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Reconciliation of work and family
Work-life balance at HUK-COBURG

Brussels, 15.09.2009
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1. About us  

The HUK-COBURG Insurance Group …

… is the leading German insurer offering a comprehensive range of

insurance and building society products for all private households. More 

than eight million customers have put their trust in us.

The group consists of five property and casualty insurers – among them 

one online-only insurer – two life insurers, two health insurers, one 

building society and one assistance company.

For 75 years now, the parent company HUK-COBURG which is at the 

top of the insurance group has been operating according to the 

principle of mutuality.
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1. About us  

The parent company – HUK-COBURG

■ Mutual insurance company 

■ Only for public servants

■ 3.5 million members

■ Largest German insurer of public servants: In 49% of all public servant 

households HUK-COBURG is represented with at least one contract.

■ Holds all shares in HUK-COBURG Holding AG, under whose roof the 
subsidiaries of HUK-COBURG Insurance Group are to be found. Three 

“Versicherer im Raum der Kirchen – VRK” (insurers in the field of 

churches) are the special partners for staff members in church, deaconry, 

Caritas and free welfare work. The other companies are open to all 

interested individuals. 
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Company structure

1. About us

72.5 %

HUK-COBURG Haftpflicht-Unterstützungs-Kasse kraftfahrender Beamter Deutschlands a.G.

HUK-COBURG-Allgemeine Vers. AG

HUK24 AG

HUK-COBURG-Rechtsschutzvers. AG

HUK-COBURG-Lebensversicherung AG

HUK-COBURG-Krankenversicherung AG

HUK-COBURG-Bausparkasse AG

HUK-COBURG-Holding AG

HUK-COBURG-Assistance GmbH

PAX-Familienfürsorge Krankenvers. AG

Familienfürsorge Lebensvers. AG

Bruderhilfe Sachversicherung AG

VRK Holding GmbH

IPZ Institut für Pensions-Management  
und Zusatzversorgung GmbH
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The HUK-COBURG Insurance Group – premium income in 2007 by classes of 

insurance (in million €)

� Important provider in all 

classes of private 

insurance

� Traditional focus on 

motor insurance

Health

944.7 
19.9 %

Life

809.5

17.0 %

Legal expenses
196.9

4.1 %

Liability/Accident/Property

525.8

11.1 %

1. About us

Motor 

2,272.7
47.9 %
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Job security – motivated staff

■ Great importance 

attached to training 

and further 

education

■ Qualified staff 

members provide 

competent service

1. About us

■ Staff members in total incl. VRK
■ Staff members HUK-COBURG
■ Staff members in Coburg

2003 2004 2005 2006

4,021
4,501 4,671

7,412
7,860 7,972

4.7004,700

8,015

8,744 8,809
8,676

2007

4,7004,849

8,175

8,710

■ Increasing staff 

numbers contrary to 

the industry trend 
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2. Demographics and work-life balance

� The self-conception of HUK-COBURG has always been that of an employee-oriented 

and family-friendly company. This is basically the key statement of our guiding 

principles (no. 10):

“The HUK-COBURG Insurance Group is a progressive and socially-minded employer;  

our operational tasks aimed at customer and member satisfaction can only be met with 

qualified and motivated employees. A qualification-related and performance-oriented 

salary scale for employees, a purposeful educational training and the compliance with 

employee-related leadership principles as well as a family-oriented employment policy 

are important preconditions for it.”

� As a financial service provider, we consider our employees to be of particular 

importance for us. Therefore, we feel that challenges for personnel work are central 

challenges for the success of the company.
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2. Demographics and work-life balance

� With regard to the employment policy, we understand the demographic 

development to be one of the most important tasks for the future.

� We see a close connection between the demographic development and our 
commitment to the reconciliation of work and family. We regard the demographic 

development as a challenge for our company which has many different aspects :

1. Development of the age structure within the group
2. Attracting of new, qualified employees

3. Retention of employees

4. Development of the age structure in society
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2. Demographics and work-life balance

1. Development of the age structure within the group: How do we deal with  

ageing employees? 

� We particularly care about the topics of health, lifelong learning, qualified 

initial training

2. Attracting of new, qualified employees: Where and how do we get such 

employees?

� For many qualified employees and managers the topic of family is an 

important one. We can offer support and thus are an attractive employer 

targeting qualified staff.
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2. Demographics and work-life balance

3. Retention of employees: How do we keep our employees – in the  different 

stages of life?

� We invest in our employees – and we want to retain and keep them over 

many years. This particularly applies to life stages in which family may be 

more important than work. We provide flexibility during different stages of life. 

We  support the courage to have children and to engage in professional 

development.

4. Development of the age structure in society:  How do we support our 

employees to be able to deal with demographic changes in their own family 

environment?

� Employees have to face the problem of taking over the care of family 

members. In this case as well, we provide support committing ourselves to the 
reconciliation of work and family.
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HUK-COBURG – a family-friendly company

2. Demographics and work-life balance

■ The audit was developed on the initiative and on behalf of 

the Hertie Foundation Charity, and ever since it has been a 

recognized instrument for the promotion of a family-oriented 

employment policy

■ In July 2005 HUK-COBURG was awarded the 

“berufundfamilie®” (work and family) basic certificate

■ After a successful re-auditing, the certificate awards 

ceremony took place in Berlin in June 2008. Our systematic 

and sustainable development continues!

■ With the decision to undergo the audit “berufundfamilie®”

HUK-COBURG sets new standards for a family-conscious 

corporate policy. The objectives involved refer to various 

fields of action, among others development of human 

resources, family services and framework for the 

employment policy
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2. Demographics and work-life balance

� HUK-COBURG has voluntarily opted to undergo certification, to critically examine  

the existing, to implement new measures and to make a considerable investment in 

this topic.  
This is done because

� The company attaches great importance to qualified, motivated, and 

committed staff

� There will still be need for good staff in the future, and we want to continue to 
grow

� We want to rise to the challenge of the demographic change

� We want to
� Sensitize, train and support our management staff

� Offer concrete supporting measures to our staff, and by doing this

� Keep the balance between employee and employer interests in mind

� As a result, we have a win-win situation for both employees and employer
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3. Measures and practical examples

3.1. Reduced full-time employment for management staff

We enable our first line managers to accomplish their tasks in “reduced full-time”

(part-time). 

Objectives: 

� Improved time compatibility of work and family also for management staff. 

� Capture the management potential, in particular of young women, for the company

In practice: 

• Maximum reduction to 25 hours/week possible, support through deputy (extra pay)

• Capacities are not saved but built up within the team 

• This way e.g. mothers on parental leave may flexibly work some additional hours if 

they choose to do so
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3. 2. Alternating telework

We enable parents on parental leave - in certain departments where it is technically 

possible - to work from at home. 

Objectives:

� Improved, more flexible reconciliation of work and family (incl. reduction of travel 

times)

� Retention of qualified employees

� Preservation of know-how

In practice:

� Employees shall work on site one day a week in order to obtain necessary information

and to keep up with the team.

� Currently, we are examining whether this opportunity can also be offered to staff 
members with relatives in need of care.
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3. 3. Consistent information of the staff members about family-minded measures

We enable staff members to obtain current information on all measures and service 
offers.

Objectives:

Support for parents and staff members with relatives in need of care

In practice:
� Revision and new edition of brochures (e.g. about parental leave)

� Extension of information provided via the intranet and input of updated daily news

� Series of articles in the company magazine
� Series of lectures on the subject of fathers/gender, series of lectures on the subject

of care

� Publication of a yearly newsletter

� Communication of cooperation partners (incl. e.g. application forms, opening hours …) 
� Access to this information possible from at home: www.huk.de/berufundfamilie
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� Mangels Anschluss: Screenshot
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3. 4. Enhancement of leadership skills in terms of reconciliation of work and family 

Objectives:

� Sensitizing of management staff

� Support for management staff – „Benefits convince!“

In practice:

� Integration of the subject of promotion of family and women in assessment centers and
management trainings

� Practical, short checklists and discussion guidelines e.g. on the subject of “Work during

parental leave”, “Return after parental leave”, “Leadership in reduced full-time”

� Baby bodysuits with HUK-COBURG company logo for expectant parents: Supervisors
get into a conversation

We integrate the topic in management training measures and offer practical support to 

our management staff.
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3. 5. Part-time training

We enable employees working part-time to attend part-time training classes and offer 
specific training classes for part-time employees.

Objectives:

� Part-time employees receive as extensive a qualification as employees working full-

time. 

� Improved reconciliation also at times of intensive training

In practice:

� The whole further education offer is reviewed and planned with regard to part-time
� The company agreement on training regulates the legal entitlement: 

“…human resource development concepts and the corresponding training offers

shall be designed in alignment with the employees’ particular living conditions…“

� In exceptional cases, part-time employees (single parents!) receive financial 
support for child care if the attendance of full-time training classes (special training) 
is unavoidable.
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3. 6. Child care offers with external cooperation partners

We support parents in caring for their children by cooperating with local institutions or by 
providing financial support.

Objectives:
� Improved reconciliation due to reduced stress, e. g. during school holidays

� Employee retention through well-qualified care for small children

� Preservation of know-how due to the parents’ early return from parental leave

In practice:

� Care for the children of employees in Coburg (HUKids) for 4 weeks during the 

summer holidays and for 2 weeks during the Easter holidays
� Set up of 24 day nursery places (for children aged 0 – 3) in Coburg in cooperation 

with local, qualified institutions

� Financial support (up to 150 € per month) for employees working in the customer 
service centers for necessary child care during off-core hours (4.00 p.m. - 8.00 p.m.)
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3. 7. Flexible working hours

We enable our employees to improve the reconciliation of work and family by allowing them to 

choose their actual working hours flexibly – also in accordance with on their individual life 

situation.

Objectives:

� Improved reconciliation of work and family

� Flexibility for the employees and the company

In practice:

� 700 different schemes of part-time work

� Flexible daily working hours – while maintaining service availability for customers (no trust-

based working hours – all working hours are registered and compensated in time or money!)

� Flexible modification of contracts depending on the individual life situation (minimum 8 hours 

per week)

� Flexible solutions in individual cases

� Long-term human resource planning and long-term staff scheduling including “hardship

regulations” (e. g. for single parents)
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3. 8. Extension of occupational health care management

We promote our employees’ health by means of an extensive occupational health care 

management scheme which is currently being set up. In this way, we also respond to 

demographic change.

Objectives:

� Preservation of the employees’ health

� Reduction of absenteeism

� Accompaniment of demographic change

In practice:

� Extensive offer of seminars on the subjects “Exercise – Nutrition – Stress Management”, 

additional offer of sports classes

� Hotline / social counselling for employees (incl. qualified crisis intervention)

� Financial support for employees, e. g. for health classes 

� Medical check-up for all managers (incl. part of a seminar on “health-oriented leadership”)

� Advice for managers (in particular on the topics of addiction, long-term sick employees, 

occupational rehabilitation …)

� Cooperation with health insurance funds (e. g. days of action against bowel cancer)
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3. 9. Miscellaneous

Lunch in the company restaurant: Employees can bring their children along to 
have lunch in the company restaurant

Special leave in case of birth and wedding and in the event of death of a family 

member

Financial support in case of the birth of a child

Pupils’ corner in the entrance area of the headquarters in Coburg where children 

can wait, do their homework, etc.

Baby bodysuits for new-born children of employees
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4. How we benefit

For us, improved reconciliation of work and family is a business objective. We want well-qualified, 

motivated employees who “keep their life in balance”.

But we also want to retain employees and keep them satisfied and productive for many years. 

Their productivity also pays off for us. As an example:

We recognize the effects of demographic change and want to be pro-active at an early stage in 

this field in order to be able to tap our employees’ full potential. 

Therefore we do not have to be convinced – we already are convinced, because

Employees who keep their (work-life) balance keep the company in balance!

960,000.0040,000.00after 36 months of parental leave

480,000.0020,000.00after 24 months of parental leave

120,000.005,000.00after 12 months of parental leave

24,000.001,000.00after  6 months of parental leave

24 employees1 employeeEstimated costs for training, further education, induction and costs of 
limited functioning 
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Thank you very much for your attention


