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important for many reasons. Not only did it help 
people see that managemcllt was serious about giving 
them authority to control significant conditions that 
affected their productivity, bu"t it also helped them �r�e�~� 
�~�i�l�i�z�e� that change was possible and worth the effort. In 
addition, it protcctcd thc work group manager from 
bearing all the risks of' innovation. In another organi­
zation, senior managers, who had prLviously insisted 
Oil ulHcachahle sHetdl goals to Illotivatc rcsearchers, 
allowed them to establish and work toward "realis­
tic" largcts. I\l slill allOlilcr site, IllallagclllclH agrced 
to modify sOllle aspects of' a short-term productivity 
measure. Senior management's willingness to create 

the conditions for sllccess is important to this ap­
proach. Without support, even thc best idcas that 
come from the dual agenda are unlikely to succeed. 

As the group implements work-practice improve­
ments and the benefits to the business become evi­
dent, a'company may be tempted to keep the benefits 
for itself by increasing workloads or reducing head 
count. For example, one unit proposed realigning 
work responsibilities between on-site and remote per­
sonnel to red lICe excessivc travel demands on scien-

• 
tists. However, as the proposal moved forward, the 
company was tempted to increase the number of proj­
ects assigned to each scientist, thcreby replicating both 
the business problem (missed opportunities from lack 
of time for reflection and analysis) and the personal 
issue (no time for 110nwork activities). Only by evalu­
ating the proposed change against the duil criteria did 
the company reexami,ie the indiscrill1inine iilCrease in 
workload and preserve the dual goals. All experiments 
are fragile; without tangible benefit s to employees and 
the visible s:Jpport of key decision makers, they arc 
likely to be only transitul),. 

Conclusion 

The dual agcnda makcs it possible to increase .produc­
tiVIty and effectiveness in the business, while enabling 
ell1ployees to better integrate their work and personal 
lives. But it is not eas), to achicvc. Connecting these is­
sucs is not the typical response. faced with the busi­
ness issues in our examples, most managers would try 
to reengineer work processes, throw more time at the 
problem, or rcduce the workforce to cut costs. Faced 
with the personal life issues, most human resource 
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personnel would ask for additional benefits - like 
bringing in evening meals or giving extra vouchers for 
child care - to help people cope. But these accom­
modations might leave both the workplace and fami­
lies and communities worse off When firms develop 

Only by connecting work 
and personal lives 

through a dual agenda 
can companies reframe the conflict 
into an opportunily for innovation 

and change. 

hUllily-friendly policies and bencfits that leave existing 
work practices and cultural assumptions about work 
and good workers intact, the conflict between the de­
mands of the new workplace and the nceds of families 
and communities is exacerbated. Only by connecting 
work and personal lives through a dual agenda can 
companies reframe the conflict into an opportunity 
for innovation and change. 

How can an organization determine if it would 
benefit from a dual agenda approach? First and most 
obvious is to find out whether people are having dif­
ficulty juggling thcir work and personal lives. Signs' 
of stress and huigllc, complaints aboLit work demands 
and time, and dissatisflCtion with work and family 
policies may cmcrgc in satisfaction surveys, exit in­
terviews, and off-line retreats. M ore critical may be 
the loss of valued employces or the sudden change in 
thc performancc of people who seemed to have great 
potential. 

Such indicators [nay suggcst that a company is 
ready for the dual agcnda approach. They may cx­
plain why creative idcas arc coming only from the 
top of the organization, or why repeated new initia­
tives show grcat promise but thcn disappoinLlf com­
panics'undertake new initiati vcs ro increasc produc­
tivity, revenues, and gcneral performance without 
looking at them through the lens of personal life, the 
vcry goals of the initiatives may be undermined. 

Somc typical work practiccs and assumptions are 
dysfunctional for both business and personal goals: 
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more time necessarily leads to greater productivity; 
time is an unlimited resource; the most committed 
workers are those who work the longest hours; indi­

. vidual s:ompetition and heroics_are the best way to get 
-the most out of people. When work is performed in 

an atmosphere of continual crisis or when the re­

sponse to problems is to do the same thing, only hard­
er, there are clear opportunities for innovation and 
change that can meet the criteria of the dual agenda. 

Linking personal lives with strategic issues is an 
unexpected connection. Bur if we continue to deal 

with each area separately, in the long run, both indi­
viduals and organizations - if not society - will 
suffer. What we have outlined, however, is not a one­
time fix . Rather, it describes a process of continually 
looking at the intersection of work and personal lives 
and using the connection as a lever to challenge work 
practices on an ongoing basis. The solurion to one set 
of issues raises other issues that a company can sub­
ject to the same analysis and experimentation. Such 
an ongoing process results in changed mind-sets and, 
ultimately, in the culture change that most companies 
seek but find so difficult to achieve. 

This unexpected connectIon can revitalize your 
business .• 
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