | 27.6% | 29.9% | 27.0% 357 35.8%
MSZSFZZ 60% | 75% | 7.6% | 91% | 7.0% | 7.4% 95 9.5%
Dgceg’r"ez 03% | 11% | 00% | 08% | 07% | 0.6% 2 0.2%
Total | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% 996 100.0%
Missing 6 7 18 5 24 9 6

Table 16 Position

2006 2007 2008 2009 2010 2011 2012
% (Base % % % % % %
=1,493) |(Base=998) |(Base=998) | (Base=993) | (Base=978) | (Base=986) Frequency (Base=995)
White collar 69.4% 70.0% 71.1% 69.3% | 72.9% 67.7% 771 77.5%
Professional /
Manager / 25.1% 27.9% 24.0% 28.5% 31.3% 26.7% 333 33.5%
Executive
Trader / Proprietor 6.0% 5.2% 5.2% 2.3% 4.0% 5.2% 45 4.5%
Office: skilled 21.6% 18.7% 22.5% 22.1% 17.8% 19.2% 202 20.3%
Office: unskilled 16.7% 18.2% 19.3% 16.4% 19.8% 16.7% 191 19.2%
Blue collar: 30.6% 30.0% 289% | 30.7% | 27.1% 32.3% 224 22.5%
Factory / Shop /
Outdoor: skilled 14.5% 14.1% 15.7% 15.1% 14.2% 16.3% 114 11.5%
Manual worker
Factory / Shop /
Outdoor: unskilled | 16.1% 15.8% 13.1% 15.6% 12.9% 15.9% 110 11.1%
Manual worker
Total | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% 995 100.0%
Missing 26 16 13 20 31 17 7
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2006 | 2007 | 2008 | 2009 | 2010 | 2011 2012
% % % % % % o
(Base= (Base= (Base= (Base= (Base= (Base= Frequency (Base399l)
1487) | 1,002 988) 983) 970) 963) =
Commercial Service 7.9% 7.5% 9.9% 7.2% 9.5% 7.2% 106 10.7%
Education 8.9% 8.4% 96% | 102% | 9.7% 8.6% 98 9.9%
'”ﬁgge/ Export 78% | 76% | 75% | 74% | 74% | 7.3% 85 8.6%
Bg”eﬁ;”d Finance | 54 7.2% 6.6% 7.9% 9.2% 6.2% 75 7.6%
Medical, Hygiene 5.6% 6.9% 6.7% 5.5% 6.8% 8.2% 72 7.3%
and Welfare Sector
Government / Public | g 4o, 6.0% 7.4% 6.2% 6.3% 7.9% 70 7.1%
Affairs
Construction 93% | 7.6% | 97% | 76% | 81% | 9.3% 67 6.8%
Industry
Manufacturing 103% | 101% | 87% | 85% | 61% | 7.8% 60 6.1%
Industry
Wholesale / Retail 5.1% 6.4% | 4.8% 6.7% 5.5% 7.5% 59 6.0%
Transportation 64% | 7% | 72% | 65% | 62% | 7.2% 56 5.7%
Industry
Information 3.2% 3.6% 3.2% 3.3% 2.7% 3.0% 44 4.4%
Technology (IT)
Law, Accountancy,
Professianal 1.6% 3.4% 2.6% 3.6% 3.7% 1.7% M 4.1%
Information
Services
Restaurants / Hotels 4.8% 5.2% 4.8% 5.3% 5.7% 5.0% 39 3.9%
Otsher Personal 53% | 46% | 38% | 52% | 34% | 83% 34 3.4%
ervices
Media 1.1% 1.4% 2.0% 1.7% 2.2% 0.4% 17 1.7%
Property 2.2% 2.2% 0.9% 1.9% 2.0% 1.7% 17 1.7%
Insurance 1.6% 1.0% 1.1% 1.5% 0.8% 0.7% 15 1.5%
Telecommunication 0.8% 1.1% 1.7% 1.3% 1.5% 0.4% 9 0.9%
Warehouse Duties 0.5% 0.8% 0.4% 0.6% 0.9% 0.4% 9 0.9%
Film/Entertainment | g0 | 0500 | 05% | 04% | 15% | 0.9% 5 0.5%
Industry
Oil, Energy,
Resources and 0.7% 0.4% 0.2% 0.5% 0.2% 0.3% 2 0.2%
Utilities
Others 0.0% 0.6% 0.6% 0.8% 0.6% 0.0% 11 1.1%
Total | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% 991 100.0%
Missing 32 12 23 30 39 40 1
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Table 18 Personal monthly income
2006 2007 2008 2009 2010 2011 2012
% % % % % % 0
(Base= | (Base= | (Base= | (Base= | (Base= | (Base= |Frequency (Base2933)
1,459) 971) 947) 930) 885) 885)
HK$ 10,000
ﬁelow or 28.4% | 27.1% | 28.8% | 27.0% | 32.3% | 28.6% | 172 18.4%
HK$ 10,001~20,000 40.4% 42.2% 38.4% 36.2% 35.3% 34.4% 332 35.6%
HK$ 20,001~30,00¢ 14.1% 13.3% 14.3% 14.9% 14.0% 13.8% 175 18.8%
HK$ 30,001~40,00¢ 6.9% 6.5% 5.7% 9.0% 8.2% 8.6% 89 9.5%
HK$ 40,001~50,00¢ 3.6% 3.6% 3.6% 4.0% 3.3% 4.4% 56 6.0%
HK$ 50,001 or above  6.6% 7.3% 9.2% 8.8% 6.9% 10.3% 109 11.7%
Total | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% 933 100.0%
Missing 60 43 64 83 124 117 69
Table 19 Language of interview
2006 2007 2008 2009 2010 2011 2012
% % % % % % % (Base=
(Base= | (Base= (Base= | (Base= | (Base= (Base= | Frequency 1 002)_
1,519) | 1,014) | 1,011) | 1,013) | 1,009) | 1,003) :
Cantonese 95.5% 94.5% 95.0% 94.7% 94.2% 94.9% 952 95.0%
Putonghua 0.1% 0.2% 0.2% 0.0% 0.0% 0.3% 3 0.3%
English 4.5% 5.3% 4.8% 5.3% 5.8% 4.8% 47 4.7%
Total | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% | 100.0% 1,002 100.0%
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Table 20 Employer

Frequenc %
g y (Base=988)
Hong Kong / Chinese company 426 43.1%
International company 216 21.9%
Government / Public sector 145 14.7%
Self-employed 89 9.0%
Charlta_ble_organlzatlon / non-governmental 106 10.7%
organization
Others (See below) 6 0.6%
Total 1,002 100.0%
Missing 14
Other responses that cannot be grouped:
Company of other countries 3 0.3%
Private company 2 0.2%
Refuse to answer 1 0.1%
Subtotal 6 0.6%
Table 21 Have kid(s), parent(s) or other family member(s) that need to be taken care of
during non-working hours
Frequenc %
quency (Base=989)
Yes 491 49.6%
No 498 50.4%
Total 989 100.0%
Missing 13
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Appendix 4

In-depth Analysis: Cross-tabulation
for 2012 findings
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Note: The results of in-depth analyses described in this appendix should be read in
addition to the analyses described in the research findings in the main part of this
research report. Items marked with (©) are subject to a sub-sample size <30. As the
smaller the sample size, the larger the sampling error, findings of these items can be for
rough reference only. When looking at the sub group analyses by industry, “other
industries” is excluded as the nature of different items within this group can vary a lot.

Highlighted Findings of Cross-tabulation by Demographic Variables for 2012 (The differences
of the listed items are proved to be statistically significant.)

1 Degree to which respondents have achieved their ideal work-life balance

1.1 Industry - People working in the “telecommunication”” (7.33 marks), “education”
(6.53 marks) and “government / public affairs” (6.49 marks) industries gave themselves
relatively higher ratings when compared with those in other industries. On the other
hand, people working in “warehouse duties” (5.11 marks), “property”” (5.20 marks),
“wholesale / retail” (5.44 marks), were far lagging behind in this aspect, p<0.01.

1.2 Income - People in the highest income group (HK$50,000 or above: 6.72 marks) gave
themselves significantly higher self-ratings when compared with other groups
especially the lower income ones (HK$10,000 or below: 556 marks and
HK$10,001~20,000: 5.72 marks), p<0.01.

1.3 Type of employers - People working in “government / public sector” (6.72 marks)
gave themselves significantly higher marks than those working for other employers like
“Hong Kong / Chinese company” (5.76 marks) and “international company” (5.86
marks), p<0.01.

2 Work-life initiatives offered

2.1 Aqge - “Career breaks / unpaid personal leave / part-paid personal leave / sabbaticals”
was the most common work-life initiative offered by respondents’ companies across
almost all age groups (aged 15-30: 38%; aged 31-40: 39%; aged 41-50: 36%), whereas
the majority of respondents in the age group “51 years or above” said they were
provided “none” (35%) of the initiatives being mentioned, p<0.01.

2.2 Industry - Similarly, “career breaks / unpaid personal leave / part-paid personal leave /
sabbaticals” was the most commonly offered work-life measures in most of the
subgroups which included “property” (44%), “other personal services” (44%), “law,
accountancy, professional information” (44%), “government / public affairs” (43%),
“medical, hygiene and welfare sector” (40%), “transportation industry” (39%),
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2.3

2.4

“commercial service” (34%), “construction industry” (33%), and “information
technology” (32%). However, most of those in *“construction” (33%), “insurance””
(33%) and “manufacturing” (42%) industries reported “none” of the mentioned
measures were provided, p<0.01.

Income - It is noteworthy that “career breaks / unpaid personal leave / part-paid
personal leave / sabbaticals” was the most commonly offered work-life measures for
respondents in almost all income groups (HK$10,001~HK$20,000: 34%;
HK$20,001~30,000:42%; HK$40,001~HK$50,000: 36%; HK$50,001 or above: 50%)
but most respondents in the lowest income group reported that “none” of those
prompted measures was provided in their companies (HK$10,000 or below: 39%),
p<0.01.

Type of employers - “Work support services” was offered to most respondents who
worked for the “government / public sector” (62%), while the most common type of
measures offered by other employers was “career breaks / unpaid personal leave /
part-paid personal leave / sabbaticals” (Hong Kong / Chinese company: 33%;
international company: 40%, charitable organization / non-governmental: 40%),
p<0.01.

3 Effective work-life initiatives

3.1

3.2

Age — Respondents aged “15-30” (43%) and “31-40” (38%) were more likely than their
counterparts to regard “flexible working time” as the most effective work-life measure.
Meanwhile, respondents aged “50 years or above” were more likely than those in other
age groups to believe that “none” (21%) of the mentioned measures would be effective,
p<0.01.

Type of employers - While most people working for “Hong Kong / Chinese
companies” (38%) and “government / public sector (35%) believed “flexibly working
time” was an effective work-life measure, most of those working for “international
companies” (38%) and “charitable organization / non-governmental” (34%) believed
“extra paid leave” was effective, p<0.01.

4 Use of technology or mobile devices for work after office hours or outside of the office

4.1

Gender - Sub-group analysis showed that close to 60% of females (57%) did not use
technology or mobile devices for work after office hours or outside of the office, while
the corresponding figure for males was 48%, p<0.01.
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4.2

4.3

4.4

4.5

Age - Not surprisingly, significantly higher proportion of respondents in the oldest age
group reported that they did not use technology or mobile devices for work after office
hours or outside of the office as compared to other age groups (“51 or above”: 70% vs
“41-50": 46%); “31-40": 42%; “15-30: 52%), p<0.01.

Industry - “Education” (27%), “information technology” (25%), and “insurance””
(13%) were industries with significantly less respondents who reported they did not use
technology or mobile devices after office hours or outside of the office as compared to
other industries (ranging from 36% to 79%), p<0.01.

Income - People earning more than HK$30,000 were found to be significantly less
likely to have reported they did not use technology or mobile devices after work or
outside of the office (“HK$50,001 or above”: 27%; “HK$40,001~HK$50,000”: 21%;
“HK$30,001~ HK$40,000”, 27%), as compared to their lower income counterparts
(“HK$20,001~HK$30,000”: 44%; “HK$10,001~HK$20,000”: 64%; “HK$10,000 or
below”, 82%), p<0.01.

Type of employers - Those worked for “international companies” (40%) and
“charitable organization / non-governmental” (45%) were less likely than their
counterparts (ranging from 56% to 62%) to have reported that they did not use
technology or mobile devices after office hours or outside of the office, p<0.01.

5 Effect of using mobile devices for work after office hours or outside of the office on
overall work-life balance

5.1

Age - Younger respondents were more likely to believe using mobile devices for work
after office hours or outside of the office would have negative impact on their overall
work-life balance because they “could never really switch off” (“15-30”: 37% &
“31-40”: 37% vs “41-50": 22% & “51 or above”: 19%), p<0.01.

6 Work culture of companies

6.1

6.2

Age — A relatively higher proportion of respondents aged below 40 reported “work-life
balance was not talked about in my company” (“15-30”: 30% & *“31-40”: 40%),
whereas their older counterparts tended to think “the working style in my company was
flexible enough to allow me to balance my work and live” (“41-50”: 31% & “51 or
above”: 31%), p<0.01.

Income - People in the highest income group (“HK$50,001 or above”, 39%) were
significantly more likely than those in lower income groups (ranging from 16% to 27%)
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to have reported that “the management of my company recognized that | had other
commitments in life that were equally important to my work”, p<0.01.

6.3 Type of employers — A great deal of respondents working for practically all types of
employers tended to think “work-life balance was not talked about in my company”
(arranging from 31% to 37%) whereas those who were “self-employed” tended to have
recognized that “the working style in my company was flexible enough to allow me to
balance my work and life” (40%), p<0.01.

7 Personal views on work-life balance

7.1 Age - The younger the respondents, the more likely they would agree “work-life
balance was among the top 3 factors affecting my motivation and productivity at work”
(*15-30": 38%; “31-40": 27%); “41-50": 24%; “51 or above”: 17%), p<0.01.

7.2 Income - Those earning “HK$50,001 or above” (28%) were significantly more likely
than other income groups (ranging from 18% to 21%) to have admitted “work-life
balance was not an important consideration when | choose to join, stay with or leave a
company”, p<0.01.
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Appendix 5

Bilingual Questionnaires
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Work Life Balance Survey of the Hong Kong
Working Population 2012
BB R A Lend F2 1T T ERR g 2012

Questionnaire

¥ 5

August 3, 2012

2012 # 8 * 3 p
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Part | Introduction
¥y - A PN

Good evening, sir/madam, my name is X, an interviewer from the Public Opinion Programme
(POP) of the University of Hong Kong. We are conducting a survey on people’s opinions on work
life issue. | would like to invite you to participate in an interview which will take only a few
minutes, and you can choose to terminate the interview any time. | would like to stress that your
telephone number was randomly selected by our computer and all information you provide will be
kept strictly confidential and used for aggregate analysis only. If you have any questions about the
research, you can call 3921-2703 to talk to our supervisor. If you want to know more about the
rights as a participant, please contact the Human Research Ethics Committee for Non-Clinical
Faculties of the University of Hong Kong at 2241-5267 during office hours. For quality control
purpose, our conversation may be recorded but will be destroyed shortly after our quality control
process is complete. Is it okay for us to start this survey?

PR R AL xR A X ARABEAFRALFAITREBFAR TR A T R
j—ﬁﬁ%%&i%&lﬁﬁ%%ﬂﬁ’ﬁﬁwTﬁ%ﬁi’ﬂﬁﬁgﬁﬁﬁﬁﬁﬁ@’

R T AR L R o iR o R T RS UG A MDA R

oo GREATHEGEEHERE > LR EF FFEMT ok RS EDE T B
FER o 05 ¥ 0247 3921-2703 Fr AN 3 TR A PR o Aok (B S DM S g AR 0 0n
TS PR 22415267 v f ik FARAFE TR T LR § A3 0 b 2 FRERTE
Fafh, R MR T O EREG, LR g ITRINET, ¥ g REI P ML R T ET Y

B 4nsr B ?

Yes
No  (skip to end)

Y

P2, ¥ 12 (skip to end)

The target of this interview is full time worker of age 15 or above who speak Cantonese,
English or Mandarin.

CERATPRNHL ARSI R F  AFSTFREBRP AL
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Part Il  Selection of Respondents

LA N
[S1] Is there any full time worker in your household of age 15 or above? Since we need to

conduct random sampling, if there is more than one available, | would like to speak to the one who
will have his / her birthday next. (If the target is not available at the moment, make an appointment
to recall.)

FREEEF D 1B RSN HIBALAR > FL AR REPRNE o o FE- o s
”%%iﬂ%&¥%?%°(%ﬁﬁﬁ%%ﬁﬁiﬁw’?Wﬁyﬁ%@iﬁ?°>

Yes

No .

Refuse to answer Terminate interview, skip to end.

L

%

¥ —> PRRE S SEEE E (BAPR)

[S2] Are you currently working full time? (Interviewers read out: “Full time workers” can be

defined as those who work at least 5 days a week, or total working time not less than 40 hours a
week.)
FRETERIE R 2RI AL 2 [EF D 2P ESFEI A IFS 2 A -

EH S I TR A S 40 ) BF)

Yes
No

Refuse to answer ) . ) .
féﬁ Terminate interview, skip to end.

24
Y—'% 1%

EE

> PR ST (AR
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Part Il Opinion Questions
¥z AL AR L

[Q1]  On ascale of 0-10, how much have YOU achieved in terms of an ideal work-life balance?
0 represents the worst case possible, 10 represents already ideal, and 5 being half-half.
FrO10A=H - TR > ERALEAER I IFTE G RGP BFL 204 S A RPFE
A L 10 A A ERAFIRERFEL SR A- XL

(Exact figure from 0-10)
Don’t know / Hard to say
Refuse to answer
[
L A 3
EE

[Q2] What types of work-life initiatives does your company currently provide? (Read out each
answer, order to be randomized by computer, multiple responses allowed) [Interviewers read out: |
am going to read out a few options, and you can choose multiple answers]

FRESTa 3G FAP Ao A1 M2 2 2 irt @rv’-’ (3 R oie Tt At
NHI0EEF VEIA]IGRAAL AR EF - DER nV gD § )

Work support services (e.g. employee counseling scheme, stress management training)

Free sports facilities or gym membership

Job-sharing

Onsite creche facilities / Child care

Flexible working time

Option to work remotely / at home sometimes

Paternity leave

Extended maternity leave (beyond legal minimum)

Career breaks / Unpaid personal leave / Part-paid personal leave / sabbaticals

Extra paid leave (additional to the paid annual leave mentioned in the contract) (e.g. Birthday /
Marriage / Condolence Leave)

Others (Please specify)

None of the above

Don’t know / Hard to say

Refuse to answer

1 EL RIS (blde: A1 E - BA 4 2DRE)

-3 %’f WHok e g %%

F%‘i Fr A #g

PR R DR DRI

At FIpE Y

Be et w3 air

FLA K

Fpo bR ERAYLER (RZ20RTEAES 10 &)

AR & %lﬁsﬁﬁ/ }3 Frigdp /s 5T B

2% [ £ X3m{ % }3 FiEdy (Bde 2 p /‘é&ﬁ/@’if&lﬁﬁ)

# i (5%;1 )

l
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IR
L
EE

[Q3] Which of the above work-life initiatives do you think will be most effective for
improving your work-life balance? [Does NOT matter if answer to Question 2 above is “None of
the above”. Repeat the above options if necessary.]

A DA P AT UG iR G ERL (T B0 [hok P ERAL25F
FL Ty E o FEAF Y I o]

Work support services (e.g. employee counseling scheme, stress management training)

Free sports facilities or gym membership

Job-sharing

Onsite creche facilities / Child care

Flexible working time

Option to work remotely / at home sometimes

Paternity leave

Extended maternity leave (beyond legal minimum)

Career breaks / Unpaid personal leave / Part-paid personal leave / sabbaticals

Extra paid leave (additional to the paid annual leave mentioned in the contract) (e.g. Birthday /
Marriage / Condolence Leave)

Others (Please specify)

None of the above

Don’t know / Hard to say

Refuse to answer

IEAEIRGE (bl4e A1 W B4 FEIRE)

7 %’3 WHok e g 48

LORE O

PR F I DR S ST PRFE

S b TR

e ApeVH e 3 107

§ 1A

FRr2bRTLERLLAB GRZEVRTAES 10 & 8)

R R EFEY LG FEY SRR

FF AR S HG FEY (blie 2 p SRS T ED)

$ Gem)

[Q4] [Only ask those who did NOT answer “none of the above” in Q2] Are you currently

using any of the work-life initiatives provided by your employer? If not, why? [Do not read out

answers, multiple responses allowed]

[FREQ2Y Xy v § IEPR sﬁ] (ol B S ?ﬁ'xfé;j_i&f#—fi.ﬁ%l Tfc4 -;é-*fgﬁ:ﬁ
%2 4o om0 BLEERE * ovL 9 [Z;é 3

Yes, | am using the work-life initiatives provided by my employer.
No, I’m afraid it will affect my promotion prospects.
No, I don’t want to be seen as not committed to my work.
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No, I’m afraid my productivity and ability to meet deadline will be affected.

No, I think it’s only for people with special needs like working mothers or carers.
No, my supervisor / boss does not encourage me to take up any of these initiatives.
No, I don’t know how to apply for these initiatives.

No, I don’t know if any work-life initiatives existed in my company.

No, no one or very few people in my company has taken up these initiatives.

No, I don’t need to use any work-life initiatives.

No, none of the initiatives provided by my company is useful for improving my work-life balance.
No, others reasons (Please specify)

Don’t know / hard to say

Refuse to answer

P ERY i’rf‘a:iﬁf#l—%l IRCERTES &
RBOEERES B

& fagAg SRRt IF

& otog Y A4 2 AU i

BRI R AT FEA LIRS o
R AR+ T

IR T F€J§E;}dﬁ%@;

BoAE 2P TRl E
ﬁ"é}?;‘}l”ﬁ ‘\‘1‘/&@'%—3_]]&%6

Ao 3 FEI e ot FL R

£ \ﬂi;i'k—z%# 5 ¥ T i}r‘l Tfrd EiL ”ﬁ%?f B4
éif.’—?i'”ﬁﬂ(ﬁil )

L2

EE

[Q5] Do you use technology or mobile devices for work after office hours or outside of the

office? If yes, what are the reasons? (Mobile devices means Blackberry, phones / smartphones (e.g.

iPhones), VPN, remote dial-in, tablet personal computers etc.) [Do not read out answer, multiple

responses allowed]

ﬁﬁﬁ;i@*ﬁﬁ*i”*gﬁg %ﬁzw%?+ﬁ P FIF 7 4ok § 0 BRfE 7
(7n# 7+ & 54p 2 & (Blackberry) » £ & T35 /it T 354 iPhone » & 4 $ % 0 Hi7
B BATETRE) [PHEE TE ST

My boss expects me to continue to answer emails or work after leaving the office

My clients expect me to continue to answer emails or work after leaving the office

My colleagues expect me to continue to answer emails or work after leaving the office

So that I can leave the office earlier to do personal activities, but get some work done later at night
at home

So that I can continue to keep track of work while I am on business trip

So that I can continue to keep track of work while I am on holiday

So that I can communicate with clients and / or colleagues in other international offices any time of
the day

Because everyone at work (my colleagues, my clients, my suppliers) is using it

It is corporate policy that we use mobile devices for work after office hours or outside of the
office.

Other reasons (Please specify)

| don’t use any technology or mobile devices for work after office hours or outside of the office.

Don’t know / hard to say

Refuse to answer
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AFPPYPHAR PRI ERE Dy BRI 0E

EoPF AR iRy BRSNS 0T

FEHYAN AP Ry 01 0F
EHRAGRIPF OFEFFAER O Lr D RY DV SF0F
TR AN A Y iF

TR A R g 0T
i A S S S
Eﬂéb"i‘}lllflj\]—— (FE - \fi"—)‘@'r'ﬁ)JJsEv’fil'pi
2?%{Pﬁlﬁﬁé%?ﬂﬁ ST A S 0T
ﬂuﬁﬂ(%aﬁ)

AT g EFFIEFLERY PRANEFTF AL

e/ E

EE

[Q6] Do you think the use of mobile devices for work outside of office hours or when you are

outside of the office has a positive, negative or neutral effect on your overall work-life balance?
Please choose 1 statement that most accurately describes your view: [Interviewer to read out items

1to 5]

EREFE AL B FFEZT R PRADER I A SRS P ERL T{rd BT
FRPE2wF GG LRABEIFGRTAAI Y - S A REEREE RS
+ o[RFNEALI D

Positive, because | can leave office earlier compared to if | do not have the mobile devices

Positive, because | can work more flexibly — both in terms of time and location

Negative, because | am expected to check and respond to work emails and communications any

time of the day, including late at night

Negative, because | can never really switch off, even when | am sleeping or on holiday, no

complete rest

Neutral

Not applicable — I do not use any mobile devices for work

Don’t know / hard to say

Refuse to answer
’ﬂéwwﬁiéwﬁ% AR AT RS T

» FIA AT N AEFETREE B G

=1

!

h

fd oo FIAHE A EFHATEER > FREFER BT UE R IFL TS A
oo Bl TR GRS R AR T IR THA AR T AR S LR
g

B FAAER BT AR I

R i S

FE

[Q7] Which of the following statements most accurately describe the work culture in your

company when it comes to work-life balance? Please choose the top 2. [Interviewer to read out

items 1 to 6, items to be randomized by computer]

’ﬂF—FB’f HE RS S EY rE N SR RS RS B AN E T S
O EEEESERER SR

The management of my company recognises that | have other commitments in life that are equally
important to my work and provide support for people to achieve work-life balance.
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| feel like I cannot raise concerns about work-life balance if I want to get ahead in this company.
Work-life balance is not talked about in my company.
The working style in my company is flexible enough to allow me to balance my work and life.
Most people do not leave work before their bosses/supervisors do.
| feel like the longer | stay in the office the more committed to work | am perceived to be.
None of the above
Don’t know / hard to say
Refuse to answer
PERERBI IS AP A EARREE S ER T FEIRELART AR

_11?}15-4 P
ARE kAR BAPFA 0 JRT UEE fa R L0 R R
BN PP IUE § T G (T 2 T3

\

AP ITEHEM s g Aa TRl itk 4 E
?ﬁ”{k’i*’?"ig GER Y P g

ARGk T RO FERA 47\ v How oA ! g%f%ﬁ?;k#}:)xl i3
A

RV 2

¥

[Q8] Which of the following statement most accurately describes your view on work-life
balance? [Interviewer to read out items 1 to 4, items to be randomized by computer, single answer
only]

NT e BB L T e BT RS V[ A NEE 14 KA RN
Wz w “".’— 77 ]

Work-life balance is among the top 3 factors | consider when | choose to join, stay with or leave a
company.

Work-life balance is more important than money when | choose to join, stay with or leave a
company.

Work-life balance is among the top 3 factors affecting my motivation and productivity at work.

Work-life balance is not an important consideration when | choose to join, stay with or leave a
company, nor does it affect my motivation and productivity at work.

None of the above

Don’t know / hard to say

Refuse to answer

_j_]r—)r‘r--lli_-]:@j-,’&i\. ER A G- B PR TR E TR -

1 irfed BTGP FP{ A PESAERE S A BR-F 2P %L ¥

1 e fed ET GG BAL T4 it 24 RIFz B R T2 -

llk"fr"‘ ,élf§T%|%§\$ﬁ4c e A2 é}‘é{"@‘}ﬁr‘ﬂx— ,"tc%i.,g;? A= (v 4
frimd A 4

R E

R S

EE

[Q9] What do you think has been the biggest contributor to the current state of work-life

balance in Hong Kong? [Interviewer to read out items 1 to 6, items to be randomized by computer,

single answer only]

FREEANGERTFAFRTLFL Tfod FHAAE TR [P E#NEE 16> <A
d TR > NiE - 5]
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Highly competitive nature of global / international business
Lack of understanding of importance of work-life balance to productivity and talent retention
Client / customers’ demand for immediate response

Hong Kong’s hard work ethics

The need to do more with less

Use of technology like mobile devices

None of the above

Others (Please specify)

Don’t know / hard to say

Refuse to answer

B3k BER REL EF R

PEELIEA RTEHRATAA IR LA DEEP
AR ETEY

foeghd 20T it

1EE L1 Bk

B FHATHTF A ST TR G

bR

B (Gsep)

L - 2

EE

[Q10]  Finally, who do you think should take the primary responsibility for improving work-life
balance in your organisation? [Interviewer to read out items 1 to 5, items to be randomized by
computer, single answer only]

B s o in éx&ﬁx}@wé FrL AP RL T e BT ERN V[ EE EH 15 %
Fod R "sﬁ;‘-ﬁ#k v FiE - ]

Senior business leaders

Middle managers

Human Resources Department

Employee networks / network leaders

Every employee

None of the above

Others (Please specify)

Don’t know / hard to say

Refuse to answer
AL

L LA
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Part IV

¥z A

Demographics

B A FH

We would like to ask you some personal information for further analyses.

AR R A TR B IS o

[DM1] Gender {4 %]

Male
Female
[DM2a] Age & &

(Exact age)
Do not want to tell

]

(Frmicz)

54

[DM2b] [For those who do not want to tell their exact age JAge interval (Interviewer can read out

the intervals)

(507 438 Frwie ik ] & 88 (PRDG 1R 7 3 0 F]

15-20

21-25

26-30

31-35

36-40

41-45

46-50

51-55

56-60

61 years old above
Do not want to tell
[DM3] Education Attainment % = 2 &
Primary school or below

Secondary school

Matriculated

Tertiary, non-degree course

Tertiary, degree course

Master’s degree

Doctor’s degree

Refuse to answer

15-20 f&
21-25 &
26-30
31-35 &
36-40 &
41-45 #
46-50 A
51-55 &
56-60
61 f 2 1t}
FEE
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[DM4] Position

White collar:

Professional / Manager / Executive

Trader / Proprietor

Office: skilled

Office: unskilled

Blue collar:

Factory/Shop/Outdoor: skilled Manual worker
Factory/ Shop/Outdoor: unskilled Manual worker
Refuse to answer

[DM5]  Industry = %

Banks and Finance Sector
Commercial Service

Construction Industry

Education

Film / Entertainment Industry
Government / Public Affairs

Import / Export Trade

Information Technology (IT)
Insurance

Law, Accountancy, Professional Information Services
Manufacturing Industry

Media

Medical, Hygiene and Welfare Sector
Oil, Energy, Resources and Utilities
Other Personal Services

Property

Restaurants / Hotels
Telecommunication

Transportation Industry

Warehouse Duties

Wholesale / Retail

Others (Please specify)

Refuse to answer

B i (Pls refer to attached “occupation” sheet for detailed categorizations)

v 4.
LEAL S SiEgc kR
'ﬁﬁ '{/a\ B
7L diﬁfrn AL
FEL :}ﬂ:ﬁtrn& Iy
Fo

}—‘(/% ]‘,,/,4 o - ;‘}j;,{ AE‘
__.})(/%Llf_/rﬁ l‘ 2t ;‘}j;,{ _E!:'
EE

h-x«} h-x«}

4
t

K72 &
W F PRI
i
f{f?
TR é'?-
R e %
e w %
R
i
EES g &
W ¥
LR
PR L 2 AT
AR IR A
B B A PRIE
3
ER= a3
€A F
fir
PEE S
# & Grear)

%

¥ TR
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[DM6]  Your personal monthly income, including bonus, is...?%/ i= % i 4 & i ? %L 357
>R (F T E)

HK$ 10,000 or below HK$ 10,000 12
HK$ 10,001~20,000 HK$ 10,001~20,000
HK$ 20,001~30,000 HK$ 20,001~30,000
HK$ 30,001~40,000 HK$ 30,001~40,000
HK$ 40,001~50,000 HK$ 40,001~50,000
HK$ 50,001 or above HK$ 50,001 ¢ rz
Refuse to answer E ¥

[DM7] Which of these best describes your current employer?
MTEF - BB EAFER R ?

Hong Kong / Chinese company LR AR
International company BES

Government / Public sector heOR ol A | ol 2
Self-employed Ak

Charitable organization / non-governmental organization ZEA IS [ 2hr R
Other, please specify: Hu o gerp

Refuse to answer EE

[DM8] Do you have kid(s), parent(s) or other family member(s) that need you to take care of
during your non-working hours?
FR R AL A KA R W R G R L AR RE 7

Yes
No
Refuse to answer

3
F
7

EE

Thank you for your time. If you have any questions regarding this interview, you can call xxxx-xxxx to
talk to our supervisor, or the Human Research Ethics Committee for Non-Clinical Faculties of the
University of Hong Kong at xxxx-xxxx during office hours to verify this interview's authenticity and
confirm my identity. Good-bye!

WEe gz s ZHIERZZFI o drf RFrE B0 F ERFA N TP ER T 2 xxxx-xxxx fo A
BEFELBE g RPER BT xxxx-xxxx ¢ A ERITLN § 5795 AE LA
ﬁ;ﬁ};b B o ELEL /

***** End of questionnaire *****

kkxkk By F 2 kekekekk
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Appendix 6
Definition of Occupation Categories
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Definition of Occupation Categories:

Working:

Prof (Professional)/ Mgr (Manager)/ Exec (Executive) & # 4+ 1 /%&® /fFyci |

- company directors and managers

- members of recognised professions/ university and secondary school teachers

- administrative and executive officers in the civil service
- gazetted officers in the uniformed services

- editors/ journalists

- technologists

- artists/ actors/ musicians/ designers

Trad (Trader)/ Prop (Proprietor) % 4 /& i
- self-employed merchants
- owners of shops and other properties

Office: skilled F#H v AF A L

- office supervisors

- secretaries

- nurses

- kindergarten and primary school teachers/ private tutors
- inspectors and sergeants in public services
- reporters

- models

- singers

- sales representatives

- auditing, account and surveyor clerks

Office: unskilled - jFe 48 4 L
- general clerks

- receptionists

- typists

Factory/Shop/Outdoor : skilled FHAFEAE £ L
- factory supervisors

- carpenters

- cooks

- drivers

- foremen

- farmers/ fishermen/ gardeners
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- blacksmiths/ mechanics

- policemen/ soldiers

- tailors/ shoemakers/ barbers
- photographers

- captains (hotel/ restaurant)
- monks

- outdoor sales

- life guards

- soccer players

- detectives

- escorts/ tourist guides

- jockeys

- herbalists

Factory/ Shop/ Outdoor: unskilled 3 prgEAg £ L
- factory workers
- cleaners

- labourers

- messengers

- postmen

- seamen

- servants

- waiters

- shop assistants
- hawkers

- security guards
- shop sales

- cashiers

Non-working:
Retired/ Unemployed
- exclude non-working housewives

Student

- includes full-time students only

- those that claim to be full-time students but have part-time jobs are also considered in this
category

Full-time housewife
- not working
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