


WHAT EXACTLY DO
WE MEAN BY “CAREWISE™?

A CareWise™ organization is one 
where managers and staff appreciate 
that many of their colleagues have 
the added responsibility of caring for 
a relative or friend.
 The level of care will vary, and this 
often means that these employees 
may be doing the equivalent of dual 
jobs. Of course, being a Caregiver is 
unpaid work.
They also recognize that most 
employees will be a Caregiver at some 
point in their lives.
So, being CareWise™ recognizes that 
these employees need organization 
and peer support at various times 
- and in various ways- if they are to 
function effectively at work. This 
support can take many forms and can 
differ from employee to employee. 
The key point is that all involved 
accept the importance of being 
responsive to these employee needs 
– just as they are to other employee 
needs – such as childcare support, 
leave, health care, flexible hours of 
work, a supportive company culture 
and so many other ways.
Being CareWise™ is good for 
employees and good for the 
organization.

GETTING STARTED ON THE
CAREWISE™ JOURNEY

Maybe your organization is like most 
and has not addressed the needs of 
Employee-Caregivers specifically. 
By doing this you are creating a range 
of advantages and benefits for your 
organization, for Employee-Caregivers 
specifically - and for all employees 
generally. But – How to do it? Where 
to start, How to continue, and What 
can the result be?
Let’s see this as a journey and not just 
a destination. It takes vision… and a 
true belief that capable and engaged 
Employee-Caregivers and employees 
generally are the key to success. 
And that retaining and nurturing all 
employees is just as important as 
innovation, product development, 
state-of-the art technology, successful 
sales and marketing, loyal customers 
and so on…

A ROADMAP FOR YOUR
CAREWISE™ ORGANIZATION

workplace successes and challenges for Employee-

important processes that employers can adopt with 
this group of employees. 

This is a great start, but there is more to it… Read on!

WANT TO DEMONSTRATE YOU 
ARE CAREWISE™ ?
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Involving employees in anything related to 

in the workplace. 

says…” 

unless it is accompanied by “enablement” it can lead 
to unexpected, unpleasant surprises with serious 

He explains that “enablement” is a training, coaching 

the skills and knowledge they need to be successfully 
empowered to do what is needed of them.”

For example, he says…-“Just as you don’t give a new 
learner driver the keys to the car without having 
completed the necessary driver training and obtained 
their license, it is also big risk to give any employee 

successfully.

A WORD ABOUT EMPLOYEE
EMPOWERMENT 

In fact, without capable, engaged 
employees you can shut the 
doors now – they make success 
happen!Talking about making it 
happen…Let’s see the elements Let’s 
see the elements of your roadmap for 
evolving a CareWise™ organization.

INVOLVE ALL EMPLOYEES
IN THE DECISIONS THAT
AFFECT THEM

This is a fundamental principle of 
organization evolution and change. If 
change is to be successful it needs to 
engage all stakeholders… as early in 
the process as possible.
In this case we mean Employee-
Caregivers specifically and all 
employees (managers and staff) 
generally.
How do involve them? Read on…

GET THE FACTS ABOUT YOUR 
EMPLOYEE-CAREGIVERS 

Employee-Caregivers - and all 
employees - will tell you what you 
need to know. Existing employee 
data may provide some clues but 
an employee survey may be needed 
to tell you what your Employee-
Caregivers really need. 

 ■ Surveys typically provide 
quantitative data expressed as 
percentages or numbers. e.g. 76% 
of employees reported that they 
have little or no knowledge of 
caregiving.
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Rules” (UGR’s) that are expressed as strongly held 
beliefs by employees.

these beliefs about “the way we work around here” 

an external consultant be used to facilitate this 

unearth these beliefs – but to address the challenges 
of what they mean.

tailored training, coaching and support. 

We suggest that this is a powerful process that will 

well. 

and support needed to make the culture change 
process rewarding, as well as challenging.  

PROFITABILITY CHALLENGE

 ■ By taking the outcomes of the 
survey to groups of employees 
you can add qualitative 
information to explain the 
numbers and   explore what 
they mean. e.g. One discussion 
group agreed that “This is an 
issue for the organization and 
for all employees. We all know 
colleagues who are struggling 
at work because they have to go 
home to a parent with dementia 
or one who needs nursing home 
care - but won’t agree to go!” 

 ■ When combined, the data can 
point the way for organization 
and colleague responses. The 
discussion group agreed that 
“We see the effect on our 
colleagues and try to help where 
we can by being understanding 
and following up on some of their 
work, or covering their absence 
when they have an emergency. 
We ask that our managers get 
serious about working on better 

Surveys or focus groups are two 
processes that have passed the test of 
time in obtaining useful information. 
Maybe use them together…
Do the survey then check the results 
in a focus group discussion See our 
Action Sheet “Surveying your Staff” for 
more details on how to undertake an 
in - house survey – and use the results 
effectively.
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KNOW YOUR
WORKPLACE CULTURE

WHAT DO WE REALLY
BELIEVE ABOUT
EMPLOYEE-CAREGIVERS?
What you believe and do in relation to 
Employee-Caregivers (and all employ-
ees), around here matters! Workplace 
behavior is a visible expression of your 
culture. 
Your organization’s culture consists of 
two main strands:  What We Say/Write 
and What We Do.
By looking at workplace culture this 
way you will almost certainly find a 
discrepancy between the two.

1. What we SAY our culture is – This 
is expressed in our Ground Rules 
(GR’s) and policies, our “About 
Us” statements, our mission and 
vison statements and so on… All 
of this is on the table and there 
for all to see.

Evolving a CareWise™ Culture if you are serious about 

the assistance of a trained facilitator.

GETTING SERIOUS
ABOUT CULTURE 

HAVE ANOTHER LOOK AT
YOUR MISSION AND VISION

Knowing your workforce and what 
may work for them (the survey (and 
focus groups) is a great starting point. 
When you couple this with an 
understanding of the challenges for 
organizations to become CareWise™, 
you are on the right journey. Checking 
your Mission and Vison statements is 
a more powerful experience than you 
may think. Armed with your insights 
into your employees and what they 
are saying about your organization 
you can apply these insights into a 
process to re-do these statements – 
with a CareWise™ perspective where 
possible.
For example: Your Mission will explain 
your organization’s purpose or reason-
for-being. Take this example from a 
financial services company:
“Our Mission is to provide consistently best-

the services and customer experiences that 

are fully trained, supported and operate 

that our systems, processes customer service 

“Our Vision is to be recognized by our clients 
as the “go-to” company for high quality 
professionaladvice, backed by customer 
service excellence and employee support and 
development, that makes us a stand- out 

local community”.
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2. However, the What WE DO 
AROUND HERE actions of 
employees and managers 
reveal the hidden or Unwritten 
Ground Rules (UGR’s) that most 
employees understand. These 
often conflict with the official 
version.

If you look at culture from the point of 
view of What We Do, then expect to 
unearth powerful beliefs and actions 
that really govern the way things 
happen…. 
And maybe not what the policies say!
Often these UGR’s don’t align with the 
company policies as employees have 
worked out alternative ways around 
these to get things done – or to by-
pass the official rules. 
For example – company policy about 
customer service may be that “The 
Customer Comes First – If We Don’t 
Look After Our Customers Then 
Someone Else Will.” but maybe 
employees engage in various 
behaviors towards customers that 
don’t demonstrate this - such as 
failing to call back when promised, 
or responding defensively when 
handling customer complaints. 
After identifying the UGR’s, it is 
important to address some or all of 
them in follow-up processes. 
This allows for them to be rewritten 
as positive statements (such as value 
statement, policies, and standard 
operating procedures (SOPs)) that 
also describe the employee behavior 
that is attached.

The process can be used to address 
any aspect of the organization’s 
culture… for example employee 
attitudes, beliefs and behavior 
towards:

 ■ Employee-Caregivers 
 ■ Company benefits
 ■ Employee engagement
 ■ Customer service
 ■ Company policies.

Because of the complexities and 
challenges of this powerful process, 
An exploration of company culture is 
always done with the assistance of a 
trained facilitator.

We focus on Employee-Caregiver engagement as it is 

In many cases the Employee-Caregivers are older, 
experienced employees who form the backbone of 

quality systems management and so on.  

BUILDING ENGAGEMENT WITH 
EMPLOYEE-Caregivers 
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