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    Advance reviews


    ‘Work-Life integration allows the worker to have freedom of choice and view both work & life as a blended journey towards happiness & wellbeing. This book is a new horizon that will take your human practice in the workplace to a new dimension.


    Dr Mansoor Habib, Senior Director – Employee Happiness, du


    ‘This is a book that is a must-read for every manager, HR professional, and C-suite executive looking to create dynamic, innovative yet sustainable enterprises. One Life, how the most forward-looking organisations leverage work-life integration to attract talent and foster employee wellbeing synthesizes extensive research from a wide variety of sources, fascinating case studies, as well as the authors’ years of on-the-ground expertise, to provide an approachable, sensible framework for developing and implementing work-life integration strategies that will lead to lasting change. Want a guidebook to creating a better future of work – and a better world? This is it.


    Brigid Schulte, award-winning journalist, author of the NYT bestselling Overwhelmed: Work, Love and Play when No One has the Time and director of the Better Life Lab at New America


    ‘Vadkerti and Uhereczky expertly explore new concepts related to work-life integration and suggest innovative new frameworks and approaches. Among all the books on work-life integration, this is one that delivers.


    Tracy Brower, PhD, MM, MCR, author of Bring Work to Life by Bringing Life to Work


    ‘Moving the work life discussion on from balance to integration, Uhereczky and Vadkerti make their 10 years of research accessible to us all. The case studies, from various countries and sectors, are a great insight into the challenges and successes of this revolution. An informative and practical book for anyone interested in applying these principles to their organisation.


    Nick Brook, Head of Facilities for Pinsent Masons LLP


    ‘There were times that organisations and HR did not look at the whole person but only at their competencies and productivity. But people come to work as a whole and connected with their roles outside of work. Without saying that everyone needs to have a perfect balance all the time (life is not like that), we need to make sure that people are able to cope. And that’s why work-life integration as a target and as a means is important in any debate about the future of work. This book gives you the inspiration and the framework to think about how you can make your organization progress in this field.


    David Ducheyne, Chief People Officer, Founder of Otolith

  


  
    ‘Work-life balance is not something that happens, it is something that you create.

  


  
    ‘This book will help your organisation attract and retain the much-needed talent, improve employee wellbeing and engagement by reducing absenteeism and burnout and also help improve diversity and gender balance within the teams and at leadership levels, through a new organisational design.

  


  ‘The message is clear: the success of companies today depends on their ability to attract and retain a talented and skilled workforce and ensure sustainable employment.


  ‘Identifying stakeholders early on along your organisational journey to work-life integration is mission critical.


  
    ‘Globalising work-life integration may be even longer than a marathon, but a key point to consider for every business is to focus on global initiatives and local actions.

  


  
    ‘The way the job is designed and work organised has a huge impact on the interference of either work on the personal life, the interference of life events on work, but also the mutual enrichment of both spheres.

  


  
    ‘By now you are aware, that work-life integration is not a 1-day per year event. It requires systematic and structural support and long-term thinking to make it effective and really worthwhile. We will focus on some key factors in the next chapter, which will ensure the long-term success of the programme.

  


  6. The way forward
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    Work-Life integration management is of course not the answer to all the challenges within your organisation. We are however absolutely convinced, that it is the right answer to a set of very defined problems. A lot of the challenges that we have described in the book are encountered by many organisations today, and the solutions currently deployed by the majority of them are half-baked, composed of a lot of different parts, with no clear delineation of responsibility. And this is not sustainable. The issues we have listed in the book are only going to grow, they will certainly not go away. Just read any of the surveys asking the new generations coming into the workplace about their values and preferences towards their working lives. And it is not only the young people. Older generations are also expressing their wish to be able to have a meaningful job and also a happy and successful life outside or including work.


    In the previous chapters we have presented a number of new perspectives on work-life integration, people management and HR. We have shared a number of real life examples of organisations that are struggling with the issues around the new context of work and the changing demands of the workforce, and how they have overcome them.


    So what next? We started our research to write this book, because we felt that current thinking about work-life integration has been stagnating for a while. Our mission is to help take it to the next level. There are a number of trends and events that fill us with hope and reinforce our belief that there is a collective will to advance on work-life integration, but there are a number of conditions that need to be in place for this to happen on a more systematic and widespread manner.


    These conditions are necessary to build solid organisational cultures around work-life integration, and these also drive better organisational outcomes:


    Strategic position


    Work-life integration needs to be regarded as business-critical, not as compliance-necessary. It is a musthave and not only a nice-to-have. Organisations that approach work-life integration as a business priority are more likely to report superior business outcomes.


    A number of studies into the impact of diversity and inclusion managers has demonstrated, that organisations take D&I seriously if they can overcome organisational resistance to diversity and being change agents themselves. To do this, they need to


    be equipped with the necessary resources and have access to strategic processes of decision making and resource allocation at work.


    If work-life integration managers do not have a strategic position, or the entire issue is not receiving a strategic focus, then resulting from that, the capacity for long-term and diverse programmes are going to be very limited – which will also result in much lower outcomes, and work-life issues will be stuck in a permanent vicious circle. This is what we can observe in organisations which are situated on the first 2 levels of the work-life integration maturity scale.


    On the other hand, with a strategic recognition comes increased access to decision making and resources, longer-term programmes with much greater demonstrable impact for the people and the organisation, which will fuel the allocation of more resources for more impact. The feedback loop between employees, the work-life manager and the senior leadership is critical, and can result in raising the offering and extending the services.


    Leadership


    One of the challenges for embedding work-life integration into the values of organisations is to ensure, that leadership regards it as an integral part of the organisation’s business strategy, and not a separate entity, an add-on. In order for organisations to move higher on the maturity scale, the leadership of the organisation needs to recognise its value and live and breathe it too. It needs to become embedded and not an additional gimmick.


    Leadership ownership is an incredibly powerful way to achieve significant gains, and if work-life integration culture is driven from top to bottom it will prove to be much easier to realise. Consistent messaging throughout the entire organisation, but in particular driven and modelled by the leadership is critical for the sustainability of work-life integration, and any other HR initiative like D&I or L&D.


    People in organisations are always looking at the top: how are the senior managers behaving, what is their recipe for success, what are their values, how are they leading the organisation? If their behaviour is contradictory to HR and work-life policies and programmes, then employees feel confused and discouraged from adopting certain behaviours.


    Work-life integration is still relatively new, especially for those generations which are now in senior leadership positions. This doesn’t mean however, that they too can not build competency and muscle around work-life integration. They may need to overcome certain bias, learn new skills and competences and also develop in their leadership style, to set the standard for what is accepted and encouraged in the organisation.


    One of the solutions could be a 2-way mentoring relationship between different levels of seniority inside the organisation, as well as between women and men, to exchange and align on the core issues around work-life integration, leadership and management style, learning and competences.


    Furthermore, line-managers need to be also empowered to be equipped for the delicate conversations that form an important part of navigating the challenges of work and private life.


    Employee lifecycle


    Communicating and planning work-life integration needs to focus on all the different stages of the employee lifecycle:


    •Attraction


    •Recruitment


    •Onboarding


    •Development


    •Retention


    •Separation


    Breaking with the common misconception, work-life integration doesn’t only refer to the “retention” phase of the employee lifecycle. In line with the Maturity Model, the higher your organisation is on the scale, the more work-life integration is embedded in your organisation’s DNA. This means, that the values, programmes and opportunities need to be reflected in all the stages, from the information the candidate receives about flexible work options to the different working time regimes, all the way to retirement plans and pre-retirement phasing out.


    This aspect is still often neglected and employers focus on a specific narrow group of young parents or employees with caring responsibilities. However, auditing whether learning and development opportunities are fully accessible to parents or people with heavy responsibilities and commitments outside of work can be very insightful. Too many workplaces still leave women behind in their career and development programmes, because they are unable or unwilling to attend seminars in the evenings or weekends.


    Have a look at your candidate-portal, your intranet, the onboarding process or even the programmes you offer to senior employees to phase into retirement, and this should give you a clear picture whether the entire employee lifecycle has been taken into account.


    Resources


    Work-life integration managers often operate under resource-poor conditions with limited access to economic resources (budget), social resources (membership in networks), cultural resources (education, training, and experience), and symbolic capital (their ability to make use of these resources). As we have seen from a number of examples, the tasks of the work-life manager are often carried out either by the diversity and inclusion manager (if this role exists in the organisation) or by an HR generalist, the compensation and benefits officer or someone in CSR, health and safety or at another department, often in a voluntary capacity.


    On the other hand, those work-life managers who enjoy resources, status, and power at work are able to deliver work-life integration programmes that transform their organisations in deeper and more meaningful ways. Importantly, having a dedicated work-life office with a work-life budget helps to promote and implement these initiatives and deliver on organisation-wide benefits.


    Peer support and the power of the network


    Work-Life integration management is a relatively new branch of human resources or people management. Following in the footsteps of diversity managers or learning and development managers – the next stage in the evolution of the profession is the creation of a network, where they can rely on peer support, pool together learning resources, share experiences and create partnerships.


    These peer-support networks usually emerge first within global companies or either within a specific sector, or within a country. The Belgian Association of Diversity Managers was created 4 years ago, by the Diversity managers of a couple of large employers in Belgium, who felt the need to exchange with their counterparts. Similarly networks for Facility managers, for organisational Health and Safety professionals are also emerging, with online platforms, regular webinars and even annual conferences.


    Supportive networks are incredibly important. They can offer support and insight to professionals, who otherwise are isolated, because they may be the only one within their companies with that specific role. We see this to be very relevant also to work-life managers.


    People are entering this field from very different lines of studies and as we consider less and less the education and background of people, and more and more their interest and motivation to do a certain job, people are coming to do jobs they may not have been trained for, that’s why reliable, practical resources, and supportive networks, are vital. Just like diversity and workplace managers, work-life managers can have very different backgrounds, from HR to communication, psychology or even marketing.


    There are already a number of networks dedicated to nurture knowledge and networking on work-life integration. The biggest in Europe being the Erfolgsfaktor Familie, a network of more than 6,000 employers in Germany. Led by a Secretariat in Berlin, the network is funded by the largest Employer confederation, the Chamber of Commerce and Industry and the Federal Ministry for Family and social affairs.


    For this book we have also interviewed a number of members of the CUWFA – the Network of Work-Life Professionals to validate our ideas. CUWFA is a unique entity, which provides its members, composed of university staff running work-life centres and programmes, with professional support and a platform for networking, collaboration, learning and mentoring. By now, CUWFA has become more than a network of work-life professionals as it commits and drives conversation about the understanding of an institutionalised work-life profession.


    In the US, the importance of work-life questions at higher level educational institutions became important in the middle of the 90s. This was partly due to the fact that international research, which primarily assessed work-life balance programmes at companies such as SAS or IBM, has established evidence on the positive outcomes of such supportive models in terms of the recruitment and retention of quality staff. A handful of work-life enthusiasts and professionals met at the University of Michigan in May 1994 to discuss early findings about the circumstances and effects of organised work-life programmes and strategies. The meeting in Michigan, was the birthplace of CUWFA29, the College and University Work-Life Family Association, an umbrella body of work-life departments and managers.


    Each year, CUWFA organises its annual conference, a valuable opportunity for its members to meet fellow colleagues and discuss the latest work-life developments. These yearly gatherings are hosted by a member university or college.


    We have started a LinkedIn group for work-life managers for now, and hope to federate as many as possible in the coming years perhaps under a different format, in order to pass down vital insights, experiences and knowledge, so that newcomers can feel less isolated and feel they have to struggle through all of this on their own.


    Accountability


    One shouldn’t confuse responsibility for work-life integration with accountability. Even though there may be a dedicated work-life manager or even an entire department with the responsibility to manage these programmes and fulfill the strategic commitments, the entire organisation needs to be accountable for them to work.


    Accountability has to be spread across the entire organisation. Line-managers have to be accountable to their people, and they also need to hold the people in their teams accountable. Everyone needs to be made aware about the impact of their behaviour on the others and the entire organisation. This means that getting as many people as possible engaged in the process is a key success factor.


    Here we have listed 6 factors, that we believe are the most important in ensuring the success of work-life initiatives within organisations. As with any list of this kind, we tried to include as many of the determining factors as possible, and hope we didn’t forget anything.


    At the macro-level, work-life balance is becoming an industry itself. There are private and public institutions and organisations providing services to individuals and organisations. In addition, work-life balance is growing as a marketing or branding tool. From advertising herbal tea to yoga retreats, massage and food delivery, the number of accessible services and products, that are supposed to improve our work-life integration are growing. There are also individuals whose main role is to serve as consultants, advisors, coaches, trainers, organisation developers, managers, officers, executives, academics, professionals, on work-life integration policy and practices.


    Traditional actors in employment relations are also now party to the formulation and implementation of work-life integration solutions and policies, like the European Trade Union Confederation.


    Sooner or later you are going to be exposed to some form of work-life integration product or service. You may buy it or subscribe to it, but that will mean, that you are not necessarily in the driver seat.


    We want to empower you to be in control. To design and build work-life integration from the ground up, really based on the needs of the employees and completely aligned with the values and mission of the organisation. Once you are aware of all this, you can make much better informed decisions about which service provider to turn to, which programme to implement and how to make a real difference within your organisation.


    A new dawn has broken on the world of work. In this new era, people want to experience freedom to be who they are, work in organisations where they can express their true selves and reach their highest potential. They also want to have the time to pursue their passion and spend it with their friends and family in a meaningful way.


    Work-life integration management can, and will make this happen, just as we have seen in the case of adidas, Yale, Charité hospital or Deutsche Telekom, those pioneering companies who have recognised that the way the work-life integration of employees was managed before was not enough to match the ambitions of the company. Setting yourself a higher standard for your employees’ wellbeing starts here; with the decision to appoint a work-life manager. We envisage a future in which a work-life manager or department won’t be the exception but the norm, and this group of dedicated and driven professionals will be supported by a strong network where knowledge and innovation will be shared generously. Wouldn’t you want to be part of this?

    


    
      
        29. CUWFA, 2014. CUWFA Marks its 20th Anniversary in Baltimore. (pdf) Available at: https://www.cuwfa.org/assets/NewsBriefs/cuwfa%20pre-conference%204-8-14.pdf (Accessed 24 July 2018)


        30 (this note is not referenced in the book) Kulik, C. T., Oldham, G. R., & Hackman, J. R. (1987). Work design as an approach to person-environment fit. Journal of vocational behavior, 31 (3), 278-296


        31 (this note is not referenced in the book) Parker, Sharon & Wall, Toby & Cordery, John. (2001). Future Work Design Research and Practice: Towards an Elaborated Model of Work Design. Journal of Occupational and Organizational Psychology. 74. 413 – 440

      

    

  


  
    Resources


    Here are some of our go-to resources for the latest trends, key legislation and research studies on the related issues to work-life integration:


    New world of work trends


    Organisation for Economic Co-operation and Development (OECD)


    http://www.oecd.org/employment/future-of-work/


    http://www.oecd.org/gender/


    International Labour Organizations (ILO)


    http://www.ilo.org/global/topics/future-of-work/lang--en/index.htm


    IZA World of Labour


    https://wol.iza.org/


    European Institute for Gender Equality


    http://eige.europa.eu/


    Usher, N. 2018 The Elemental Workplace: How to create a fantastic workplace for everyone. LID Publishing


    Work and family scholarship


    Work and Family Researchers Network


    https://workfamily.sas.upenn.edu/


    International network on leave policies and research


    http://www.leavenetwork.org/


    College and University Work Family Association


    https://www.cuwfa.org/


    Work-life balance and integration


    European Commission, Employment, Social Affairs and Inclusion


    http://ec.europa.eu/social/main.jsp? catId=1311&langId=en


    Erfolgsfaktor Familie (German)


    https://www.erfolgsfaktor-familie.de/


    the WorkLife HUB podcast show


    http://www.worklifehub.com/podcasts


    Working Families


    https://www.workingfamilies.org.uk/


    Maturity Model self-assessment:


    https://worklifehub.com/maturity
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