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Home-like Workplaces: Background

A “home-like” workplace blurs the distinction
between work and non-work domains through its
offering of benefits, amenities, and design i

|-O psychologists are not contributing to the
home-like workplaces discussion in an integrated
way - we have a lot to offer 3



Home-like Workplaces: a Dilemmao

Work is just like home:
there’s no reason to
leave 4

Recruitment potential
Engaged employees
Increased commitment

(Y)

Work is just like home:
there’s no reason to
leave 7

Managing boundaries
Encourage workaholism
Great for whoe
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Share best practices in
implementing home-like
workplace benefits

Goals for the Panel

Q

|dentify the role of IO
expertise in

conversations about

home-like workplaces

m

Discuss future steps
practitioners and
researchers can take to
engage with home-like
workplaces
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Panel Discussion



What steps can organizations take to be
simultaneously more home-like and encourage

employees to have a healthy relationship to
work?



How is access to organizational benefits a justice and
fairness issue, especially when considering a global
workforce?

What steps can IOs take to advocate for and design
inclusive approaches to benefits and services offered
through work, both in their research and in organizations?



How can researchers and practitioners collaborate to
further understand the ramifications of “home-like”
workplaces?

How can and should our work in 1O impact the design of
benefit offerings?



Audience Q&A
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