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s the Indian Airlines plane circled and climbed
eastward out of Mumbai airport, Sanjay
Ramaswamy began to unwind from the gruelingA

two days spent in the board meeting at the corporate
office, Mumbai. In the relative silence of the first-class
cabin, with no immediate pressures for another two
hours, his thoughts drifted to his recent past, both
personal and professional.

Sanjay was born into a family of modest means, in
Chennai, Tamil Nadu. Academics came naturally to him
and luckily, he was focused in choosing his career from
an early age. Sanjay's had always been fascinated by his

She was intelligent and soft spoken and they had a lot in
common. They spent weekends visiting art shows and
watching plays, going on long drives and walking along
the beach. Neetu's career was very important to her
and Sanjay admired her commitment to her work.
Before they knew it, they became inseparable and got
married six months later. Neetu and Sanjay were happy
with their lifestyle and they were scoring equally well in
their respective careers. As the years passed by, the
commitment on both the fronts - family and career -
doubly increased. Life was still good.

After receiving consistent glowing performance

In the competitive scenario of today, striking a balance between
family and career is a common problem for all professionals,

especially as part of a dual- career family.

By P. Premalathacareerfirstbut at what cost?comes
father's drive and potential and his strategic approach
to his business. He looked up to his father as a great
man… he had made it as a bright and successful
entrepreneur, even without the backing of formal
education.

His father had started his career as a sales guy selling
soft toys in his early 20s. Sanjay, like his father, was drawn
to the profession instinctively… he realized this during
his first stint at selling raffle tickets for a school event.
But he didn't want to start his career as a peddler. He
wanted more. An MBA from a good institute and a job
as a management trainee at a reputed FMCG company
in Bangalore gave his career the right start.

When Sanjay first relocated to Mumbai, he was 26,

single and his time was completely his own. He enjoyed
the odd timings, and the frequent traveling. Marketing
in FMCG is an intense business, but he relished the time
advantage he had over the other colleagues. If he
needed to work at the office late or if he had to take
home a pile of papers to read or to prepare for a meeting
the next day, he had no problems. In fact, it all seemed
like so much fun. He was reporting to the marketing
manager and was responsible for new product launches
and brand management. He was also in charge of
market planning at various national and local levels. He
had intensive exposure in all areas of marketing
including media, and e-commerce. He loved his job.

A year later, Sanjay met Neetu at a party. Neetu was
a software engineer in a fast growing IT organization.

appraisals for five years as a marketing manager in charge
for brand management, Sanjay was transferred to a
front line managerial position at Kolkata. Although the
transfer was only a lateral move on paper, it enabled
him to move into the company's main line of business,
where there were more opportunities for growth. Neetu
decided to say in Mumbai, since she was leading a critical
project. It was a strange feeling, living apart, even though
they were married. But then, it was only a matter of
eight months, they reasoned. Time would fly. And it did.

Within his eight months tenure in Kolkata, his
outstanding performance was reviewed and recognized,
Sanjay was promoted as a senior manager back at the
Mumbai head office. It was also mentioned in his

discussion with his CEO that the profile included an
international assignment for two years. Initially, Sanjay
was happy about the offer. The profile was scintillating…
he would handle development of new global brands.
But there was a catch… the offer needed him to be
relocated internationally for two years.

Neetu was away on an official trip to the US and was
scheduled back only after two weeks. He needed to
have a discussion with her in detail before he made a
decision. Two years was a long time. Would she move
with him? What about her job and the kids' future?
Neetu's commitment to the job and her developmental
drive to shape her career had increased. He was not
sure how they would handle this relocation dilemma.
The kids were very young… Arjun was 3 and Tarini just
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1. It would be unfair on Neetu to juggle her job and the
home single-handedly for such a long time. And it was
equally unfair to expect her to give up her job and move
with him. What would they do? He decided it should be
her call. He would simply leave the choice to her.

Neetu had a tough decision to make. Many sleepless
nights and dozens of tense arguments later, she
announced that she would take a sabbatical for two
years and relocate with him to California. She took a
career break and joined Sanjay. Maybe the change would
do her good, she convinced herself. But things did not
turn out for the best. The shift from a career woman to
a bored domestic housewife did not suit Neetu. She
became very frightened and concerned about her
identity and security. Fights and disagreements at home
became more frequent. Neetu was cut off from the
corporate world, which represented her professional
identity. She felt that she had lost her sense of purpose
and self-esteem. Sanjay saw her in pain, but he couldn't
help her out. He could understand her anger, frustration,
resentfulness and boredom as simply being a trailing
spouse. There was now a real breach between them.
There were days when they even went to the extent of
thinking about a separation. Fortunately it didn't
happen.

Sanjay could understand Neetu's feelings. She was
experiencing a sense of discomfort with an unfamiliar
lifestyle, a loss of continuity in her career progression,
and a loss of network with people who had been central
to her professional life. On the one side, he needed to
build his career and excel in his chosen field. On the
other side, he was pressurized by a need to fulfill the
expectations and duties accompanying parenthood and
nurturing the family. He felt torn between his career
and the family. He felt he was letting Neetu down as a
husband and life partner. He felt pulled in so many
directions.

He was now finding it virtually impossible to keep
up with the promises, deadlines and targets crucial to
his role. Being in charge of the global brand
development of a reputed FMCG sector, he had major
responsibilities and accountabilities, managing an
exciting portfolio of globally recognized brands and

positioning a group of products that millions bought
every day. He wondered whether he should feel excited
at the possibilities of vertical advancement in his career
or cry "No more". Each additional responsibility was
adding a new burden to his personal life. Was this what
he had wanted for himself?

Would the quality of their life have been better if he
had remained single? After marriage and the kids, his
priorities had changed. The responsibilities at work were
rising with each passing month. His timings were getting
more and more irregular, work days extended into late
nights, and he was hardly ever home before dinner time.
He had even started scheduling frequent breakfast
meetings and left home before Neetu was up. He met
the kids only on Sundays, that is, when he was in town.
He could barely remember the last time when he and
Neetu had spent a peaceful hour together. They were
growing apart day by day. He had no idea how she spent
her day or who her friends were. She was irritable and
uncommunicative and constantly complained about
how sick she was of shopping, cooking and cleaning.
They had nothing in common anymore. They would
argue about inconsequential things. His work was
costing him their life!

Last week, when Arjun tripped in the backyard and
grazed his knee, he had cried incessantly and refused to
calm down inspite of Sanjay offering him his favourite
ice cream. It was only when Neetu picked him up and
that he stopped crying. Sanjay had found it impossible
to control Arjun. He was afraid that Arjun and Tarini
would grow up isolated from their father. Would he
become 'the man they saw once in 7-10 days'.

Neetu was almost like a single parent. She missed
the simple joys of life, like taking the kids to the zoo with
Sanjay and sharing happy and no-so-happy moments
with him. He was hardly every there when she needed
him the most… like the time when Arjun was having his
teething troubles, or fighting bullies at school, or when
Tarini said her first words, or when they had that
burglary scare. He did not even notice her new hairstyle
or make any remark about the new carpet. He was
always so stressed out that she did not feel like burdening
him more with her own troubles. But she was human
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too… she needed someone to talk to. And much as she
tried, she would find herself pouring out her woes to
him… the little irritants, the small nuisances… they were
all symptoms of her problem… she was bored to death
and hated not being able to pursue her career. Neetu's
two year sabbatical would end in a couple of months,
but seeing Sanjay's crazy schedule, she could not
imagine her career taking off. Leaving the kids at a creche
or with a babysitter could be an option, but a couple of
years later. Tarini was too young right now. Neetu cringed
at the thought of wasting away another 2-3 years of her
life… Her only consolation was that the kids needed
her at this time, and she was doing this all for them.

As the plane finally touched the ground, Sanjay found
himself in an increasingly frustrated mood, thinking
about the discussion with the new CEO at the board
meeting. Paras Himani was a tough boss and he had his
priorities clearly chalked out. He was a man in a hurry.
He was also the type of person who felt it was his right
as a CEO to push everybody to match his pace. His
constant agenda was "Let's do it yesterday."

Sanjay recalled Himani's words: "We are coming out
of a stage where we were not profitable enough. We
need to expand our business globally. Our competitive
environment is changing, and our customers are
demanding a different set of requirements from us.

case study
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ANALYSIS
Define norms acceptable to all family members

t the Institute which I head in India we do a
yearly survey in over hundred organizations to
understand if they can be called a Great PlaceA

to Work©. Our partners in 24 countries across the world
do a similar survey every year. The results of this survey
form the basis for the Fortune magazine's 100 Best
Employer issue, and similar issues in business magazines
across the world (including Businessworld in India).  In
this survey we ask employees to respond to a specific
statement, "People are encouraged to balance their work
life and their personal life." The answers are revealing.

In 2004 when we did our survey and identified the
Top 25 Great Places to Work© in India, only 67 percent
of the employees even in these great work places felt
that their organization encourage them to balance their
work life and personal life. This is among the three lowest
scores in the 57-statement survey and a full 10 per cent
lower than the average score of the 100 Best Employers
in US indicating that work life balance issues are
particularly evident in the Indian context even among
the best employers.

At that time writing in a business magazine I had
commented, "As the Indian economy opens up, today's
generation of Indians are pushing themselves to make
the most of opportunities. Working hours are getting
longer, stress and fatigue are now common - much like
what US went through in the 1950s, Japan and Germany
went through in the 1960s and 1970s, and the Asian
Tigers more recently. Very often, people tend to mix

their personal and professional lives. Think of the
number of times that you've invited business partners
home, taken official telephone calls at home, and spent
hours downloading email on your laptop. In the days to
come, work -life balance issues could well become an
important differentiator for a Great Place to Work."

In my conversations with industry leaders many
argued passionately that if India is to be an economic
superpower in our lifetime work life balance cannot be
allowed to come in the way.

Indeed like the American, Japanese and Koreans in
the past one generation will have to make a big sacrifice,
and that generation is ours. We are making history and
a GDP growth rate in excess of 8 per cent and a per
capita income of USD 3000 (from around USD 300
currently) will not happen by constantly harping on work
life balance.

We were eagerly awaiting the results of the 2005
survey to see if work life balance issues continue to be a
lower priority in the Great Places to Work© in India. We
were in for a surprise.

Ten percent more employees were agreeing with
the statement, "People are encouraged to balance their
work life and their personal life." This is the single highest
jump in employee perception for any statement in the
survey.

This shows that at least among the best employers
there is a growing emphasis on work life balance issues
of employees. And there are number of ways in which

Prasenjit Bhattacharya
Vice President, Consulting Services, Grow Talent Co Ltd.
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There is no alternative but to change. This may lead to
excessive workload, extended duration of work,
schedule conflicts and deadlines. I hope you are
prepared for more travel. This is a critical phase for our
globalization."

Sanjay was reminded of a saying that he had read
somewhere: "Ask yourself what you would like to have
on your tombstone, how you want to be remembered."
As a corporate professional, he felt he would like to be

remembered for the contributions that he had made to
his field, but in all reality that was a short term
phenomenon. In his quest for career success, he felt
guilty that he was neglecting his family. What about their
dream of bringing up the children with the best
education, facilities and support? How would that be
possible without establishing a proper career? How
could he balance his attention to his career and his
family?
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some of the best workplaces are encouraging employees
like Sanjay to meet the seemingly conflicting
requirements of the Organization, himself, and his
family. We shall talk about some of these in a while.

Why has work- family balance become a critical
issue today?
Work - family balance has become critical today for a
variety of reasons. Increased competition and
expectations of customers mean that employees have
to work not only smarter, but harder and longer as well,
while working smarter. Opportunities for many Indian
organizations are of a global scale, and growth is largely
a factor of how much one can deliver. Opportunities of
a global scale have not only fuelled ambitions of
organizations, but aspirations of their employees as well.
Today, an employee can aspire to grow faster and
achieve more in the corporate rate race than ever
before. Not many have the time to pause and ponder
over the old adage that winning the rat race presupposes
that you are a rat.

Though a recent CII survey shows there are only 6
percent women in the organized workforce their
numbers are growing, particularly in new sectors like
BPOs (where the women employment is often 50 percent
or higher). Anecdotal evidence suggests that more
women are seeking financial independence and a career
- in short an identity of their own beyond their father or
husband. This has significant implications for a
traditionally patriarchal society like ours. How can
society, organizations and individuals collaborate to
increase the chances of both men and women realizing
their aspirations? What will be the impact of more and
more dual career couples on future generations? This
case represents an interesting opportunity to look at
some of these issues.

What is Sanjay's situation today?
Sanjay is highly ambitious and has developed a self-
image where his identity is inextricably linked to his job
and success at work. These are also qualities that
attracted him to his wife Neetu. If one were to forget
gender stereotypes for a while Sanjay is very much like
Neetu. For a moment if we are to imagine that Sanjay is
the wife and Neetu the husband, we can visualize Sanjay
reacting exactly in the way Neetu is reacting.

So why did Neetu agree to take a 2 year sabbatical
and accompany Sanjay to California? I believe to a large
extent the answer to that is not just in Neetu's personality
but also in societal expectations.

A patriarchal society encourages women to accept
a) gender-based stereotypes, b) denial of equal self-
expression, c) sacrifice for family, and d) a belief that
these are just. Some time back I was visiting a new
project being commissioned by a well-known
Organization in a rural hinterland of India. I was
pleasantly surprised to know that more than 30 percent
of the engineers were women. In the evening I
participated in a focus group discussion with a group of
women engineers. Almost all of them expressed a need

for creating a distinct identity for themselves in their
professional career. This was similar to the response I
get from similar groups of men. What was different was
almost all women considered marriage as an equally
important decision compared to their job, and majority
of them gave marriage as a reason for potentially
switching jobs.

Regardless of what prompted Neetu to relocate with
her husband to California, there is no evidence in the
case to lead us to believe that Neetu and Sanjay were
adequately prepared for the change in environment/
lifestyle and related issues. There is enough anecdotal
evidence to suggest that the transition to a society where
one does not have the family and social support that
one has in India is not smooth, even for single career
couples. A free and frank discussion between Sanjay,
Neetu and Sanjay's Organization before the relocation
might have obviated some of the issues Sanjay is
grappling with now.

Sanjay is dealing with three obvious conflicts. The
first is the conflict between his career ambition and his
wife's. In both the cases their self-image seems to be
linked to their career. The second conflict is between
his roles as a manager which is largely defined by the
Organization's expectation from him, and his roles of a
husband and a father which is defined by expectations
of his family.

The biggest conflict could be not clarifying his own
expectations from himself and thereby prioritizing what
he needs to do.

The consequence of not dealing with the above
situation for Sanjay could be high and not only in relation
to his family (where they have contemplated separation)
but also in his job. In a recent address Dr Mashelkar
gives the example of Sachin Tendulkar to illustrate how
family support is important to reach and stay at the top.
In a recent article in HBR " Overloaded circuits- why
smart people under perform", Edward M Hallowell gives
examples of people suffering from Attention Deficit Trait
(ADT) leading to their inability to deal with challenges
at work. Sanjay can become a statistic in executive
burnout if he does not deal with his current conflicts
effectively.

What can Sanjay do?
In my opinion the starting point is: understanding the
way we look at work- family balance issues. Many of us
raised on western concepts of balance looks at various
roles we play as distinct, and therefore, try to meet the
expectations of each of these roles, expectations that
might conflict. (Refer Figure below)

Manager Husband

FatherClub
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An alternate way of looking at self and roles is what
has been written in some of our sources of ancient
wisdom, amongst others Patanjali's yoga sutra which
looks at various roles not in isolation. In this frame the
various roles we play are not distinct but each one builds
on the other starting with the self. The starting point is
defining the priority between different roles and
establishing balance in each preceding role. Life is an
opportunity to play different roles with the ultimate
aim of realizing one's vision by being of greatest service
to maximum others. This model presupposes that to
play a higher role you must have achieved balance in
the previous role by negotiating expectations from that
role or even eliminating that role if required. (Eg. most
clergies do not have to play family roles)

that a role that is taking a lot of time is actually not
important from the point of one's vision and values.

For Sanjay and Neetu it will be worthwhile to have a
heart to heart chat to reestablish how important their
marriage and their family is to them. When one partner
in a marriage starts complaining about the other partner
not spending enough time very often the issue is their
relationship itself and not just time. To ensure that this
discussion does not become an exercise in blaming each
other Sanjay (or Neetu) should take the lead and start
by genuinely talking about all the things which attracted
them to each other, and things which is made their
marriage work so far. This process, called appreciative
inquiry, is about discovering what works in a situation
rather than what does not. Very often we get so engrossed
with day-to-day irritants that we lose sight of what is
working well. If Sanjay and Neetu are able to do this
there is hope in this marriage.

The next step is to understand each other's
aspirations. It is important for Sanjay to understand
Neetu's aspirations and talk about his. It is all right to be
confused about what one really wants to do unless one
has spent some time thinking about what his or her
vision is. Most likely each person may come up with a
list of things they would want to do or things they do
not want to do. This is also the time to clarify
expectations one has from the other, including unstated
expectations. This is the tough part of making the
relationship work. Hopefully, before they come to this
part Sanjay and Neetu have already figured out why
they need to make the relationship work.

I know of a dual career couple where the wife got a
dream offer from another city. The couple had a dialogue
similar to above and came to the conclusion that this
time the husband would shift cities (which meant a
change of job for him), however, next time if the husband
gets a good opportunity the wife would reciprocate.
This did happen eight years later, and though the wife
did not get an appropriate opportunity (commensurate
to her career stage) in the new city she perceived the
whole situation to be a fair deal in light of their previous
agreement. For both their marriage was very important.
In another case the husband assumed that as long as he
is earning significantly more than the wife his wife would
follow him wherever he works. Unfortunately, by the
time he could verbalise this assumption the marriage
had already soured and the wife blamed him and the
constant changes of cities for her inability to earn as
much as him.

Apart from the partner in a family it is important to
take one's children into confidence. When I changed
jobs from line HR to consulting I remember spending
time with my seven year son explaining to him what this
means - constant travel, time away from home etc. I
also explained the reason why I want to do this. We
talked about it and finally came to a conclusion - we will
try it for five years, I will try and spend all Sundays at
home, we will not compromise on our vacation time,
and my son will do his studies regularly, even when I am
not at home.

I recommend that Sanjay and his family arrive at

Work

Divinity/Vision

Family

Self

Society

As a first step Sanjay has to define a vision for himself
not in narrow terms by being limited to one role alone.
A vision to be inspiring and energizing needs to capture
the meaning of one's existence based on one's
interpretation of such meaning. This vision would reflect
the deeply held values of the individual. Viktor E Frankl
in his bestseller "Man's search for meaning" says, "Man
is a being whose main concern consists in fulfilling a
meaning and in actualizing values, rather than in the
mere gratification and satisfaction of drives and
instincts" Arriving at a personal vision is a creative
process that involves deep introspection & reflection.
When we look at all the incidents and events that
influence us in our life we will notice that there are
some common values that drive us and shape our
reaction to life's situations. Sanjay needs to ask himself
the question, "If I had no constraint of time or money
what would I be doing for the rest of my life? Why would
I be doing it?" For most of us the answer to the first
question may not necessarily be what we are doing now.
This does not mean we have to leave everything we are
doing and chart a new course from next day. The second
question is very helpful in understanding what drives
us- what are our values. Rather than waiting for that
ideal day and time when we have no constraints what
do I need to do differently from today to live my values.

In answering the question of what is my vision and
values one also arrives at the prioritization of various
roles. Very often one realizes that the family and the
workplace offers maximum opportunity to practice the
value one holds dearly. In some cases one might find
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ANALYSIS
Career comes first… but at what cost?

t took me quite a while to pen this analysis and I
must admit this was primarily because Sanjay's
anguished questions created a strong sense ofI

personal discomfort, the sort created when one is faced

with painful truths. Being part of a dual career couple
myself, a lot of Sanjay's dilemma rang true. I do believe
that in today's world, dual career couples are caught in
a time warp that is completely self inflicted - crystal
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norms which are acceptable to all family members.
Sanjay and Neetu should, for example, explore what
will happen if Neetu gets a similar career break later.
Would Sanjay accompany her, the same way she did?
Norms ensure that family members perceive there is
mutual respect and equality.

Some of these norms might mean that Sanjay and
Neetu look for newer options. Neetu may like to look at
part time options to work or upgrade her skills. Sanjay
may need to negotiate with his Organization and boss
about aspects like not traveling or working on weekends.

I have taken the self, spouse and the family first on
the assumption that they (and therefore the roles Sanjay
plays vis-à-vis them) are priority. The same process that
Sanjay uses for his wife and family can be used with his
boss to attempt a better work- life balance.

What can organizations do to promote better
work- family balance?
Organizations, particularly those who want to build their
employer brands (and therefore attract better talent),
are taking proactive steps to address this issue. Crèche
and playground facility for employee's children has
been introduced by some organizations ( Texas
Instruments, Honeywell etc) This is a big help,
particularly for women. qqqqqqqqIn US where 62
percent of adult women participate in the workforce,
54 percent of children use day care facilities. In India,
day care facilities are almost non-existent and very few
organizations provide crèches.

Organizations are now providing professional
relocation services, which includes advance information
about socio-economic conditions in the new city/
country. Many organizations encourage the spouse to
go in advance of the actual transfer to have a first hand
feel about the city, including look at aspects like housing
and schools etc.

The Employee Assistance Programmes globally is a
multi billion-dollar industry, which uses specialized

service providers to help organizations address issues
of work life balance, among other things. Some of these
service providers are now available in India.
Organizations like Texas Instruments have introduced
counseling services for employees, a practice which was
limited earlier to manufacturing organizations tackling
absenteeism & alcoholism in blue collared employees.

Organizations, particularly in India, are one step
ahead in involving families with a number of informal
ways apart from formal occasions like annual days and
family days. Similarly, flexible timings are a norm in IT
industry.

Sabbaticals, Paternity Leave, Flexi time, concierge
services are a norm in most companies which make it
to the Great places to Work© list. Sasken, for example,
has a hibernation leave which is a paid leave of 8 weeks
for 2 years of service, recognizing the intense work that
most employees have to put in.

However, not enough is being done. The medical
implications of stress due to work-family issues, is one
reason why we need to focus on this area.

A study published some time back in the Journal of
the American Medical Association estimated that the
cost of lost productivity to only one disorder, major
depression, is over $31 billion annually.

There is enough evidence to suggest that
government, society and organizations start taking the
issue of work-family balance seriously, particularly if
we want to attract and retain talented women in the
workforce. Compared to 46 per cent women managers
in US in India it is a dismal 4 per cent (Source: Goldman
Sachs & CII Study) It is an irony that while India has the
largest number of young people, most Organizations
are seriously short of talent. One major reason is girls
who do equally well (if not better) as boys in schools do
not make it to the workforce, let alone management
levels.

In a way this case is as much about Neetu realizing
her potential, as it is about Sanjay gaining his work-
family balance.
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clear memories of one's childhood days when having a
parent at home awaiting your return from school was
taken for granted - and the uneasiness that you cannot
offer the same to your child at home. Or the belief that
parenting today needs to be in the same manner as
what one has experienced. At the risk of being
misunderstood as unappreciative of my parents, I must
say, that the level of 'involved parenting' and the
challenges of the same seem far, far greater than what it
may have been a generation ago. The need for more
active involvement with the child's development, the
need to provide more mental stimulation, grappling with
one's own time constraints as well as the child's
demanding schedule is quite an uphill task for any parent,
be it the working professional or the home-maker. I
think too, as parents, this generation tends to worry a
lot more, have more self-doubt and qualms about the
safety of their child, their preparedness for life's
challenges, constantly questioning their ability to be
'model parents' (and believing that something like this
does exist!). Add to this the dimension of needing to
invest in your marriage and be a model spouse…and
wow, we do have a super human in all of us!

But as I ruminated on this more, I wondered why
we seemed to believe that these contradictions are faced
by individuals in the corporate world alone? If you step
back and wonder at the commitment that is expected
from people in the medical profession (and many of
them are dual career couples, with both individuals in
the same profession) or from those in the NGO sector,
the balancing act probably remains the most challenging
aspect of their lives. Imagine too, that rarely do they
have the support of a flexible organization structure or
the benefit of progressive policies that many corporate
organizations create today. I recall a  relative needing to
leave her children alone at home every time she had
night duty at the hospital, and accept the prospect of
being on call at any time of day or night. And frankly
there is no concept of 'flexi-time' at hospitals, is there?
Or what about the situation faced by a single individual
with ailing parents and having to balance his/her
professional career concerns with a personal need for
greater physical proximity and time with the family?

The first recommendation I'd have then is to start
with the realization that this phenomenon is not just
specific to the corporate world. Today's world of
execution at the speed of thought may accentuate and
create heightened sensitivity towards the issue of
workplace stress (and thank god for that) but just
realizing its existence in arenas beyond the corporate
sector opens a window of opportunity for us human
resource professionals to explore alternate solutions.

Sanjay's dilemma is not unique and yet to resolve
the stresses, what would work best is an individualized
approach. The conflicts and raging debates in the head
are just so personal, that it would be impossible for one
to 'outsource' the decision making or solution generation
process! Lets begin then by reviewing the manner in
which some critical personal choices were made in this
case. The advantage of a dual career couple is that each
individual is understandably more sensitive to the career

aspirations, personal challenges faced by their partner,
having personally experienced these themselves. Critical
too then is the need for all decision making to leverage
this advantage significantly. So when Sanjay leaves the
decision of relocation to his partner, Neetu, he abdicates
his responsibility of creating a mutually acceptable
decision and in empowering her to decide his career,
created a more disempowering situation for himself. A
lost opportunity for absorbing the implications of the
decision and hence being better prepared for the choices
and stresses. The self guilt he and Neetu are facing results
as much from the lack of a healthy, engaged dialogue in
their marriage as the situation itself. Now, at the cross
roads of a career that he finds exceedingly frustrating
and a personal self image as a parent that he wishes to
create, Sanjay would do well to understand that the
decisions taken need to be ones that both Neetu and he
mutually agree to. Instead of a decision so favourably
tilted towards one of the partners. However, the other
aspect is one of creative confrontation and crucial
conversations. Some of the crucial elements for this
would be to truly engage in real dialogue, but first build
an environment of trust and openness. By focusing on
what one really wants, you do have a great chance of
finding the "and" solution - it is possible to reach a
decision that meets both partners needs.

Hidden somewhere also, is Sanjay's growing
realization that just maybe, his workplace
responsibilities may be stretching him beyond the zone
of 'acceptable stress' levels. Research has proven that
stress can be a great catalyst as long as it is within an
acceptable stress zone, and that limit is determined
purely from an individual perspective. Sanjay's feelings
about being torn between work and family, his need for
sometimes crying out "no more", his increasing
frustration with the pace demanded by the CEO, has to
go beyond the realization that his work is costing them
their life. The situation cannot be remedied by a "work-
life" balance approach alone. Instead what's important
is to face the difficult question of whether Sanjay is ready
right now for the challenges at work. Or is this a case of
a fast-track performer simply reaching a burn out
phase? Does he need to significantly cut back on work
responsibilities not just to manage his time and personal
commits better, but also to help him achieve his
deliverables and recreate a sense of achievement in his
professional life? Sanjay needs to let go, embrace the
choices he makes and trust that he and Neetu will make
the right decisions for their family.

For Neetu, her intense need for balancing her role
as a home-maker with her personal aspirations is
probably the dilemma we are least empathetic to. At
the heart of today's environment of nuclear families
lies the core disadvantage of the lack of an extended
support network for life stages such as this. All the more
accentuated in the absence of alternate reliable child-
care options. In a recent seminar for working women,
key women entrepreneurs and corporate professionals
who had made it to the top rung of the corporate ladder
- all had a common story to tell. Most women had taken
a break in their professional careers to take care of
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children and other familial responsibilities - the good
news being that universally, they did not believe it had
impacted their career growth. Irrespective of whether
they chose to get back to a career in their original
domains or venture adventurously into something
different - once the initial adjustments were made, they
found themselves adapting admirably to the new world.
Thankfully, not only has entrepreneurship flourished
but also, one truly sees that individual competence and
commitment are the sole criteria for success. So Neetu
would do well to break off from self-doubt and instead
of finding solace in the fact that she is in this "for the
children", throw herself whole heartedly into her current
life and be less pre-occupied with what she thinks she's
foregoing.

Often, work assignments, and specifically
international ones that require relocation are
misrepresented as some of the most rewarding
assignments to get more visible recognition and faster
growth on the corporate ladder. Sure they would be,
but today time and geographical boundaries are no
longer a constraint - alternative options exist and can
be explored. Many organizations deploy shorter
business driven assignments that help provide the
individual the necessary global exposure required for
the role as well as allow the employee to undertake the
assignment under significantly lesser stress about the
impact on his family

From the organizations perspective, many still
refrain from offering a more effective, though complex,
array of interrelated human resource efforts to address
work and family balancing. This bundle of human
resource efforts can range from better support for child
care to flexi- time options, wellness programs to ensure
organization sensitivity to employees physical and mental
health, integration programs to help relocating
employees adjust to the stresses created by new
environments, active encouragement to utilize leave
options etc. Onsite crèches may be increasingly popular
with organizations, however, human resource
professionals would do well to approach such issues in
a more flexible and creative manner. By identifying and
tying up with reputed child care programs at close
proximity to the workplace, or by enhancing the flexi-
time options for individuals, or leveraging technology
to allow for increased work at home, tele-commuting
options - the organization creates not just more variety
in their work-life balance programs but also ensures
that more individuals benefit by choosing an option
that suits their personal need the best.

Recently, at TI we've announced a bundle of such
initiatives including exploring how we can move from a
"work hours" policy to a "core hours" policy. Another
innovation was the announcement of a bundle of
initiatives under the theme of "Friday@5" - and every
time a cynical question is raised about its effectiveness
(since there are still people seen working beyond 5 p.m),
the counter argument clearly is that the 'message' is
equally important; especially when it comes to
demonstrating organizational commitment to work-life
balance programs. We hold a variety of sessions every

Friday - announced a "work-life balance" month,
sessions on building a personal culture of financial
alacrity, discussions around parenting, health and fitness
talks, launching a cleaners and dyers facility on campus
etc..We even had the TI music band performing on a
Friday evening and so did the dance troupe! The
challenge for the human resource professional is not in
its conceptualization or launch, but in the sustainability
of such initiatives through sheer conviction and
persistence. By looking for hard and cold data on the
return on investment for any new human resource
effort, organizations relinquish the opportunity for
creating a more engaged workforce.

In a research paper titled "Work-Family Human
Resource Bundles and Perceived Organizational
Performance," Perry-Smith and co-author Terry C.
Blum, dean and a professor at the DuPree College of
Management at the Georgia Institute of Technology,
explore the "link between bundles of human resource
work-family policies and organizational outcomes."
They concluded that the symbolic value of grouped
work-life human resource offerings went far to promote
a higher degree of loyalty and satisfaction among
employees Companies that are savvy about employing
an integrated set of work-life programs may also enjoy
an advantage over their competitors, as a strong and
complex system of human resource offerings in this
area, if successful, may be difficult to copy. Perry-Smith
adds, "Companies have to be more creative in being
competitive. It's all about value generation, and shifting
the paradigm." The researchers conclude that "an HR
bundle that gives employees the flexibility, the
information, the convenience, and the financial
assistance to better manage their non-work lives can be
considered strategic and should be added to the list of
the 'best practices' of strategic human resource
management

On a more cautionary note, much can be debated
and written about the organizational support required
for resolving such real employee challenges. This is
mistakenly considered as the sole approach with the
onus being largely on the organization to show incredible
sensitivity to work-life balance issues. Be that as it may,
it remains the individual's purview to determine for
himself the right balance in his life.
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