Benefits to work-life balance
for both employees and employers

Work-life balance is a hot
topic these days. As younger
employees enter the workforce,
they bring a “work-to-live” atti-
tude that previous generations
didn’t emphasize. Today’s employ-
ees are demanding flexibility, and
companies are encouraging the
concept and using it as a recruit-
ing tool.

Balance is desirable for obvious
reasons. Having the flexibility to
take care of family and life obliga-
tions outside of work reduces stress
and makes employees happier.
And, considering that more than
half of today’s families are dual-
career households—time is a luxury
that’s more important than ever.

While work-life balance is great
for employees, employers also
benefit. Employees who achieve
balance are often more efficient and
productive. They’re also healthier,
which translates into fewer sick
days and lower health care costs.

In addition to more productive
employees, companies are realiz-
ing that work-life balance is essen-
tial to recruiting. Companies that
make work-life balance difficult,
especially for younger generations,
may experience higher turnover
and the inflated costs associated
with it, including recruiting and
training new employees.

For some people, balance is
natural. But, some of us have to
work at it. Fortunately, there are
several strategies that companies
and individuals can take to achieve
greater balance.

Company strategies

Consider flexible
working options.
Flex-time is one
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of the first things people think of
when the issue of work-life bal-
ance arises. It describes any work-
ing arrangement that is adapted
to suit the individual needs of an
employee. It could include part-
time, adjusted working hours,
compressed hours (i.e. four
10-hour days instead of five eight-
hour days), or work from home.
While flex-time may take a bit
more management, it likely takes
less time than replacing workers
who leave due to lack of flexibility.
Look into offering job shar-
ing. Job sharing is a relatively
new option where two part-time
employees share the responsibili-
ties for one position. Their com-
pensation is adjusted according to
how many hours they each work.
Allow employees flexibility when
it comes to participating in fam-
ily functions. This option is most
applicable to all employees, and

is widely used even without spe-
cific work-life balance programs.

It is generally part of the culture,
rather than a written policy. Every
employee faces situations where he
or she has personal business that
needs to be done during working
hours, including doctors’ appoint-
ments, activities for children, and
errands. Allowing employees to
take care of personal business
during work hours (within rea-
son) reduces stress and increases
job satisfaction. Most employees,
whether hourly or salary, will more
than make up for the minimal
time missed during work hours by
working through lunch, coming in
early or staying late.

Individual strategies

Take care of yourself. You've
heard it a million times: eat well
and exercise. Everyone knows
they should do these things, but
in times of stress taking care of
ourselves is the first thing to go.
However, its even more important
to do these things when stress
levels are high. Eating well and
exercising helps manage stress
levels and gives you more energy
to accomplish the things that you
need to do.

Set priorities. Think about the
roles that you play, determine
which roles are most important,
and allocate your time according
to those priorities. For example,
if you are a parent, a manager
in a company, a treasurer for a

charitable organization, an
active church member
and an officer for
the homeowners’
association, you
may begin to

feel overwhelmed by the level of
responsibility. To achieve balance,
decide which responsibilities are
most important to you and devote
the majority of your time to

those. You may decide that while
important, being an officer in your
homeowners’ association is not the
right way to spend your time at
this point in your life.

Manage your time. Being orga-
nized is essential when it comes to
managing busy lives and achiev-
ing balance. Spending a little time
on the weekends to get yourself
organized could save you hours
during the week. Planning meals
and shopping during the weekend
keep you from running to the
grocery store several times during
the week. Cooking several large
meals and freezing smaller por-
tions helps families eat healthfully
on busy days. Buying prepared
foods is a little more expensive,
but can save a lot of time when
cooking dinner. This saved time
may be the difference between
families eating together or eating
at separate mealtimes. And don't
be afraid to hire help when you
need it. Hiring a maid service
might seem like a luxury, but hav-
ing three or four extra hours with
your family on weekends is often
well worth the extra money.

While these strategies seem sim-
ple, taking small steps can make
a great difference when maximiz-
ing your personal efficiency. By
taking advantage of the work-life
balance options your company
offers, and reducing the time you
spend on less important tasks, you
could gain several hours a week.
And who couldn't use a few extra
hours during the week? e
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Revisions change some biotech tax credit provisions

By Laura C. Shuman, CPA

During the last
two years,

biotechnol-

ogy companies in
Maryland and their
investors have benefitted from
the Biotechnology Investment
Incentive Act, better known as the
biotech tax credit. For the 2008-
09 fiscal year, they will still benefit
from this act, although several
changes were made during this
past legislative session. Since these
changes may have a big impact on
investors and companies alike, we
have presented these revisions.

Six million dollars is once again
set aside for investors to claim as
in the past two years. However,
several definitions have changed
as has some requirements of inves-
tors and biotech companies. While
some changes make life a little
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easier for all involved, others may
not be as beneficial.

One of the changes is the defi-
nition of an investor. Under the
prior bill, a qualified investor
was an individual who invested
at least $25,000 or a corporation
that invested at least $250,000.
This has been simplified to “any
entity that invests at least $25,000
... and that is required to file an
income tax return in any juris-
diction.” The revised bill also
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explicitly restricts certain entities

from being a qualified investor—
qualified pension plans, individual
retirement accounts and other
qualified retirement plans. No
such restrictions were stated in the
original bill.

The definition of a qualified
Maryland biotechnology company
has also changed. For a company
to qualify, it cannot be publicly
traded. Under the original bill,

a qualifying company had to be
in active business for 10 years

or less. The revised bill provides
companies with a cushion in
certain cases. If the Department
of Business and Economic
Development (DBED) determines
that a company requires additional
time to complete the regulatory
approval process, that company
can be in active business as long
as 12 years.

Several obligations must now
be met by qualified investors to
obtain a final credit certificate
from DBED. Investing compa-
nies must be duly organized and
in good standing in the state in
which they are organized. They
must also be in good standing
and authorized or registered to

do business in Maryland. All
investors, whether companies or
individuals, must not have any
outstanding tax obligations to the
state and must not be in default
with regard to contracts or grants
from the state. Qualifying biotech
companies must also meet all obli-
gations previously stated.

Another important change has
been made that affects both inves-
tors and biotech companies. After
making an investment, investors
may not “own or control more
than 25 percent of the equity
interests in the qualified Maryland
biotechnology company.” This is
important because is limits how
much can be invested per investor.

Investors now need to provide
proof of making the investment,
instead of just notifying DBED
of the investment. The following
information needs to be provided
to DBED within 10 calendar days
of making the investment: the date
of the investment, amount invest-
ed, proof of receipt of the funds
by a qualified biotech company, a
complete description of the nature
of the equity interest acquired and
any other supporting documenta-
tion required by DBED.

Another change actually benefits
both the investor and the bio-
tech company. Under the original
bill, individual investors were
limited to a maximum credit of
$50,000 while corporations were
limited to a maximum credit of
$250,000. The revised bill now
allows all investors to claim a tax
credit equal to 50 percent of their
investment up to a maximum of
$250,000.

Before you make your invest-
ment, be sure to do your home-
work on the company in which
you plan to invest. The original
bill had a provision to recapture
part of the credit if the investor
were to dispose of his interest
within two years of his invest-
ment. The revised bill has expand-
ed on the recapture provision. The
recapture provision now adds that
the credit may be recaptured if
“the qualified Maryland biotech-
nology company that gave rise to
the credit ceases operating as an
active business with its headquar-
ters and base of operations in the
state.” We all know the uncertain-
ty that comes along with investing
in a biotech company, but it is
best to minimize the uncertainty
as much as possible.

The revised bill is effective July
1, 2008. While the general idea of
the bill enacted in 2005 remains,
the 2008 revision lays out more
specific details and requirements.
Please note in past years, the
amount allotted for the credits has
quickly been issued by the state
so please be sure to submit your
applications as soon as possible
or the money may be depleted.
Before embarking on the process
to invest, please consult your tax
advisor to see how these changes
may affect you and your taxes. e
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It’s a fact of life that employees
will come and go over time.
But if several unrelated departures
turn into a mass exodus, it can
drown your company in red ink.
Many surveys have substantiated
the fact that employee turnover
costs are staggering.

How can you prevent increased
employee turnover? Start by
simply asking your employees
and most importantly—LISTEN
to your employees. Then take
steps to improve the general
work environment. For example,
you might address some of
the common concerns of your
employees through roundtable
discussions or via a survey. There
are wonderful inexpensive or free
Web-based survey tools available
that provide the confidentiality
employees desire. As an
alternative, you can even schedule
individual meetings to listen to
employees’ suggestions.

Potential result: Some of
the revelations resulting from
these meetings and surveys may
surprise you. You may find that an
employee is bored by the day-to-
day routine of a job. Perhaps the

level of compensation is an
issue. Or maybe you need
to spell out better guidelines
for job performance. Finally,
others may have special
problems relating to child care
or other family obligations.
With that in mind, let’s look
at five practical suggestions for
reducing turnover.

Offer new challenges. No

one wants to stay in a rut. To
avoid this problem, you may be
able to emphasize an employee’s
strengths by creating new tasks.
For instance, an innovative
employee may be asked to look
into new product development.
This may require the transfer of a
worker to a different department
or group.

Sharpen the skills of

employees through training
seminars. These seminars allow
workers to expand their duties
and identify how their particular
talents can best be used. If you
do not have the resources for
in-house sessions, you may be able
to arrange for private seminars or
courses at a local university.

Assess performance problems

continued from page 9

shows sincerity. Generic praise
such as “you’re doing a great
job” is less meaningful.

* Nelson’s book suggests the
following small inexpensive
rewards: a good parking spot
for a month, extra time off, a
magazine subscription of the
employee’s choice, a meal with
a manager, a personally baked
batch of cookies, a month of
shoeshines or a particularly cov-
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eted assignment.

When to reward—Nelson sug-
gests that managers avoid the
“You won't hear from me until
you screw up” style, and instead
respond to both positive and nega-
tive events. Rewards can encour-
age better performance if employ-
ees know what the boss wants
and that they may be rewarded
for doing it. He states that you get
what you reward. This sounds like

Set flexible compensation
standards. Obviously, it is
easier to retain key employees

if you pay them what they are
worth. The problem often is
rooted in an inflexible company
policy. For instance, an employee
who puts in extra hours may feel
frustrated by being tied to the
same salary structure as those
who work strictly from 8 to 5.
This may result in the employer
needing to re-engineer its
compensation system.

4 Use other methods of
compensation to retain
valuable employees if the salary
structure cannot be amended.
You might consider bonuses,

common sense, but is not com-

mon practice. He offers the follow-

ing suggestions to determine when

to reward:

¢ Define the exact performance
you desire and communicate
it to everyone, then reward
employees who achieve that per-
formance.

* Rewards should be immediate to
avoid losing the meaning.

¢ If you have a hard time remem-

additional vacation pay eritime
off.

Tell employees what you

5 expect of them. Of course, a
business manager must be able to
recognize and appraise the work
an employee does. But his or her
responsibilities do not end there.
It may be necessary to write out
practical guidelines and discuss
them periodically with your team.

One of the most important
things an employer can do is
provide a thorough performance
evaluation system that shows
employees that their individual
performance is recognized and
matters. The system must also
provide them feedback on where
they can improve. Feedback on
job performance is extremely
important to employees and yet
many employers give too little, too
late. Immediate recognition is a
tremendous motivator.

For more information, contact KAWG&F at
1.800.989.6432 or info@kawgf.com.

bering to praise employees, put

it on your daily to-do list.

Careful analysis of problems
and rewards are two tools manag-
ers incorporate into their manage-
ment style. The bottom line is that
your employees are your most
important assets that require care
and maintenance to keep running
efficiently, and to avoid problems
down the road. e
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