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Introduction
Managements’ ability, generically speaking, to resolve fiscal anomalies whilst balancing commercial and employee welfare is often woefully inadequate. Thankfully, more recent attitudes have changed for the good in that although there are often unpalatable dilemmas facing management the welfare of employees is more prominent in discussions than it used to be.  The well-being of employees makes a lot of commercial sense as well as being a humane, decent thing to do. There is also increasing levels of customer and community expectation of management to take responsibility for their actions towards the well-being of employees. This responsibility covers direct and indirect employees who are managed through external managed service providers or outsourcing companies. It is incumbent on management to factor-in such ‘soft’ issues that are commercially sound not only because it is socially acceptable, but it does make commercial sense.
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At the time of writing this there is a lot of press coverage on climate change, and the impact that globalisation is having on that, and the role of management. The reputation of an organisation is slowly swinging away from focussing on profits and targets, to how they conduct themselves in achieving them. The conduct of business is getting just as much publicity as the figures on the annual accounts.
Social conscience

However laudable it may sound does it make commercial sense to have a social conscience? The answer is yes. Those old-school members of management who still practice in key business positions (and there are quite a few) would err on the side of caution believing that to have a social conscience is a luxury. Despite such cynics current sway of opinion is that you cannot afford not to have a social conscience. There is undoubted consumer pressure to become corporately responsible for the effect business has on the environment. This is matched by an increasing awareness from employees who are becoming concerned about the impact their role is having on the environment. Organisations can no longer solely rely on their financial growth to determine share price.
However, publicly extolling the virtues of corporate responsibility is one thing, living and breathing it is another. When viewed from both productivity and reputational perspectives there is a lot of sense in ensuring that a social conscience is imbued at all levels of management within an organisation. The symbiotic relationship between commercial and social responsibilities makes for effective management. Embedding that effective mix throughout the managerial infrastructure significantly contributes to the organic growth of a smart, agile and dynamic organisation.
Accepting the premise that a social conscience needs to be embedded throughout all tiers of management, the challenge is making it sufficiently simple and straightforward that it can be applied through normal day-to-day working practices. Trying to devise a complex philosophy would be counterproductive as the intention is to harmonise all tiers of management into an effective unified team. Anything that cannot be easily and simply applied would alienate middle management from executive board level. What would be best is a simple approach applied to existing practices where the inflection raised awareness of the importance of social responsibility, both internally and externally.
A question that exemplifies the extent to which management embrace social conscience is do they really care about life-work balance? If so what are the boundaries, and when does it become commercially inconvenient? As the adage goes ‘the proof of the pudding is in the eating’, or its more modern equivalent ‘do they walk the talk’.
Commercial cycle of reincarnation
The success of a company is down to the quality of the people who run it. A CEO and colleagues on the executive board are assessed, to a large extent, on their ability to manage a successful organisation in the current business climate. Success is judged, to a large extent, by the commercial markets on profitability and reflected in share price. This in turn is fuelled by the organisation’s efficiency, which manifests in high productivity through the management of a cost effective operation. Maintaining existing profitability in a market that is, say, projected to be quite volatile over the coming year, or increasing profitability on last year’s figures, would be uppermost in a CEO’s mind. In ensuring that the organisation is agile, and can effectively flex to meet the constantly changing demands made by its customers, the CEO would certainly be looking to introduce a number of initiatives aimed at driving efficiency improvements to protect the its market position. Any improvement initiative introduced at the beginning of the year would be monitored regularly, and expected to delivery at year end review. At this point the cycle of productivity review, re-establishing strategic objectives and launching a new wave of improvement initiatives would begin all over again. In effect a cycle of reincarnation.
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Trying to do any improvement without looking at the health of the company is foolhardy. Reviewing the health of the company isn’t solely a simple matter of mathematics: i.e. do we have the resources to meet demand? It is about ensuring that the executive management have won the hearts and minds of the employees in a way that will underpin, totally, the proposed strategy and the approach taken to implement the improvement initiatives. This is particularly relevant if the initiatives embrace change management where the psychology of acceptance plays a big part. If those affected are not bought-in to the programme concept and its aims then it will be that much harder to implement and achieve the desired objectives. It could even fail.
There are a number of success factors around maintaining the levels of quality staff within the organisation. Talent management is a constant challenge for many organisations. Labour costs are a major concern in managing an efficient company. Controlling the cost of skilled staff, whether in-house or as provided externally through a third party provider or outsouring company, vexes many good managers. Managing staff retention is part of that as the cost of recruitment is considerable. Clearly anything that minimises the turnover of skilled staff significantly adds to the commercial efficiency of any organisation. This is just a small sample of the personnel challenges regularly facing management.
Management, what is this amorphous entity?

Management has more tools at its disposal than ever before. Mobile telephony, laptops with wireless, pagers, etc. are all designed to enable disparate working communities to be operationally effective irrespective of geography. Management no longer has to sit alongside those for whom they are responsible. Flexibility offered by new technology enables management and employees to have a mature relationship that offers a degree of agility that has never before been possible. Managerial maturity is key in harnessing these opportunities to develop a working environment that is highly flexible, productive and cost effective.
There is no doubt that management, in its widest context, is often viewed with scorn and dismay by the employees for whom they are responsible. Sometimes it is a fair criticism, sometimes it isn’t. Without doubt management will get blamed for getting it wrong more times than they will be praised for getting it right. But as they say “it’s tough at the top”.  A successful organisation cannot afford to have the ‘them and us’ mentality, it undermines any attempt to establish a unified team with a known, and common, purpose.
‘Management’ is the collective noun for those who are responsible for the effective stewardship of the company or organisation. It isn’t just the few elite members of the executive council or board who are ultimately responsible to shareholders, it is about the collective. In order to achieve that synergy there needs to be an effective, integrated relationship between executive and all levels of middle management. Having a truly symbiotic relationship between all managerial layers is critical in nurturing a truly corporate-wide  attitude towards the well being of the organisation. If nothing else it helps to eradicate the blame culture that is destructively evident in many organisations. 

Having a clear definition of what the management fraternity is and its role and responsibilities then we begin to appreciate what their collective objectives and responsibilities are and the professional relationships required to effect them.  Ideally the collective responsibilities should encompass all aspects of management – i.e. commercial and social.

To many employees a major success criteria for management is respect. If you are respected then you will have the employees behind you through good times and bad times. Effective management needs respect which has to be earned, it cannot be commanded.

It is true that respect is earned in different ways in different cultures. Some will respect commercial success at any cost. Others value the manner of the journey rather than the end product itself. Before the onset of globalisation the operating cultures of organisations was very much centred on geographical or national characteristics. Generally speaking the working environment of a British based organisation was much more relaxed (some would say too relaxed), cumbersome and adopted a more measured approach to change. Compared to North American based organisations with their dynamic, hire-and-fire, pressurised environments. Some operational characteristics of an organisation are, however, influenced by national legislation that limits what it can do – e.g. employment law, environmental controls, health and safety, etc.
Interestingly, corporate responsibility (or corporate social responsibility as it is sometimes referred to) has become a popular strategy amongst many large organisations. You have to ask why?  Is it about their relationship with its environment or is it about them ensuring that they appear at an appropriate  position in the league of corporate responsibility rankings when compared with their contemporaries. Cynically one could argue that executives are more concerned about their reputation than the environment. In any event a company’s reputation is at risk which could adversely affect its position with business markets and therefore has to be taken seriously.
Does one cap fit all? No. Companies differ in their strategies towards fair trade and climate change. As long as the branding and strategy are clear then the consumer knows what to expect. Some retail clothing companies who market themselves on the basis of providing low cost, affordable items produced in countries where there is no minimum wage, thrive on that brand. For which there are no apologies. What you see is what you get, and their success clearly indicates that employees and customers are happy with their strategy. Whereas fashionable clothing retailers whose brand is reportedly high quality, high cost products suffers badly if it is found to be using cheap labour in places like India or China. It is about company branding, its alignment to its declared strategy and customer expectations.
Management have to be clear on their brand for both their employees and customers. Understanding the concerns and desires of the employees makes as much commercial sense as determining those of the customer (after all employees are someone else’s customers). Employees who believe in the social strategy of the firm are more likely to become more loyal than those who don’t and assessing  their feelings on these topics is essential. Losing quality staff to competition because the brand was not positioned and marketed properly does not make commercial sense. Either the competitor has got it wrong or you have.
Conscience, where’s that in the job description?
How do you know if a manager is successful? Did they meet their annual productivity targets? Have they come in below budget? Has the growth of the company exceeded x% since the last publicly declared results? These are the types of issues that one normally associate with traditional management which constitutes their commercial conscience. 

Senior management discussions are increasingly including factors that are more aligned with the well being of the organisation. The diction of management is becoming ‘softer’ and more focussed on establishing a ‘happy’ workforce that will contribute to its productivity and reputation as a professional, dynamic organisation. This is its social conscience.

Social conscience is all about the well-being of the company. Like any living organism a fit, healthy and happy one will always outperform an unhappy one. State of mind is a major factor in maximising performance for both the team and individuals.  So it makes sense for management to ensure that the employees are in the best possible state of health, both physically and mentally.
Ensuring that the employees are ‘on-board’ with the stipulated corporate direction and are ‘bought-in’ to the approach over the coming months is key to securing success. In fact their belief in management is crucial to the long-term success of the organisation. Getting an assessment of employees ability to perform well under the current managerial regime is very valuable to an organisation’s future. It is also important to have an understanding of any damaging misconceptions that they may have about management’s stewardship. Determining the health of the most important asset of any organisation just seems common sense to me. Demonstrating that employees are on-board with the executive management is a good indication to the business markets that the company is in good health which will undoubtedly be positively reflected in any stock market evaluation.
Assessing well being
How do you know if the employees are ‘happy’? How do management gauge their success in running the company? What is now appearing on the ‘social radar’ that they ought to concern themselves about over the next twelve months that could impact our ability to deliver? These are the sort of questions management should also be using in assessing their own performance. Judging which issues are priority and when a ‘blip’ on the radar becomes a confirmed target as opposed to intermittent noise, will depend on the current economic climate, culture of the company, and how good the management team are. There is no doubt that the focus of attention will change over a period of time depending on market shifts, political policy, etc. To start somewhere and communicate that fact to employees is of paramount importance as it will let them know that management care and are trying to do something about it.

It is worth remembering here that the intention is not to satisfy the whim of every employee, rather to take a strategic snapshot of the current health of the organisation and determine the main strategic issues to be addressed over the coming year or so.
Typically a review should be undertaken to assess what the employees’ perception is around a number of varied criteria. It should be objective, from employee feedback, as well subjective from management themselves. Questions need to be clear and unequivocal with their responses being clearly qualified. Here are some key characteristics by which a modern management team should be assessed:
Lack of funding & its impact - The allocation of departmental budgets at the beginning of the financial year is a major event in almost all organisations. It borders on being almost personal. It sets the scene regarding where senior management see the benefit in future investment in R&D, technology or organisational growth. Conversely it can be viewed with caution as it can signal either major reforms or even the death-nail for those departments that are considered a liability with cuts to operational budgets.
By default the declared strategic initiatives listed by the executive management team at the beginning of the fiscal year have been given greater priority than those proposed by departments that have not attracted the relevant funding. This can be potentially damaging to those disappointed (and possibly loyal) proposers who had spent a considerable amount of time preparing bid submissions only to find that they have been rejected. Management need to ensure that any investment announcements, whether in R&D, technological infrastructure or improvement initiatives are juxtaposition to the corporate strategy, and is supportive of that agenda. This way staff will know where the emphasis and effort needs to be placed to support the corporate direction. Although it may appear to be a minor issue it is important that employees understand whether the funding is aligned with its strategic investment or simply underpinning productivity improvements in existing processes. If it supports neither then management will be perceived as not understanding how the organisation works, and that they have become detached from the reality of the business.
Management must ensure that the rationale behind their fiscal plans are effectively communicated.
Illness & absenteeism - Employees are a good barometer of how well the organisation is doing.  Loyalty really does provide productivity benefits. High levels of sickness, whether genuine or not, is costly. The costs of recruiting temporary replacements, coupled with the retraining and initial supervision that has to be undertaken each time significantly impacts the productivity of the remaining employees. The cost of not providing temporary cover can be equally costly as it will impact on the goodwill of the remaining staff as their workloads increase, so will stress levels, leading to further sickness (a vicious circle).
A high number of days lost through illness and absenteeism is a bad reflection on management. If genuine then what is causing it? Is it stress caused by ineffective resource management practices resulting in excessive workloads? Is it faulty air conditioning system, or unhealthy rest-rooms causing office-borne illness? Whatever the cause management should be on top of the situation with appropriate action plans to deal with it. After all it does reflect upon how well an organisation would cope if there were a pandemic, for example.
Clearly lost days, for whatever reason, need to be carefully monitored and reviewed. Taking regular soundings and acting accordingly shows that management cares about the well being of the employees. That way there will be the perception that any HR related strategy, such life-work balance or secondment opportunities, will have been based on recent soundings made by management. In other words is it isn’t just another fad with no foundation, substance or backing.
The management of high levels of illness or absenteeism, and to be seen doing so, is a good message to employees that management cares. 
Inconsistent HR policies - There is nothing worse than working in an atmosphere that feels unfair and unjust. This is not about satisfying everyone’s grievance, it is about ensuring that the policies effecting employees lives and their aspirations are clearly defined, publicly available and applied with equal fairness irrespective of grade within the organisation. These policies are the foundation for devising effective talent management procedures and succession plans. Without that foundation of trust and loyalty any plans for the future will flounder.
HR policies need to provide the development opportunities for a modern organisation with aspirational employees. They also need to provide the rigour necessary to ensure that the organisation’s business is conducted in accordance with the highest professional standards. Whatever policies are deemed appropriate they need to be commercially viable. Managing expectations is essential if you are trying to avoid employees becoming disillusioned.
If you are trying to create a community that accepts responsibility for the commercial health of the organisation then assessing the effectiveness of your HR policies is a good way of judging whether the right HR culture has been created to expedite that aim.
Recruit retention – The inability to keep recent recruits raises all sort of questions about why the organisation is an unattractive work place. Some incumbent employees with career aspirations, or those who just want a change or new challenge, will wonder whether the alternative options offered by competitors are worth pursuing for themselves.
Recruitment is expensive. Losing those you have recently recruited who have contributed little in the short time they have been with the organisation is madness, and should be avoided whenever possible. To not stop the rot on this issue just seems folly as it will undermine any attempts to devise future HR strategy (such as talent management).
Lack of leadership – There can be nothing more damaging to the confidence of employees than having a management team that appear unable to lead. The recognition of leadership is a vote of confidence in management’s ability to do the right thing, knowing that they know it is the right thing to do. 
Respect is earned, it cannot be successfully commanded. Senior management must exert leadership in order to maintain respect. Having a title alone isn’t enough. If senior management want the support of the staff to implement a major change, for example, then they must first get their respect.

It is worth noting at the outset that not everyone can be a great leader. Some are more gifted with the inherent skills necessary to make a great leader than others. However everyone can improve their individual leadership skills. It is not all about strategy and ‘big picture thinking’. It is more about translating the vision or current direction into the harsh realities of making it happen, however painful that may appear. A good leader will have the ability to articulate how a change will be made, being sensitive to the impact, whilst being aware of the bigger (potentially political) picture. There will be situations where politically motivated factors will have to be taken into account. Leadership is about taking those factors, keeping them within context, and translating them into current day logic that employees will understand.

A great leader has to be aware of the organisation’s internal culture, and individual departmental variances and power bases. Being able to diplomatically weave through the internal political mine field is crucial. Finding out what switches to pull to get the right overall result is very important in steering the organisation in the declared direction. 
Employees should have the comfort that they are being led by an effective managerial community. Leadership is not solely a requirement of senior management; it is a desirable trait of managers at all levels within the organisation.
Technology – Too often companies see their future in the adoption of technology and the proliferation of automation - the panacea to all their problems! Unfortunately the investment in technology can become imbalanced and a burden with a heavy commitment of future budgets to ongoing maintenance, as well as operational and technical support. The consequence of this is that extant operational budgets are often restricted, even reduced, to cover previous technological commitments. As a consequence the salary bill is often the first budget to be trimmed which obviously impacts staff through redundancies, swiftly followed by a reduction in expenses, entertainment, travel, or Xmas party budgets, which will also have an effect of staff morale.
Clearly if the risks associated with any new investment have not been properly assessed and catered for there will be a shortfall that will impact existing employees. Any negative impact will reinforce  any existing resentment to the introduction of new working practices and supportive technological solutions, fuelling any resistance to any form of change. Management should ensure that all bases are covered and that all benefits will be realised before embarking on a major technological investment.
Being a luddite however is not the answer. Clearly technology plays a major part in any company’s future, and generally speaking, employees welcome anything that is going to assist with productivity. Management’s responsibility is to get the balance right assuring that any investment in technology is appropriate, commercially beneficial and will augment existing operationally processes. Having a see-saw investment strategy – i.e. investing every other year in technology, with the intervening year being used to recover any shortfall in order to maintain a balanced budget - is not a good way of demonstrating that the management team are in control. If the investment in technology is not supporting an effective operation, or worse still having a negative impact on employees, then there needs to a major rethink on the current approach taken by management.

Globalisation & identity crisis - Globalisation is often greeted unfavourably as it used as a euphemism for takeover, downsizing or outsourcing. Outsourcing, right-sourcing, off-shoring, near-shoring are all phrases that tend to put the fear of dread in employees. Unfortunately these are very processes that are commercially viable for providing the right resource at the right price. The bad press has come from the fact that they have been largely used ineffectively by management to try and control the cost of operation. Worse still (assuming it can get worse) is that they are largely ill conceived and badly implemented, resulting in increasing costs!!
If there is one process that regularly highlights the inadequacies of management it is outsourcing. Rather than focussing on improving operational efficiencies through process re-engineering and better resource management the emphasis is too often placed on finding an external provider who can solve the problems with cheaper resources. Not surprisingly this tends to have a negative impact on employees with possible redundancies. It also gives the perception that management are panicking about reducing operational costs and maximising profits. They appear to be reacting to the fact that something has gone wrong and are looking for a big win – they appear to be in disarray.
Whatever benefits are on offer they are rarely sold properly. There will be times when outsourcing will be necessary, despite the fallout that will occur, to secure the long term future of the company. There is no doubt that we all operate in a global market now which in itself will offer opportunities other than just providing cheaper resources, but also offer employees the chance to travel and extend their expertise and knowledge. It particularly provides middle management with the opportunity to think more laterally about how to use resources and skills that may be elsewhere within the global company, or from an external provider.
If a globalisation related proposal isn’t sold properly it is usually because the benefits, whether commercial or political, have not been understood. It is difficult for employees to rationalise their own position within the global picture if management cannot position the company correctly. Employees should be au fait with the organisation’s strategy and its alignment with globalisation and outsourcing. There should be no identity crisis.
Blame – It does not matter if things go wrong, the manner of the recovery is important. When people start blaming each other then things are bad. Recovery should be a team effort - that is everyone in the company including management.
If problems exist – e.g. product quality - what is management doing to improve or correct it? Pointing the finger of blame reflects badly on the culture within a company. It has smacks of anarchy where no one has control and the biggest voice will dictate what actually goes on - in other words management has lost control. The real danger is that in times of a real, genuine crisis those responsible for getting the show on the road will actually be spending more time pulling themselves apart trying to cover their backs.
In such situations the perception is that management is more concerned with getting a scapegoat rather than analysing what went wrong and ensuring that there is a long term fix to avert future failings and restore confidence in the company. Avoid ‘blamestorm’ wherever possible: i.e. a meeting in which mistakes are aired, fingers are pointed and much discomfort is had by all! A blame culture can only be destructive, it does nothing to assist productivity. If blame is pervasive them management have got it wrong.
Customer perception – This could cover a number of areas where the products and/or services provided fail to come up to the required standard. This is particularly important where the customer has formally registered dissatisfaction as opposed to the issue being picked up through internal monitoring and review procedures. Things can go wrong and it’s crucial that management are on top of the output of the company for which they are responsible. If they are not focused on the quality of their products and services which their reputation depends upon, and indeed continued presence in the market place, then what trivia are they concerned about?
Any recorded dissatisfaction is an indication that something is wrong which has not been previously detected by existing internal quality assessment procedures, assuming that management had the foresight to institute them in the first place. This is particularly disconcerting if there has been a sustained pattern of recorded complaints.  Total quality assurance is crucial to the existence let alone the sustained growth of a company. All companies, to varying degrees, rely on their reputation and customer perception is essential to that aim. Management’s responsibility is to ensure that services and products are delivered in line with customer expectation (i.e. price and quality).
Management’s understanding of customer perception of the organisation, its reputation, the quality of its employees (at all levels) and products and services is a key measure of success. It is also important that employees are aware of what the customer thinks and that all viewpoints (i.e. management, employees and even customers) are aligned.
Communication - In many instances the lack of information regarding an issue causes more concern than actually knowing about the issue itself. Invariably the recipient feels insulted that they have not been told what is going on. Employees will expect to be treated with the maturity and respect they deserve. Anything less is insulting.

Failure to have a clear communications plan for all events whether they relate to commercial activity or social events, whether good or bad, not only insults their intelligence but undermines the whole concept of ‘we are all in this together’. This, interestingly, is usually the message issued by management when things are going really badly and want the employees to shoulder some of the responsibility. But to be fair how can the staff shoulder any responsibility if they don’t know about it!

However it must be said that you should avoid ‘spin’ wherever possible. ‘Spin’ here being classified as the over-hyping, elaboration of a situation – i.e. making things better than they really are. Plain speaking will be appreciated by all – having the guts to tell it as it really, however unpalatable, will be appreciated. Every effort should be made to ensure that what is being communicated is correct. Issuing misinformation or incorrect information will seriously damage the relationship management has with the staff. Good regular communications on strategic initiatives, service performance, etc is a great way to keep disparate teams connected and feeling part of the organisation. Particularly if teams are geographically dispersed, with individuals either working from home, off-site or abroad.

Getting the right balance about the amount of communication to issue is also important. Too much and it won’t be read! Timely, structured communications whether social or corporate news needs to effectively managed. Issuing ‘social’ communications too frequently could mean that staff will get fed up with being bombarded with news, resulting in them switching off when important messages needs to be read by all staff. Not suggesting for one moment that social communications is irrelevant, quite the opposite as it helps to keep the corporate family culture alive.

 A mature organisation should recognise that communication is two way. It is not just about getting important messages to the masses, it is about getting feedback. Social communications is a way of management finding out more about their own staff, what interests and motivates them. Feedback mechanisms allow staff to raise any queries or concerns they may have and get them out in the open. Management should encourage the adoption of all forms of communication channels between management and staff, as well as within staff communities, as it generally shows that the company cares about everyone’s opinion.

Analysing the feedback

Obviously every good manager should be walking the floor, visibility gives employees confidence. However it is crucial that you get some objectivity through a formal process that involves feedback and data gathering. Subjectivity alone, however well intentioned, is not enough. Needless to say the survey needs to be carefully worded and the responses accurately represented. I tdoes not have to complicated or expensive, in fact the simpler the better.
For each category (like those highlighted above) you need to determine a score or ranking from 1 to 10 (nothing too fancy), where 1 is poor and 10 is excellent. The score needs to be a combination of subjective feedback from management and employees and objective returns from surveys. As the results of the assessment should be published every effort should be made to ensure that both the categories chosen and resulting scores are an accurate reflection of the concerns of all staff, and a true indication of the organisation’s health.
The results once gathered should be analysed and assessed to produce a management report, with obligatory dashboards, that accurately reflect the ‘well-being’ of the organisation. This would be accompanied by any action plans that are devised to address any particular problem(s). Documentation should be made available to all employees including any management targets that have been set for the coming year. Of course any deviation or discrepancy from previous targets should be clearly explained.
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The process is simple and straightforward, the skill is choosing the correct categories for the assessment.  The chances are that the categories will vary each year to focus on the issues under consideration at that time. It is essential, however, that there is some continuity from one year to the next to show that management are not just knee-jerking to particular concerns and ignoring important past issues. No prescriptive rules, no right or wrong way of doing the assessment. Undertaking such an assessment is significant as it reflects managements’ commitment to maturity and a care for the well-being of all employees.
So do you have a clear conscience?
Clearly the analysis of the results and any conclusions drawn from them will depend on the circumstances of the organisation at that moment in time. There will undoubtedly be certain situations which cannot be easily solved and will take a number of years to resolve. So not all proposed resolutions will be quick fixes, but employees will respect that point and are generally not unreasonable about the timelines for improvements as long as they know that a situation has been recognised and that a resolution is in hand. 

In addition to highlighting particular employee concerns an accumulated total of all the responses will give a good indication of overall managerial performance, particularly its shortcomings. A simple analysis of the accumulated returns should give a high level assessment of whether senior management are doing a good job or not. Clearly if the big picture gives a result of less than 40 then management have a serious problem and urgent, drastic action is required.  At the other end of the scale if the total is in excess of 60 then generally speaking things are going well and management should be looking at refinements to further endorse the reputation of the organisation. Anything between 40 and 60 will require selective improvements.
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In conclusion

Clearly the issues around effective management are very complex and cannot be covered in one place.  The intention here is to take a snapshot of the situation and use that for demonstrative purposes.

At the beginning the question was posed about when do life-work balancing proposals become commercially inconvenient? Clearly the answer will depend upon the circumstances of the organisation. However, generally speaking in today’s modern, mobile and highly technical commercial world it would be irresponsible to abandon any such policies. The labour market of today know their worth and for many of them life experiences are just as valuable as monetary and career opportunities. Organisations that demonstrate mature attitudes towards the management of employees will get due recognition from current employees and potential recruits which can only contribute to improved productivity.
It will almost certainly enhance the reputation of the organisation.
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