
A recent poll of executives and
professionals by MRINetwork, a
major international search and
recruitment organization found
that the majority rarely stop
working. Typically, they worked
evenings, weekends, and during
their commute. Many believed
that their employers were respon-
sible for creating the situations
that lead to overwork.

70% of 500+ people surveyed
said the organizations they
worked for did not do a good job at
fostering a work/life balance.
65% of participants in the poll
were frequently still working
after normal office hours, a fur-
ther 19% worked 'sometimes', 9%
occasionally. Only 5% said they
never did so.

Michael Jalbert, president of
MRINetwork, commented:

"They often feel they have no
choice but to work as much as it
takes to meet management's
expectations. More enlightened
managers, however, are begin-
ning to realize that the X and Y
generations are much more com-
mitted to forging a balanced life
than the retiring baby boomers.
This will inevitably lead to a
reevaluation of the performance
requirements of individual posi-
tions within many companies,
especially as the younger genera-
tion moves into higher manage-
ment levels."

"A number of factors influence
the rising number of people
whose work day extends far
beyond the traditional hours,"
Michael Jalbert said. "Obviously
technology that makes staying
connected almost anywhere in
the world effortless is a signifi-
cant contributor. And for many
people that's led to an almost com-
pulsive need for 24/7 interaction."

He noted that many organiza-
tions were understaffed. "Most
people simply have more work to
do than they can accomplish in
eight or even ten-hour days . In
some cases, working overtime
has masked the need to hire more
mid-to-upper-level employees. If
the work is getting done satisfac-
torily, senior management may
not be aware of gaps in their
workforce."

But many employees love what
they do. "The greater their inter-
est and commitment to the work
they do, the more they seem to
work - even when it's not required
of them. To these people, the abil-
ity to stay connected to their
work via a variety of technologi-
cal devices is an asset rather
than a liability."

Michael Jalbert notes that,
especially for telecommuters,
there is a blurring of the distinc-
tion between being 'at work' and
'off work'. "As much as employ-
ees value flexible work sched-
ules, this arrangement can also
encourage working more and
playing less."

Setting  Boundaries  Between  Work
and  Home

E-mail, text messaging and
cellphones make it so easy to
keep control of your work from
home. But a study by Michigan
researchers in 2003 found that
people who integrate their work
and family life are not always
happier.

Ellen Kossek, a professor of
Labr and Industrial Relations at
MSU, found that people who cre-
ate boundaries between work
and family are actually more
connected to their families than
those who integrate their jobs
and personal lives.

"We need to realize that it is OK
to shut work out of our personal
lives," said Kossek. "It's counter
intuitive, but spending more time
specifically on work may actually
help you spend more quality time
with your family." 

Kossek and her collaborators -
Professors Susan Eaton of
Harvard University and Brenda
Lautsch of Simon Fraser
University - surveyed 95 supervi-
sors and over 300 of their employ-
ees. They studied how separating
or integrating work with family
obligations impacted workers'
happiness, time at work and per-
formance. The survey revealed
that managers who integrate
tend to have more work and fami-

ly conflict than those who sepa-
rate.

"Work can take over our per-
sonal lives," said Kossek. "If
you're working from the family
computer in the middle of the
family room, your kids see you at
work and don't understand why
you're physically there, but men-
tally you're someplace else." 

"An easy way to begin to tell if
you are an integrator or a separa-
tor is to ask, do you have one cal-
endar or two? Do you have one
key chain or two? Your ability to
put up boundaries to your work
and family may be able to help
improve your happiness." 
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Performance  Management

Chevron has a structured process for evaluating
and documenting performance. The process creates
a line of sight linkage between individual contribu-
tions and the performance goals of the business. It is
a way for the employee and supervisor to plan, man-
age and document performance on the job. It pro-
vides employees direction so that they can do the
right thing to achieve results. It also gives supervisors
measurable data on which to base pay, selection and
promotion. 

Compensation  and  Benefits

Our compensation and benefits approach allows us
to attract, retain and motivate a highly-competent
workforce. Our philosophy is to provide compensa-
tion and benefit programmes that are competitive on
an aggregate basis, and to tie remuneration to enter-
prise, business unit and individual performance.

Training  and  Development  

This is yet another process that the company han-
dles differently to most companies. At Chevron, this
process begins with a discussion between the super-
visor and employee to identify training needs; this is
then discussed at the Personnel  Development
Committee, which is a platform for discussions on
personnel-related matters, and approved for HR to
plan its training calendar. Training is just one compo-
nent, the other being development initiatives which
can vary from exposure to overseas markets, devel-
opment assignments or cross posting.

The company's Training and Development is very
individual focused and aimed at developing compe-
tencies. The organization has developed detailed
training plans for all levels of the organization. The HR
division of the company is therefore focused with
regards to playing the coordinating role through prop-
er implementation and reporting.

Leadership  Development

The role of leadership plays one of the most impor-
tant elements in an organization. If one does not have
proper leaders one cannot expect good workers. The
company's workforce development team spends a
vast amount of resources to conduct structured lead-
ership development programmes which primarily
focuses on the theoretical aspects with regards to
the values and leadership skills that Chevron expects.

Employee  Engagement  -  Reward  and
Recognition

The company has developed numerous employee
engagement activities which have been successful in
developing the spirit of team building. An initiative of
the MD/CEO Mr. Kishu Gomes the company's Sports
Club includes members which represent all levels of
the organization and has become the platform to build
sound employee relationships. Through structured
programmes such as the Star Awards Night,
Employee of the Year Award etc., which provides
individuals, rewards and recognition that, have
become key elements of the organization.

In conclusion, Mr. Nanyakkara said, HR is only one
element, other business units contribute equally. HR
cannot function in isolation and should not be consid-
ered a policing function it is a 'business partner' that
works together with other BU's for overall success.

Most Senior Employees Never Stop Working


