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Why home and work'are inseparable

Organisational compassion

It's unfair to expect employees to leave their
personal lives at the door, but in challenging
times, compassionate management can
help maintain high performance

THE MEDIA today often focuses on work/life
balance, but seldom addresses the importance of
employers having compassion and empathy for
employees when they are confronted with
challénging issues stemming from their per-
sonal life. Here is the reality: we cannot and
should not separatc or deny, the emotional
impact our work is having on our personal life
and vice versa. To say that our perwnal (eg.,

incident, employees could not separate the
emotional demands of their personal and work
life because the stress level was too high.

It is not easy to separate home life and work
life. As Geroski (2002) states there is ‘‘blend-
ing’” of home and .work that encompasses
everyone’s life. Geroski, an assistant professor
in counselling at the Umversxty of Vermont,
shared a personal story of the blending of her
two realms of existence (i.e., home and work) in
which the death of the family cat and how her
family reacted created a good case study for her
students studying.to be counsellors. -Geroski
admits that her home life powerfully affects her
work, and her work also deeply affects her life
at home.

Tragedies that affect th: entire company
i the in the

home) life does not affect our work perfc

would be a lie.
beli

workpl.ee When many people are affect:d by
yers are forced to change the

Research has shown that empl
work pressures cause a high level of conflict
with their partners and negatively affect family
relationships. Though cment in some
organisations feel they are not to blame if a
relationship is in trouble because of the person’s
work, Dr Graeme Russell from
Umversnty dlsagreu (SMI 6-7/9/2003).
do matter to
individuals, he says, they should matter to the
workplace, and, for relationships to grow,
couples need to spend time together.

Management must also be aware not to
exclude single people when allowing special
considerations that would be normally given to
employees with partners or children.

Often, mfommately n workplace needs a

tragedy to spirit.

Worldwide, we saw this ﬁ'nm the tragedy of
September 11 in 2001 and, locally, wnh the

my they mnnage their workforce. Compassion
and empathy have to be at the forefront in order
fwth:orgnmsmonmf\mcuon.lnthccaseof
S ploy lost their sp

chnldrm, and ﬁxcnds One compmy alone had

relatively trivial — the break-up of a relation-
ship or having a sick pet — can be a major
stressor for some people.

Chapman (2002) suggests that leaders in an
organisation can help employees in times of
trauma by taking care of their basic needs,
thereby giving people the room to make
meaning of events for themselves and allowing
them to focus on coping with crisis. The way an
organisation deals with tragedy, illness and
misfortune in the lives of a/l employees, literally
defines its values as an organisation.

Individual and group trauma will continue to
challenge, and sometimes shatter, people’s daily
lives. It is a part of life. Employers must let staff
know they have a safe space to discuss current
personal issues that may affect their work
performance. It is unfair to expect employees to
leave their personal lives ‘‘at the door’’.

Dr Dion Kiein is a writer and speaker on corporate

heaith issues and is director of Healthy Worksites, a
ising in corporate ne:

forthe publlc and private sector.

over 700 employees perish in the The
must be shared not only with the

su'vwms bm extendcd to the families as well.
as defined by IPS

Worldvnde is compassxomtc leadership which
mvolm a form of public action intended to help
le’s pain and inspire others to do

actions can be small. They should

not be hnge publicised events. When manage-

the D can
chrecdy assist in m.nmammg
in the challenging times of tragedy.
An organisation should not wait for a major
the entire staff to show
to its employees. Individual

Januarylsbushﬁrcs All of a sudden, C:
and

beganto show compassxm and empathy to their
employees, especially those who were directly
affected by the fires. Thatuaveryposmve

employeumyhavepetsonalmnmaoecurm

can affect work performance and the rest of the.

team. For example, an employee may have a
tenmnnﬂyl

aspect; but it took a ‘trag for or
and the management to wake up to consider the
needs of their employees. Due to the scale of the

parent or a child that has been -
d with a rarc physiological condition :
financial :impact -on-thie

igpond.com or www. com.
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WHEN TRAGEDY
STRIKES

Benefits of
organisational
compassion:

@ Lessens the
immediate
suffering of those
directly affected
@ Assists in
dealing with
future setbacks
@ Increases the
bond between
colieagues and
the organisation
@ Sends the
message the
individual is
valued as an
individual,
employee and
team member
Source: IPS Worldwide




