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Work and Family Council 
Tuesday, April 20, 1993 
8 a.m. 
Watergate Hotel 

It would be callous for me t9 start today's discussions on family 
without acknowldging that yesterday was a long and sad 
day .•..Waco and the loss of dur good friend Governor Mickelson. 

Thank you for the opportunit~ to be here, also my thanks for this 
format. 

I. Clinton priorities -:--. _J ,:.. Pt' ) C; 1,11"-', W& fu 'tiwI dvJ~ (;ft¥{~~itl.
u.o~~~ 0- flU{ "'VV.'1 ' w~'1..' 

Economic package:tJltfw,qHStru-t ',~ ~ 'tttt,,:), ~! ",U,(;SI 
Health Care I: I, ~ 'Mt ~t ra.lw Chli~, 
National Service ' 
Campaign finance and lobbying reform, 1r.qJA.,~'t 
Welfare Reform(including ch'ild care, CSE, health, training) 

Work in exchange for ~elfare or work INSTEAD of welfare 
Need bUsine!!Lc~t~rta~e-1nVgl~nt
Feel very fortunate tq have Dav1d Ellwood and Mary Jo Bane 
workipg with the admfnistration ' 

Education 

II. Clinton Work and Family initiatives 
. 	 .' I ,Fam11y and Med1cal Leave Act ..•• but a long ways to go.

I 	 ' 
o Flex-time arrangements • 

o job-sharing or partltim~ work 

I 	 ' o 	 flexible dependent careiplans (on-site or business 

subsidies) 


o sick-child care 

o released time for parent-teacher conferences 
I 	 I 

o home-based employment (telecommuting) 

III. Public/private policy lOles on work-family issues 
I 



4/16/93 b.c. 

Talking Points for Jobs Compromise 

Description I 
o The President announced today a compromise recommendation to 
the senate leadership on th~ jobs stimulus bill intended to break 
the gridlock. While the jobs bill has the support of a majority 
of Senators., it has been stalled by a filibuster over the past 
several weeks. I: 

o The compromise would involve the following: 
....~.- --Overall budget authoJity :levels in the bill would be 

reduced by 25% from $16.2 billion to $12.2 billion. 
However, the jobs created by the bill would be reduced by 
only 	18%. I. . 
--Unemployment benefits, highway programs, summer jobs, 
childhood immunization~ Ryan White program for AIDs victims, 
construction of wastewater 'treatment facilities, food 
safety, and assistancelto ~mall business would be fully 
funded. In addition, the President would target $200 
million for grants to local governments to provide 
additional police prot~ction.

I . 

--The remaining programs would be subjected to an across
the-board reduction of 44 percent. Programs in this 
category include CDBG, technology, education, science and 
housing programs. . 

o 	 The President is reluctant to approve any compromise that 
reduces the overall nu~ber·of jobs created by his economic 
plan. But his interes~ is in breaking gridlock and 
jumpstarting the economy, and his offer to the Senate 
leadership is designed with both objectives in mind. 



Questions and Answers (not for distribution) 

Q. 	 Does the Administration have any Republican support for the 
compromise proposal? 

A. 

Q. 

A. 

Q. 

A. 

Q. 

A. 

Q. 

A. 

The President has recommended -a course of action to the 
senate leadership in the hopes of moving forward his jobs 
bill. The specifics ofi this proposal were not discussed in 
advance with Republican members. 

I 

Is this proposal a first proposal in a series of 
negotiations or does i~ represent a final offer? 

Negotiations cannot be Iconducted with only one party.' The 
Republicans have not otfered any alternatives to the 
president's jobs bill. I Reluctantly, the President has 
acknowledged the procedural difficulties faced in the senate 
and has offered a compromise position that achieves some but 
not all of his economid objectives. 

Will 	this proposal surJive :the Senate? 
I ' 

It is our hope that thJ proposal will be adopted as the 
Mitchell/Byrd substitute and pass the Senate. 

I 
Why did the Administra~ion ,exempt certain programs from the 
across-the-board reduction? 

The President was forcld t~ make difficult choices amongst a 
series of priorities. IThe programs selected for funding 
included those where funding in fiscal 1993 is most 
desperately needed. W~ will continue to press for funding 
of those programs subj~cted to the across-the-board 
reduction as part of our long-term investment strategy in 
the fiscal 1994 and subsequent appropriation bills. 

What has the Administrltio~ been doing over the recess to 
generate additional support for the jobs bill? 

The President has sPokin several times on the need for the 
legislation and the re~sons for specific program increases. 
Senior White House officials, Cabinet members and others 
have discussed the economic benefits of the proposal with a 
number of Republican members and urged their support. 
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Marc::::h 29:, 1993 

TO: Carol Rasco ~ 

FROM: Bill Galston~' 

SUBJ: Family and Work Institute 


I 
The Administration has ~ade algood start on family/work issues 
with the early passage 6f thelFam~lY and Medical Leave Act. 
Other ideas you may wish to discuss include: 

I I ' 

o flex-time arrangements; I 

o job-sharing for pirt-timers; 

o flexible dependen~ care/Plans (either on-site or business 
subsidies to nearby pro~iders I) ; , 

o sick-child care; 

o released time for parent-teacher conferences; 

o home-based emplo~ent obportunities, including 
telecommuting where app~opriate. I 

i
I'll be happy to talk fhrther with you about any or all of these. 
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The Conference Board 

845 Third A venue 
New York, NY 10022-6601 
Telephone 212 759 0900 
Fax 212 980 7014 

March 25, 1993 

Ms. Carol Rasco 
The White House 
West Wing, 2nd Floor 
Washington, DC 20500 

Dear Ms. Rasco: 

I was delighted to hear frjom Terry Bo!!,.d that you have accepted 
the invitation to me1et wi'bh Tfie Conference Board's Work and 
Family Council duridg its imeeti.ng in Washington on April 20. 
Terry also conveyed iyour suggestion that, following some 
introductory comments fron{ you:, the remainder of the meeting 
be a conversation w~th CoJncil members and exchange of ideas. 
We like that idea v~ry mudh. Ii am sure the Council members 
will value the oppo:r!tunit1 for: a dialogue. 

R.o",- As you will see froJ the attached preliminary agenda, we have 
(P('\"'A~ 1ft scheduled your visit for 8:00 to 9:30 a.m. on April 20th. 

\..!U..(). 'f.I However, if an earlier or I later time is more convenient for 
-'\QJ.tt~11V you, please let me know in the next few days so that we can 

j,' adjust the sChedulejto yo~r convenience.
th't,n,~-, I 
Vu 11"i.\9J\ As Terry may have told ym:l, the council is a group of 

~: executives, primariiy fro~ large corporations, (see attached 
,~,~ membership list) th~t has I been meeting twice a year for the 
'1.1 f.kld·Q1\>' last ten years. Th~ Couneil' s goal, as expressed in its 
~ , mission statement i~ to "~rovide leadership and support to 
'JJ1J'/Y~ h ~ influence the busin~ss cOInmunity to meet the changing family 
~AJ needs of its divers~ work! force and, t~ereby, enhance ~usiness 
~--1s tQA)) success. " To support that goal, Counc1l members champ10n 
n~~~jrV leadership policies! in th~ir own companies and also take a 
~ visible role in conferenc~s, the media and other forums where 
~ the work and familyl interface. is discussed. It would not be 
_0_1 " an exaggeration to say thht the Council's efforts have been a 
~.~~ key component in th~ growing momentum for work-family 
~~)A~, initiatives within borporhte America. 

, f t!hit' " h' t 't ' A maJor purpose 0 I e mee 1ng 1n Was 1ng on 1S 0 ga1n an 
understanding of the Clin1ton administration's priorities and 
to explore how the bhanging public policy environment affects 
employers' pOliciesl and abtions. We are interested in 
exploring possible allianbes between public and private policy 

~~~ I : , 
~ V# ~fUtJP.J'~J tb1/\~.Aj sJl'LO.Ji.l- ~iJ1 cJ}~- ~fU.Vl.f' dfff1 4t 10 g(J-;,/

Serving Business and Society Since 1916 i \ v /' 
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The Conference Board 

makers. Given all t~at coiIld be done to 'support families l 
where should corporate resburces and policies be focused? We 
will be interested in your comments about the administration's 
priorities for childland f~mily welfare and your vision of the 
appropriate role between phblic and private policy in the 
work-fam~IY arena~ I I , . 
Our meet1ngs are 1nformal and 9ff-the, record. We a1m to 

provide an environme.pt -fori a ~:tee interchange of ideas I so 

please feel free to ask quest10ns as well as answer them. 


- I I! I understand that-yop have at-least one ~staff person dedicated 
to family issues. That persoI1':-...,or any- other:member of your 

- staff that-you would-like IftO-bring--WOUld also-be most welcome 
to attend the Council meeting. I 

I 
_ 

-
. I 

A week prior to the meeti:rlg I tvill be in touch with your 
office to confirm de'tails.1 In the meantime l if there is any 
further information you would iike about the Councilor the 
April meeting I pleas'econtact me at the Families and Work 
Institute (212) 465-~lo44. I I 

We are very pleased Ithat ~ou can participate in the Council 

meeting I and we look forward to meeting you. 


S/7~elY' /J J . 
U-~ 6.,'< uJ);-/~ 

.1 

Arlene A. Johnson I _ ) : 
for the Work and Family Councj;l

i. 

i. 
I-

i 

Serving Business and Society Since 1916 
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I 
I . ' 

IVORK AND FAMILY COUNCIL 
I I' : 
ii,
I I • • 
I Execut~ve Cornm~ttee: 

I 
I 

" I
I . 

Co-Cbairs: !I Mr. ~ichael A. Snipes
I I Ms. Deborah Stahl
I II 
I I - ~ 1- - - t - -:- - - - - - - - - 
, I 
I I 

Ms. Ruth E. Antoniade.s (R~th) I Mr. Thomas E. Blumer (Tom) 
Executive Director I ·1 Vic.e President and Director 
Center for Health Care Initiatives of Tec.hnology

I I 

250 Vest 26th Street, 4th/Floor I Corning Vitro Incorporated 
New York, New York 10001L6702 BP ME-03-080 
(212) 620-1345 I Corning; New York 14831 

Fax: (212) 989-1524 I 
 , (607) 974-6071 

I Fax: (607) 974-6004 

Ms. Patrieia L. Arthur (~attl) 

Manager, EEO Complianc.e ! 
 Ms. Ve~a D. Brookins (V~rna) 


. and Special Programs I 
 Corporate Community Relations Manager 
Mobil Corporation I Polaroid Corporation . 

3225 Gallows Road I 
 549 Technology Square 

Fairfax, Virginia ,2203~ 
 Cambridge, Massachusetts 02139 

(617) 577-3674 

Fax: (703) 846:-3752. I

(703) 846-3544 I 

Fax:' (617) 577-3919 
I 

Dr. Mary Ellen Capek (Mary Ellen) 

Manager, Diverse Vorkf6rce 

Ms. Martha Artiles (Maritha) 

Executive Director . 

.Developmen t I National Council for Research 


FMC corporation i 
 on·Vomen 

200 East Randolph Drive 
 47-49 East 65th Street 

Chicago, Illinois 60691 Nev York, Nav York 10021 


(212.) 570-5001 

Fax: (312) 861-5902 1 

(312) 861-6406 I 

Fax: (212) 570-5380 
I 
I 

Ms. Elizabeth M. carlson (Bette) 

'Chief, . York-"Li fe I

Captain Thomas Bernard 

Direc.tor t Human Resources 

Implementation Staf:f 
 National Futures Association 

IUnited States Coast~Uard 
" . 

200 ~est Madison Street, Suite 1600 
Headquarters (G-CCS-4) Chicaio, Illinois 60606 

Vashington, D. C. 20593 (312) 781-1440 

(202) 267-6495 . ! Fax; (312)781-1467 
Fax: (202) 267-49581 

I Mr. J. T. Childs, Jr. (Ted) 
,Mr. Jose A. Berrios i(Jose) ! ' Director, York Force 
Director, Headquart~rs Per~bnnel; . Diversi ty Programs 

and EEO Programs I I IBM CorporationI 

Ganne tt Co., Inc.. I I . 2000 Purchase Street 

1100 Vi1son Boulevard . I Purchase, NevYork 10577 

Arlington, virginial 222341 (914) 691-6842 

(703 )284-6238 ! I Fax: (914) 697-6172 

Fax: (703) 558-3958 

I
I 


I
i 


I 

I 




\ 
I
I _ 2
I 
I 

. I I 
Mr. Lawrence Cole, Jr. [(Larry) 
Vice President, Human Resources 
Beneficial Management"Corporation 
200 Beneficial Center \ I 

Peapack, New Jersey 07!977 
(908) 781-3740 I 
Fax: (908) 781-3S80 ! 

! I 
. I I ,

Dr. Joel M. DeLuca (,Joel) i ' 
Director of Human Resoutces Planning 

and Development \ \ 
Coopers & Lybrand I . 
1251 Avenue of the Aln.edcas II 
. [

Room 838 i I 
New York, New York 1002P I 
(212) S36-2746 '\ 
Fax: (212)·642-7296 

. I
Ms. Margaret Franklin (Meg) 
Manager of Benefit Services 
Levi Strauss &Company I 
1155 Battery Street I 
P.O. Box 7215 \ I 

San Prancisco, ealiforni~ 94120r6913 \ 

(415) 544-7375 I II' 
F~: (415) 544-1495 \ I 

Ms. Diana Freeland (Diana) \ 
Manager, Employee Assistaece Program 
Tenneco, Inc. i \ 
P. o. Box 2S11, T-l047 \ 
Houston, Texas 77252 I, 

(713) 757-3820 I 
Fax: (713) 7S7-248S 

Dr. Da:e.a E. Friedman (Dana) 
and I 

Ks. Ellen Galinsky (Ellen) I I 
Co-Presidents I \ 
Families and York Institut~ I 
330 Seventh Avenue I I 
New York. New 'York 10001 I I 
(212) 465-2044 ! I 
FaX: (212) 465-8637 II' \ 

Dr. Ilene R. Gochman .(llea~,) \ 
Director, Employee Research: Practice 

.' ,ITowers pernnl . I 
200 Vest Madison Street, Suite 3300 
Chica¥'o, Illinois 60606-3414 II 

(311) 
Fax: 

609-9822 
(312) 609-9839 

\ 
I 
I 
I 
I 
I 
I 
I 

Ms. Karen E. Harris (Kar~~) 
Manager - Corporate Employee 

Relations 
Duke Pover Company 
422 South Church Street, P-B.01L 
Charlotte, North Caroliaa 28242-0001 
(704) 382-3822 
Fax: (704) 382-3553 

Ms. Regina M. Hitchery (Regina) 
Vice President, Human Resflurces 
Carrier Corporation 
1 Carder Place 
Fat1nington, Connecticut 06.034---4015 
(203) 674-3110 
Fax: (203) 674-3125 

Ms. Barbara Ratersky (Barbara) 
Vice President, Employee Relations 
American Express Company 
Vorld Financial Center 
New York, New York 1028S-474S 
(212) 640-5263 
Fax: (212) 619-8993 

Mr. Chris Kjeldsen (Chris) 
Vice President, Headquarters 

Human Resources 
Johnson &Johnson 
1 Johnson &Johnson Plaza 
New Brunswick t New Jersey 0.8933 
(908) S24-3030 
Fax: (908) 524-6359 

Ms. Donna M. Klein (Donna) 
Director, Vork and Family Life 
Marriott COrporation 
Marriott Drive 
Dept. 935.12 
Yashlngton, D. C. 20058 
(301) 380-6856 
Fax: (301) 380-1729 

Ms. Rosemary Mans (Rosemary) 

Vice President, YorklFamily. Programs 

Bank of America . 

Department t 3006 

P. O. Box 37000 
One South Van Ness AVenue 
4th Floor (94103) 
San Francisco, California 94137 
(415) 241-3078 
Fax: (415) 241-4130 



'" 
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Mr. Alan R. Preston (Alia) . 

Manager, Human Resource Strategies I 


and Policies . 

Chevron Corporation I 

225 Bush Street, Room 1~S3 


San Francisco, California 94105 

(415) 894-3502 I 

Fax: (415) 894-2913 . 


Hs. Francen~ S. Rodgers (Fran) 

Chief Executive Officer 
 I 


York/Family Directions, Inc. 

930 Commonveal th Avenue, 'i1est 
 I 


Boston, Massachusetts 02215-1212 

(617) 278-4101 

Fax: (617) 566-2~061 


Ms. Karol L. Rose (Karoi) 

Director, Work/Family Ihitiatiyes 


and Traiai~g . 
Time Varner Inc. 
Time & Life Building I; 
1271 Avenue of the Americas. Room 3546 


I

New York, New York 10020 

(212) 522-3082 I 

Fax: . (212) 522-1112 


I

Mr. Michael A. Snipes (Hike) 

Compensation and Benefi1ts Director 

Allstate Insurance Com~y I 

Allstate Plaza North, F[-S , 
 ! 

Northbrook, Illinois . ~0062 

. (708) 402-5066 . 

Fax: (708) 402-2351 I 


Ms.' Deborah Stahl (Deb)
.' I 


. DiStrict Manager, Vork/Family 

Programs I


AT&T . . 

1 Speedwell Avenue, Vest Toyer 

Room 414 

Morristovn, Nev Jersey 

(201) 898-2228 

Fax: (201) 898-289.0 


07960 


Ms. Vendy Starr (Vendy) 
Manager, Life Cy~le P~ograms 

and Policies 
Xerox Corporation 
800 Long Ridge Road 
Stamford Connecticut 06904 
(203) 968-3794 

Fax: (203) 968-4462 


Ms. Charlaine Tolkien (CnarlaiRe) 
Director, Human Resources 

Management Services 

IDS Financial Services, Inc. 

IDS Tover, 10 T7/91 

Minneapolis, Minnesota 55440 

(612) 372-3477 

Fax: (612) 671-3840 


MS. Joan M. Varing (Joan) 
Director, Human Resource$ 

Policy and Research 
The Equitable Life Assurance Society 

of the U.S. 

787 Seventh Avenue, 42nd Floor 

New York, New York 10019 

(212) 55~2185 

Fax: (212) 554-2320 . 


Ms. Terry L. Veaver (Terry) 
Director t COrporate Policies 

and Vork-FamilY Programs 
Amoco Corporation 
P. O. Box 87703 

Mail Code 3601 

Chicago, Illinois 6·()6.8.o-0703 

(312) 856-5806 

Fax: (312) 856-2460 


Ms. Arlene Falk Withers (Arlene) 
Senior Vice P~esident, Human 

Resources Office~ 
Transamerica Life Companies 
1150 south Olive Street, T-28-09 
Los Angeles, California 90.015 
(213) 742-3402. 

Fax: (213) 741-5969 . 


Ms. Faith A. Vohl (Faith) 
Dire~tor, Vork Force Partnering 
Du Pont Suman Resources

, I :
Du Pont Company 

1007 Market: Street, Room N-12512 

Vilmi~gton; Delaware 19898 

(302) 774-0512 

Pax: 
 (302) 773-1914 
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From The:ConferenceBoard: 

Mr. ,Daniel Dreyer (Daniel) 

Research Analyst ' I 

Human Resources Frogram 

The Conferenc.e Board, Inc.. 

845 Third Avenue I 

New York, New York 10022 

(212) 339-0356 

Fag: ' (2.12.) 980-7014 


Ms. ArleneA. Johnson (Arlene) 

Vice Fresident 

Families and Vork Institute 

330 Seventh Avenue 

New York, New York 10001 

(212) 465-2044 

Fax: (2.I2) 465-8637 
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.Pt<EL!MINAR.Y AGENDA 

I : 

WORRl AND FAMILY COUNCIL 

I ' April 19 - 21, 1993 

The Watergat1e Hotel - Yashiugton" D. c. 


I I 

THEME: A Changi~g Public~PrivaFe Paradigm? Implications for Corporate 
Work-Family Ini~iatives! . 

• thl . h 1. .. ~l' 1" . . d b 't'OBJECTIVES : 0 Ex e c ang~ng puu ~c po ~cy env1ronment an ow. am~ue ~ 

affects crrporad~ pol~cy and action " . 

o Explore t~e intehaction of different points of view in sbaping 
work-family pOlihy: perspectives of employers, the new 
administration, legislative, regulatory and advocacy groups 

. ' 

o Develop 	alvisionlfo~ the relationsbip of public and private 
roles in addressin~ work-family issues 

! I Q I 

o 	CelebrateI the tenth birthday of .the Council in the context of 
past accomplisbmen~s and future opportunities 

MONDA.Y> APltIL 19 

1:00 p.m. 0Eening Session 
I 

Welcome.. . 
Introduction of new 
Overview of 1.genda 

members and guests 

1:30 p.m. Council ROun~ Robin 

Mambers Willi have five m~nutes (maximum!) of nair timeR to raise 
any issues of concefn or:to inform the council of new work¥family 
developments in their company or region. 

2:45 p.m. Breti.k 

. 	 I
3:00 p.l,ll.. A.avocacy Perspectives . 

. I I I 

A gues~ panet of representatives from Yasbington-based advocacy 
groups will discuss!priorities for their constituencies (e.g•• 
working pa:r:etits, children. cbild Care workers» older workers, 
working womet..) . Th~ panel will address the following: 

I I 
o 	How is the en~ronmen~ for your a~vocacy efforts affecced by 

the new!adminiseratiou? . 
o What are your ~olicy priorities over the next four years? 
o 	How are corporate work-family initiatives complementary eo 

or cOlllpecieive with .your efforts? 

5;00 p.m. Adjourn 



i 

i
6:00 p.m. Happy Tenth Birthday to the York and FaDct.ly Council 

I 
Reception: Special guests will include charter members and 
fonner co-chkirs of the Council. Other gueses will include 
representati~es from the ,press and Washingtoll, D.C. area lobbylng 
and research groupsl 

Dinner:~re$ent and
I 

former Council members will celebrate the 
Council's hifcory a?d futur~ by recalling humorous and momentous 
eveuts from fhe COUfcil t ~ first 10 years and surveying the 

. work-family landscape that lies ahead. 

TUESDAY. APRIL 20 

7:30 a.lIl. 

8:00 a.m. 

9:30 a.m. 

10:00 a.m. 

12:15 p.m. 

12:30 p.m. 

1:15 p.m. 

Continental Breakfast ' 

Briefing: ~e ClinJon Administration's Priorities in York and 
Family pOlic I 

T
Speaker:. 	Carol Rasco 

Do~estic ~olicy Advisor 
Clinton Administration 

Break 

Legislative and Regulatory Perspectives 
. I I ; 

Guest presenters from Congressional 
i. ,I 'II d'research organ1zat~ons Wl ~scuss 

and regu1ato~ bodi~s are likely to 
. 	 I' 

- benefits I 

- child arid fami]y welfare 
- workplade reguJ,(atioris . 

I, I. ' ff ' - a ~rmac~ve aCC10n 

staffs and Yashington, D.C. 
the direction that Congress 
take in regard to: 

Discussion wlll fOcul on how trends may facilitate 
employer actions in Ithe w,ork-fBIriily arena, 

Break 

Lunch 

or restrict 

Changing Perspectives on Corporate Social Responsibility 

Lunch spealceJMichlael L~vitt (Invited) 
Exec~tive: Director 
Busihess for Social Responsibility 

1 :All Council members are eucouraged to invite a member of their 
I I 	 •

Yashiugtou. D.C.-based public affairs staff to attend this 
luncheon as J guest bf the Conncil--andthen to stay for the 
afternoon prdgram and dist:ussion. . 

I 1 ' 

I 

http:FaDct.ly


2:00p.m. 

2:30 p.m. 

5: 00 p.m. 

6:30 p.m~ 

'WEDNESDAY. 

7: 30 a..m. 

8.:00 a.m. 

8:30 a.m. 

10:15 a.m. 

10:30 a.m. 

11~30 a.III.. 

Break 

Public Affairs and the work-Family Agenda: Where do they 
Intersect? I I . 
A panel of Council membe;s and corporate public affairs directors 

. will exploreI the dypamics of the internal conversation between. 
the public ajffa.irs function and .. the work.fam.ily agenda. \mat 
does each ne~d to understand about the other? When do they ha.ve 
different points ofl view: and when do they. conve~ge'? . 

Discussion: I 0 How are t~e administration and Congress likely to 
. 	 affe?t emPloyer objectives in thework-f~!ly 

area? 
o Wh1t aspects of public policy should employers 
seekito i:C.fluence? 

Adj oum 

Dinner and EVening Activities 
I . 

An evening with D.cl ambiance. 
. . I I 

Al'RIL 21 I 

Cont.inenta.1 Breakfast 
I •I· I . 

Round Robin (continued from Monday) 

Public and IJiva.te tOliCi: Sepa.rate or Integrated? 

Wha.t is our ~ision be th~ appropriate role between public and 
private pOli6y in ~e work-family a.rea? Where should corporate 
resources be! focused? What alliances do we enviSion between 
public and private policy-makers? 

! I i 
If 	the environment for ptlblic policy is changing. how might that 
affect our rbles--~ individuals in our organizatiOns? as a 
Council? I 

Break 

Council Business i
• I : ' 
Report on BBreakthrough Managers" project 
Planning for next. year's annual work-family conference 
Planning for the ne±t Council meeting

I ' 
Adjourn 

http:IJiva.te
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:.!IIClrOJ!iiJli the Board: Unhappy 

pow~ll'ed Em\lJloye<es? 
seeks challenge, achievement and per
sonal growth, achieves higher satis

n a reJent artic Ie in the Confer-
I . 

ence Board magazine Across the 
Board] Ronald W. Clement, pro

I
of management at Murray 

. I . hate U nlverslty, proposes t at em-
I I
'powered employees are not necessar
~ily happy bmployees, even if they are' 
Imore productive. 
I i 

Reasol!1~ for Worki81lg, 
Citing keveral studies, Clement 

says that different types of people 
have diffdrent reasons for working. 

I
For example, some people work to 
make mortey, some to socialize, some 
to gain satisfaction from a job well 
done. Onlfy this last group, which 

I 

I 
Special Consumer Survey: 
Medica~ Care Stm Yop 
Concern 

I 
csording to a Board survey of 
5,000 households nationwide, 
thle cost of medical care, 

crime, an~ the federal budget deficit' 
top the li~t of public concerns. Unem
ploymenJ, drug abuse, and loss of 
manufact1uring jobs appear to be the 

I . . I d .most presslIlg socia an' economIc 
problems'. 

Some New Concerns 

"Com~ared to a similar probe 
made in 1990, the most recent study 
suggests Ithallhe public has signifi
cantly reassessed ils view of some of 

i. . bl " Ihe country·s major pro ems, says
I 

faction from being more productive. 
"Most professionals and managers 
probably fall into this category," says 
Clement. "They get a kick out of 
reaching a major goal or solving a dif
ficult problem." 

By definition, empowerment 
won't work unless employees want to 
be involved. Clement encountered 
this situation when he was charged 
with training an employee to run an 
information system for Unisys Corpo
ration's Plierto Rico subsidiary. After 
spending a week teaching her the sys
tem, which she apparently had little 
trouble learning. he headed back to 
Chicago. "Imagine my surprise when 
I discovered that this employee had 

(Colltinl/cd 011 page 4) 

Fabian Linden, executive director of 
The Conference Board's Consumer 
Research Center. Concern about 
crime continues to rise, moving from 
the third most important concern in 
the earl ier survey to second place in 
the 1993 probe. The number three 
slot now belongs to the federal budget 
deficit, which ranked fifth previollsly. 

"Unemployment has catapulted 
from twelfth to fourth place among 
the nation's major problems in the lat
est study, apparently retlecting the 
higher unemployment rate," notes 
Linden. Poverty, too, is now regarded 
with a much higher degree of con
cern than in I.he earlier survey. 

On the other hand, concern about 
pollution has dropped to a relatively 

(Colltinl/eel 011 I'uge 3) 
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in Tomorrow's COnlJletiitiv'e r.:nntn"lnv 

The Grand Hyatt 

New York City 


i 


This conference will! examine: I 

i 


i i 

! I .


1m 	 What the latest research tells us 
I 
 . about the real costs ~f flexibility

! . 	 J I' 

ria 	 What has worked about flexible :,
I I


work arrangements and what hasn't 
. 	 . "f' ,'" " 

Ia 	 How to. address int~i~nal barriers 
to flexibility '. /. ' 

i i 


13 	 How workplace fleJ9bility relates 

to diversitY, qualitY and work and 

family iss1es 1 . 


Presented in (~ssociation with: 

A 
 / \ I 

i , i 


, 
, '. 
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Avon i 
, i 


"lii1l HEW~ETT
a::1.!.11 PACKARD 

ImEiral I

i 

i 


Sming B"j.",,, oJSociety Sin" /9/6 

The Conference Board· 
and 
NEW WAYS 10, WORK; '. 

New Perspectives 

I' 
i 

i 

I 


,I 

i
,, 

i 


I 

I 

i 


http:a::1.!.11


Clint1n p~eSidential Records 
Di~ital Records Marker 

I I . . 

This is not a presidential reeord. This is used as an administrative 
marker by the William JI. Clinton Presidential Library Staff. 

This marke~ identi~es the place of a publication. 

Publications have not been scanned in their entirety for the purpose 

of digiti~ation. To ~ee the ,~illl publication please search online or 


visit the Clintoh Preddential Library'S Research Room. 




Q.
:.;1,:::' 
Ij, ; 

i . ..-\:' . 

-.~.; i : 

.!~: :;\.. 

:"j':-;'<.'. ' 

: ,~ . 
': .. 

".,' 

The Conference Board 

A five-Jear oU~llook from more than 400 human resource 
.1 h IexecutIves sows: 

l 1 1 . h b" 	 .. ..• 	 rlUmfn resource lssues ave ecome strategic pnontles 
of top manakement 

• 	 labot short4gesare not yet an issue, but quality of the 
work force ils a dominant concern 

1 IE d ... l'k l ' 
o 	 some,I' degree, oJ ownslzzng IS ley to contznue 

• 	 companies Aave some plans to address the changing 
worM force, but more strategic changes are necessary 

I I· 
\ 	 i ' . 
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mul ational companies report: ILeadi 

:.::' . 	 • di rsity mianagem'ent can be used to increase competitive 
:.' " I ' 

ad 	i ntage ' 

" , 	
• sucbess requires a multifaceted strategy 

.,,~.' 	 . 

.~ ':. 	. . • 	 sixiy perc+t ofdiversity management positions are at 

dir~ctoro~ vice-president levels 

• 	 divbrsity a~hievement is being linked to performance 
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o The Conference Board 

WORK AND FAMILY COUNCIL 

I 
April 19-2l, 1993 -- Washington, D.C. 

/ ./ 
Meeting Attendance 
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 Mobil Corporation 
FMC CorporationMartha ArtHes 
United States Coast GuardTom Bernard 

Jose Berrios Gannett Co .• Inc. 
Verna Brookins Polaroid Corporation 
Mary Ellen Capek National Council for Research on Women 

National Futures Association.Bette Carlson 
Ted Childs IBM Corporation 
Meg Franklin Levi .Strauss & Company 

Tenneco, Inc.Diana Freeland 
Families and Work InstituteDana Friedman 
Families and Work InstituteEllen Galinsky 

Ilene Gochman Towers Perrin 
Carrier CorporationRegina Hitchery 

Barbara Katersky American Express Company 
Johnson & JohnsonChris Kj eldsen 

Donna Klein Marriott Corporation 
Rosemary Mans Bank of America 

Chevron CorporationAlan Preston 
Fran Rodgers Work/Family Directions 

Time Warner Inc.Karol Rose 
Allstate Insurance CompanyMike Snipes 

_ Deb Stahl AT&T 
Wendy Starr Xerox Corporation 
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Joan Waring The Equitable Life Assurance Society 
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Arlene Falk Withers Transamerica Life Companies 
Faith Wohl . Du Pont Company 

Guests 
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 United States Coast Guard 
Helen Blank Children's Defense Fund 
Andrea Camp Office of Representative Patricia Schroeder 

Johnson & JohnsonMike Carey 
Beverly Carothers Polaroid Corporation 
Patty Cole Office of Senator Christopher Dodd 
Delores Crockett The Women's Bureau 

Motorola, Inc.Roni Haggart 
Mobil CorporationJoyce Hall 
National Commission on ChildrenCheryl Hayes 
Maryland Parent Action NetworkShelly Hettleman 
American Association of Retired PersonsClare Hushbeck 
Marriott CorporationTom Ladd 
Women's Legal Defense FundDonna Lenhoff 



Michael Levett 
Marcy Levin-Epstein 
Jean Linehan 
Mary Ludke 
Steven Marcus 
Brigid O'Farrell 
Ann O'Keefe 
Carol Rasco 
Helene Rayder 
John Rother 
Amy Saltzman 
Patricia Schroeder 
Jayne Seidman 
Bruce Shutan 
Cathy Trost 

Greg Watchman 

Leslie Wolfe 
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Daniel Dreyer 
Arlene Johnson 
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The National Report on Work & Family 
The Bureau of National Affairs, Inc. 
Chevron Corporation 
IBM Corporation 
Center for Women Policy Studies 
Former Work and Family Council Member 
Clinton Administration 
American Express Company 
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U.S. News & World Report 
United States House of Representatives 
U.S. Office of Personnel Management 
Employee Benefit News 
Casey Journalism Center for 

Children & Families 
U.S. Senate Committee on Labor 

and H~an Resources 
Center for Women Policy Studies 

Conference Board Staff 



,0 The Conrerence Board 

WORK AND FAMILY COUNCIL 

The Watergate Hotel - Washington, D.C. 

April 19 - 21, 1993 


I 
The Conference Board Work and Family Council provides 
leadership and support to influence the business community 
to meet the changing family needs of its diverse work 
force and, thereby, enhance business success. 

I 
THEME: 	 A Changing Public-Private Paradigm? Implications for Corporate 

Work-Family Initiatives 

OBJECTIVES: 0 	 Examine thelchanging public policy enviro~ent and how it 
affects corporate policy and action 

o 	Explore the interaction of different points of view in shaping 
work-family policy: perspectives of employers, the new 
administrat,ion, legislat.ive, regulatory and advocacy groups 

o Begin 	to de~eloP a vision for the relationship of public and 
private rolles in addressing work-family issues 

I ' 
o 	Celebrate t~e tenth birthday of the Council in the context of 

past accomplishments and future opportunities 

MONDAY, 	 APRIL 19 

1:00 p.m. Opening Sessidn 

Welcome I 

Introduction of new members and guests 

Overview of agenda 


1:30 p.m. Council RoundlRobin 
I 

Members will riave'five minutes (maximum!) of "air time" to raise 
any issues of Iconcern or to inform the Council of new work-family 
developments in their company or region. 

2:45 p.m. Break 

3:00 p.m. Advocacy Perspectives 

A guest panel/of representatives from Washington-based advocacy 
groups will discuss priorities for their constituencies (e.g., 
working parents, children, child care workers, older workers, 
working women). The panel will address the following:

I 



" 


o 	How is the environment ~or your advocacy efforts affect~d by 
the new administration? 

o 	What are your policy priorities over the next four years? 
o 	How are corporate work-family initiatives complementary to or 

competitive with your efforts? 
/I 

Speakers: 	 Helen Blank 

Senior Child Care Associate 

Children's Defense Fund 


Shelly Hett1eman 
Director of Public Policy 
Maryland Parent Action Network 

Donna Lenhoff 
General Counsel and Director, Work & Family Program 
Women's Legal Defense Fund 

John Rother 
Director, Legislation and Public Policy Division 
American Association of Retired Persons 

5:00 p.m. 	 Adjourn 

6:00 p.m. 	 Happy Tenth Birthday to the Work and Family Council 

Reception: Special' guests will include charter members and 
former co-chairs of the Council. Other guests will include 
representatives from the press and Washington, D.C. area lobbying 
and research groups. 

Dinner: Present and former Council members will celebrate the 
Council's history and future by recalling humorous and momentous 
events from the Council's first 10 years and surveying the 
work-family landscape that lies ahead. 

Speakers: 	 Dana Friedman 
"The History of ,the Work and Family Council" 

Faith Woh1 

"The Future for Work-Family Issues" 


TUESDAY, APRIL 20 

7:30 a.m. 	 Continental Breakfast 

8:00 	a.m. Briefing: The Clinton Administration's Priorities in Work and 

Family Policy 


Speaker: 	 Carol Rasco 

Domestic Policy Advis~r 


Clinton Administration 




9:30 a.m. 	 Break 

10:00 a.m. Legislative and Regulatory Perspectives 
I 

Guestpresentefs from Congressional staffs and Washington, D.C. 
research organizations will discuss the direction that Congress 
and regulatorylbodies are likely to take in regard to employee 
benefits, child and f~mily welfare, workplace regulations, and 
affirmative action. 

I 
Discussion will focus on how trends may facilitate or restrict 
employer actiohs in the work-family arena. 

ISpeakers: 	 Andrea Camp 
Pro~essional Staff to the Honorable Patricia Schroeder 
U'SI' Representative for Colorado 

Pat·ty Cole . 

Pro'fessional Staff to the Honorable Christopher Dodd 

u.S . Senator for Connecticut 

I 
The Honorable Patricia Schroeder 
U.S. Representative for Colorado 

IGrE7g Watchman 
Co~nsel to the Subcommittee on Labor of the U.S. 

Senate Committee on Labor and Human Resources 

12:15 p.m. Break 

12:30 p.m. Lunch 

1:15 p.m .. 	Changing Perspectives on Corporate Social Responsibility 

i 
Speaker: Michael Levett 

I 

Director 
I 

Businesses for Social Responsibility 

2:00 p.m. 	 Break 

2:30 	p.m. Public Affairs and the Work-Family Agenda: Where Do They 

Intersect? I 

A panel explores the dynamics of the internal conversation 

Ibetween the p,ublic affairs function and the work- family agenda. 
What does eac:h need to understand about the other? When do they 
have different points of view and when do they converge? 

"The Media 	aJd the Family Agenda: How Things are Changing" 

ISpeaker: Cathy Trost 
Di~ector 
Ca~ey Journalism Center for Children & Families 

I

University 	of Maryland 



Speaker: Roni Haggart 
Corporate Vice President & Director, 

Government Relations 
Motorola, Inc. 

"Government AffairsjWork-Family Dialogue at American Express" 

Speakers: 	 Helene. Rayder 
Manager, Government Affairs 

Barbara Katersky 
Vice President, Employee Relations 

Discussion: 0 	 How can the skills of effective corporate lobbying 
be applied to the corporate work-family agenda? 

o 	How can public affairs and work-family work 
together to achieve common goals? 

5:00 p.m. 	 Adjourn 

6:00 p.m. 	 Dinner and Evening Activities 

An evening cruise and dinner on the Potomac River to view the 
monuments, Washington Harbor and Georgetown; with thanks to our 
Washington, D.C. area hosts: Du Pont Company, Gannett Co., Inc., 
Marriott Corporation, and Mobil Corporation. 

WEDNESDAY, 	 APRIL 21 

7:30 a.m. 	 Continental Breakfast 

7:45 a.m. Planning for the 1994 Work-Family Conference 

Discussion about plans for The Conference Board and the Families 
and Work Institute's 1994 work-family conference. 

8:15 a.m. Round Robin (continued from Monday) 

8:45 a.m. Public and Private Policy: Separate or Integrated? 

What is our vision of the appropriate role between public and 
private policy in the work-family area? Where should corporate 
resources be focused? What alliances do we envision between 
public and private policy-makers? ' 

If the environment for public policy is changing, how might that 
affect our roles--as individuals in our organizations? as a 
Council? 

10:30 a.m. Break 



10:45 a.m. Council BusineJs 

I . 
Report on "Breakthrough Managers" project 
Planning for tHe next Counc11 meeting 

11:30 a.m. Adjourn 



CONFIDENTIAL INFORMATION 


I 
This information is for discussion only 

by ~he Work and Family Council. 

Embargoed until April 26, 1993. 
I 



An Evaluation ofJohnson & Johnsoo ~ 

Balancing fork and Family Program 


. EXECUTIVE SUMMARY 

April 1993 

Prepared by 

@FamiliesandWorklnstitute 



"As someone who has been with the company for a 
long time, I am proud to see the evolution of work 
and family programs. Having this commitment from 
the top ensures that it filters down to all and is not 
manager-dependent or administered unfairly. I feel 
nothing is more important in our socie~ than 
support for the family and I commendJ&J for 'our' 
commitment. " 

a maleJohnson & Johnson employee 



EXECUTIVE SfuMMARY 


In 1989, Johnson & JOhJson introduced its Balancing Work and Family Program. 
Johnson &Johnson is thb world's largest and most comprehensive manufac
turer of health care products serving the consumer, pharmaceutical and 
professional markets. 

The Balancing Work and Family Program includes the following components: 

• 	 Child Care Reso~ce & Referral- a service that helps employees 
find, evaluate, and choose appropriate child care arrangements. 

• 	 On-Site Child Dbvelopment Centers - There are three on-site 
centers at the pr~sent time, with a fourth planned to open shortly. 

• 	 Dependent C~Assistance Plans - employees can use payroll 
deductions to transfer pretax earnings to dependent care accounts 
administered bylthe company. 

• 	 Family Care Lea;ve -job-guaranteed, unpaid leave for up to 12 
months that may be used by male or female employees to care for a 
family member; 'serves as extended parental leave for employees with 
newborn or adopted children. 

• 	 Family Care AbJence - time offwith pay to provide short-term 
emergency carelfor family members. 

• 	 Flexible Work SChedules -. the company encourages supervisors to 
respond to the ~eeds of individual employees who experience 
changes in family responsibilities by developing flexible work 
arrangements, ihcluding flextime, part-time work,job sharing, and 
telecommuting·1 

• 	 Adoption Benefits - in addition to providing family care leaves to 
adoptive parentk, the company reimburses up to $3,000 for the cost 
of adoption and provides adoption referrals, adoption consultation, 
and support duHng and after the adoption process. 

• 	 SchoolMatch -; a resource and referral service that assists p'arents in 
choosing public or private schools appropriate for their chtldren. 

• 	 Elder Care Resource & Referral - a service providing information 
on aging, expe~t help in choosing appropriate services, referrals to 
community serVices for the elderly, and helpful publications. 

• 	 Relocation ptaJmng -< individualized relocation services which may 
include reimbursement of moving expenses. 

• 	 Employed Spo~e Relocation Services - assistance to relocated 
employee's spouse in finding ajob in the new locale. 



Johnson &Johnson has also provided work-family training for managers and 
supervisors to help them understand the business case for work-family 
policies and to help them implement effective work-family practices .. 

In 1991 ,Johnson &Johnson was rated as having the most family-friendly 
programs and policies among Fortune 1,000 companies by the Families 
and Work Institute in its publication, The Corporate Reference Guide to Work
Family Programs. This assessment was made using the Families and Work 
Institute's Family-Friendly Index,® a quantitative method for assessing the 
quality of work-family programs. 

The Evaluation Study 

The Families and Work Institute has also been conducting independent 
research to assess the impactofJohnson &Johnson's Balancing Work and 
Family Program through several related studies. The findings reported here 
are based on two comprehensive surveys of employees at four Johnson & 
Johnson companies in the spring of 1990, shortly after the progam was intro
duced, and two years later in the spring of 1992. The companies studied 
were: 

• Johnson &Johnson Worldwide Headquarters; 

• Ortho Diagnostic Systems, Inc.; 

• R.W.Johnson Pharmaceutical Research Institute; and 

• Vistakon. 

Questionnaires were mailed to all employees of the four companies. Forty
two percent of employees (2,402) responded in 1990, and 46 percent (2,417) 
responded in 1992. A comparison of respondents with the workforce as a 
whole revealed that employees who responded to the survey were somewhat 
more likely to be exempt, female, non-minority, and longer-tenured employ
ees. However, these biases were not large and were smaller in 1992 than in 
1990. 

2 




Study Context 


. In the past ten years, efflrts by employers to help their employees balance 
work and family life hav~ moved from the innovative fringe into the main
stream. Today, virtually ill large corporations in the country, as well as many 
small businesses, have bdgun to address work-family issues in one way or 
another. I 

By and large, work-familt programs have been highly praised and routinely 
described as improving productivity, morale, loyalty, recruitment, retention, 
and job attendance. Thhe is, however, very little research to back up such 
sweeping claims, and grldually these programs are being subjected to greater 
scrutiny by business marlagement and the press. Managers have begun to 
question the effectivene~s of work-family initiatives as measured by bottom
line results, and the pre~s has begun to question whether or not companies 
with high profile family-friendly initiatives actually practice what they preach. 

I 

Clearly, ifwork-family p41icies are not translated into effective practice, they 

cannot be expected to have their intended impact. A token response to the 

needs of employees with family responsibilities is not enough; the culture of 

the workplace must chabge in fundamental ways to become truly family 


I 

friendly. Recently, U.S. Representative Pat Schroeder said, "We held hearings 
allover the country and found that if employees had a sick child or a problem 
with child care, they fel~ they had to lie about it. We live in a country where it
'I .

is more acceptable to say you have a broken car, than to say you have a child 
care problem." Until cllild care breakdowns have as'much legitimacy as auto
motive breakdowns, we Fll not have achieved the family-friendly workplace
no matter what policies and programs are on the books. 

The Johnson &Johnson evaluation allows us to weigh the claims made for 
work-family programs against the actual effects of such programs on the work 
environment and on the attitudes and behavior of employees. This study is 
one of the first of its kind. We hope that the findings presented here will 
encourage other complnies to undertake similar research to guide future 
development of work-dmily policy. 

3 




Major Findings 


In only two years since the introductiuiz of the Balancing Work 
and Family Program,Johnson & Johnson has managed to create 
work environments that are significantly more supportive of 
employees who must balance competingjob and family 
responsibilities. 

Employees reported that from 1990 to 1992 their immediate supervisors 
became more responsive to their personal and family needs. For example, 
the proportion of employees who agreed strongly that their immediate super
visors were helpful with routine family or personal matters increased from 36 
percent in 1990 to 51 percent in 1992. Since supervisors are less likely to be ' 
supportive of routine. everyday problems than major emergencies, this is a 
real test of family responsiveness. Altogether 87 percent of employees agreed 
somewhat or strongly with that statement in 1992. 

My Supervisor Is Helpful to Me When 

I Have a Routine Family or Personal Matter 


4 



In this aunosphere, employees have become more open to telling the truth 
about family issues. The!propohion of employees who agreed" strongly" that 
they felt comfortable bringing up personal or family issues with their super
visors also increased shatply frob 18 percent in 1990 to 38 percent in 1992, 
with 71 percent of employees a~reeing "somewhat" or· "strongly" in 1992. In . 
addition, asignificantly higher proportion of employees in 1992, than in 
1990, expressed "strong', disagreement with the statement: When I have to 
attend to personal or family buJinessi my supervisor ismore accommodating 
ifI make up a more "accbptablri" excuse. Employees' greater openness 
strongly suggests that farpily issJes are now perceived by supervisors as having 

or 

38% 

a legitimate place at work. 

or1table Bringing Up Personal 
Issues with My Supervisor 

I50% 

40% 

30% 

20% 

10% 

0% 

1992 


Who Strongly Agree 
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When surveyed in 1992, employees were also more likely to agree "strongly" 
that their supervisors were fair in responding to personal and family needs 
and helpful in family or personal emergencies. Likewise, employees felt their 
supervisors had become more receptive of flexible work schedules from 1990 
to 1992, and the proportion of employees who felt they paid a price for using 
flexible time and leave policies decreased significantly from 44 to 32 percent. 

Do You Think You Pay a Price for 

Using Flexible Time and Leave Policies? 


50% 
44% 

40% 

32% 
30% 

20% 

10% 

0% 
1990 1992 

Employees Who Said Yes 

w 
"1 feel this program works for-me because 1 have a manager 
and a supervisor who are exceptionally receptive and aware of 
how the use of work-family programs can increase morale and 
productivity. " 

a female Johnson & Johnson employee 
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< The result of these changes, for the majority of employees, is that Johnson & 
Johnson has become a better place to work. Fully 53 perc en t of employees 
surveyed in 1992 felt that their work environment had improved because of 
Johnson &Johnson's wo~k-family initiative. Although there is room for fur
ther improvement, takeJ together these findings provide strong evidence that 
Johnson &Johnson's cofupany policies have had a positive and tangible 
impact on the day-to-da~ work environment and culture. 

Two yean after the introduction of the Balancing Work and 
Family Progam, lemployees report that their jobs interfere less 
with their familj lives. This decrease in negative spillover 
from work tofa~ily has occurred despite the fact that the aver
age employee worked longer hours and harder in 1992 than in 
1990. 

Employees were asked five questions to assess the extent to which their jobs 
made it difficult for them to have time and energy for themselves and their 
families and to get everYming done at home each day. The degree to which 
employees perceived thc;ir jobs to interfere with their family lives declined sig
nifican tly from 1990 to 1992 based on an analysis of the combined responses 
to the five questions. 

"I feel that the wOfk and family initiative has been of great 
benefit to me. It !tas reduced the stress I felt about having to 
attend to family matters." 
. . I a femaleJohnson & Johnson emplnyee 

I 
This finding is especiallf remarkable since, over the same twO-year period, the 
average Johnson & Johrtson employee experienced increases in work hours 
and work load due to rdcession-related adjustments in workforce size andjob 
assignments. Johnson &Johnson's work-family initiative appears to have < 

< played an important rolb in minimizing the negative effects of such changes 
on employees' family liJes. 
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Reduced spillover from job to family has poten tially far-reaching implications 
for family well-being. Other studies, using the same measures of spillover, 
have found that the more jobs interfere with family life, the higher .the levels 
of marital tension and conflict and the poorer the developmental prospects 
for children. 

Contrary to the assumptions of individuals who think flexible time and leave 
policies open the door to abuse, absenteeism and tardiness did not change 
following the in troduction of the Balancing Work and Family Program: the aver
age employee missed one day of work during the three months preceding the 
survey both in 1990 and 1992. Related studies on trends in absenteeism and 
several other indicators of productivity are currently in progress atJohnson & 
Johnson and will shed more light on this issue. 

Fmpluyees whose children are enrolled in Johnson &IJohnson's 
on-site child care centers are much more satisfied with their 
child care arrangements, and worry less about their children 
while at work, than empluyees who use other child care but say 
they would enroll their children in an on-site center if they had . 
the opportunity. 

Among employees who find Johnson &Johnson's on-site Child Development 
Centers (CDCs) more desirable than community-based child care alternatives, 
some have enrolled their children in on-site centers, while others have not yet 
had the opportunity to do so. The impact of CDC use was evaluated by com
paring these two groups of employees. This comparison approximates a true 
experiment in which would-be participants are randomly admitted to or 
excluded from a program. .. 
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Employees using Johnson &Johnson's on-site child care centers were much 
more satisfied with every aspect of their child care arrangement-attention to 
the child, learning opportunities, safety, caregiver qualifications, flexibility, 
location, facilities, and ~quipment - than comparable employees who used 
community-based services. Among employees using on-site centers, 85 per
cent were very satisfied ~th the overall quality of care, while only 48 percent 
of employees who preferred on-site care, but used community-based services, 
were very satisfied. In fact, CDC users were more satisfied with their child 

I 
care than all other empl10yees using community-based arrangements, whether 
or not they preferred on-site care. . 

1.I.iJI .... a,..........U.l with Overall Quality of Child Care 


Employees using 
community-based child care 
who would preferJ&J CDC 

0% 20% 40% 60% 80% 100% 

Very Satisfied 
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Employees using Johnson &Johnson's on-site centers also worried less often 
about their children while at work. 

How Often Worried About Child While at Work in Past 3 Months 

Employees using 

J&JCDCs 


Employees using 
community-based child care 37% 
who would prefer J&1 CDC 

0% 20% 40% 60% 80% 100% 

Once a Week or More 

Among employees with children under 13, those who have used 
flexible work schedules and family leave policies place more 
importance onJohnson &IJohnson ~ family-supportive policies 
in their decisions to stay at the cOmpany than those who have 
not made use of these policies. They are also more likely to rec
ommendJohnson &IJohnson as a place to work because ofthe 
addition 0fwnrh.fl1mi,." ftr'ograms. 

Employees who need flexibility in their work schedules or time away from 
work to meet family responsibilities, and who make use ofJohnson & 
johnson's flexible time and leave policies, clearly appreciate the company's 
efforts to accommodate their needs. Johnson &Johnson 's family-supportive 
policies are significantly more important in their decisions to stay at the com
pany than is the case for other employees. 
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Importan~e of Family-Supportive Policies in 
Deciciibg to Stay atJohnson & Johnson 

• Used timelleave policies 

[3 Not used timelleave policies 

Not at all Important 
1~~~~I9% 

Somewhat Important 

Very Important 

0% 10% 20% 30% 40% 50% 60% 70% 80% 

"1 became frantic then 1was faced with unsatisfactory options 
for before- and after-school care for my son. 1 asked for a flex
ible work schedul~ that would allow me to stay home in the 
morning until my son gets on the school bus and to come 
home after school lends. I work at home before he gets up, in 
the evenings, and kometimes on weekends because I'd never 
want to letJ&J down or become less productive with this 
arrangement. What a difference my flexible schedule has 
made in my son arid his life!" 

I afemaleJohnson & Johnson employee 
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They are also significantly much more likely to recommend Johnson & 
Johnson as a place to work because of its work-family policies. 

Percentage of Employees Much More Ukely to 

Recommend Johnson & Johnson Because of Work-Family Policies 


Used timelleave 
policies 

Not used timelleave 
. policies 

0% 20% 40% 60% 80% 100% 

Much More Likely to Recommend J&J 

The use ofwcrrkfami1:y programs appears to affect men and 
women somewhat differently. 

Women who have children enrolled in Johnson &Johnson's on-site child care 
centers report that their child care responsibilities distract them less at work 
and have less effect on their productivity than women who use community
based child care but would like to use on-site centers if they had the opportu
nity. However, men with children in on-site centers report more distraction 
and more i~pact on their productivity of child care responsibilities than men 
whose children are in other child care arrangements. 
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How Much qo Child Care Responsibilities Distract 
and Affect Productivity at Work 

, I ' 
Women using Johnson &!' 


Johnson CDCs 


Women who would like to uJ 9,%
Johnson & Johnson CDCs 

I 

Men using Johnson & 

Johnson CDCs 


Men who would like to use 

Johnson & Johnson CDC~ 


il---------------
0% 20% 40% 

Some or a Lot 

This effect is undoubtedly related to the fact that men using the on-site cen
ters have assumed more !responsibility for their children during the work day 
than other men. It is important to note that men who used on-site centers did 
not differ from other men with respect to unscheduled absences, arriving late 
to work, or leaving early. Thus, any negative impact on productivity would 
appear to be quite modJst. 

Counterbalancing the JeviOUS finding was evidence that men who used on
site child care were significantly more likely to want to stay atJohnson & 
Johnson because of its fcbnily-supportive policies than men whose children 
were in community-base~ care. Johnson &Johnson's family-supportive poli
cies were equally important .for female users and non-users in decisions to stay 
at the company. 
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Importance of Family-Supportive Policies in 

Deciding to Stay at Johnson &: Johnson 


Women usingJohnson & 
Johnson CDCs 

Women who would like to use 
Johnson &Johnson CDCs 

Men usingJohnson & 
Johnson CDCs 

Men who would like to use 
Johnson & Johnson CDCs 

0% ·20% 40% 60% 80% 100% 

Very Important 

In examining the impact of flexible time and leave policies, we found that 
men who had used these policies reported significantly less negative spillover 
from their jobs to their family lives than men who had not used them. In con
trast, women who had used these policies reported more spillover than other 
women. For men - who tend to bear fewer family responsibilities - a little 
flexibility in work schedule or time away from work to attend to family matters 
seems to have enhanced their ability to balance job and family responsibilities. 
For women - who typically bear much greater responsibility for dependent 
care and household matters than men - these policies are very helpful, but 
not sufficient to prevent work-family conflict during periods of the family life· 
cycle when demands are gre~test. 
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Far more power»'" than the effects ofusing specific work{amily 
programs are tIU! effects ofhaving a supportive supervisor and 
a familyfriendlyl work culture. . 

, I 	 . 
The first finding reported in this summary was that employees' work environ
ments became more fan1ny-friendly from 1990 to 1992, asjudged by employee 
ratings of their supervis~rs and of the work environ men t in general. Given 
this finding, we then asI<ed: What impact does support from supervisors and a 
generally supportive wOfkplace culture have on employees' personal and 
family lives, or attitudes toward the company and their jobs? 

, 	 I 
We found that employeqs who view their immediate supervisors as more sup
portive of their personal and family needs: 

f
• 	 are less stressed; 

• 	 experience le~s negative spillover from their jobs to their family 
lives; I ' . 

• 	 feel more successful in balancing work and family responsibilities; , 

• 	 are more loyal to the company; 

• 	 are more likely to recommendJohnson &Johnson as a place to 
work; and I 

• 	 are more satisfied with their jobs. 

"My supervisor ha~ always been supportive of my personal 
obligations and his never once made me feel that I was not 
pulling my share .. i.Fantastic place to work!" 

I 	 a femaleJohnson & Johnson employee 

Perceptions that the company culture is supportive of employees with family 
responsibilities has equ~l1y, if not more, powerful effects, independent of 
having a supportive supervisor. 
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Loyalty to Johnson&. Johnson 

Employees with more 
supportive supervisors 

Employees with less 
supportive supervisors 

Employees who rated the workplace 
culture as more supportive 

Employees who rated the workplace 
culture as less supportive 

0% 20% 4{)% 60% 

Extremely Loyal 

Ease of Balancing Work and Family Responsibilities 

Employees with more 
supportive supervisors 

Employees with less 
supportive supervisors 

Employees who rated the workplace 
culture as.more supportive 

Employees who rated the workplace 
culture as less supportive 

0% 20% 4{)% 60% 80% 

Somewhat or Very Easy 
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Conclusion 


i . . 
Corporations have found that it is much easier to add a few work-family pro
grams than it is to change the way supervisors interact with employees and to 
move the culture toward being more family-friendly. Yet, it is these more diffi
cult to change aspects of the workplace that most affect employees' ability to 
balance work and famil~ and that have the greatest potential to affect the com
pany's bottom line. I 
What is most remarkabl~ aboutJohnson &Johnson's initiative is not that it put 
very progressive work-fabily policies on the books or that it provided a variety 
of new work-family benJfits for employees, but rather that it has already begun 
to transform the work ehvironment in its decen,tralized network of companies 
in ways that promise to reap greater benefits for both employees and the com
pany than could ever b~ achieved through policies and programs alone. 

I 
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The Families and Work Institute Study 


Staff from the Families and Work Institute's Evaluation of 
Johnson & Johnson's Balancing Work and Family Program 

Project Director: Ellen Galinsky Research Associates: Anne Morris 

Project Manager: . Kathleen M. Lingle Dina Roldan 

Senior Researcher: James T. Bond Research Assistant: Pascal St. Gerard 

Project Advisor: Dana E. Friedman Design: Alexander Frerejones 

Related Research 
The evaluation ofJohnson &Johnson's &lancing Wom and Family Program consists of 
several related studies, several of which have been completed and some of which are 
still in progress. A cluster offour studies designed to evaluate the impact of work
family policy usage on various productivity measures is currently underway: 

Work-Family Programs as Aids in RecruiUnent 

Work-Family Programs as Aids in Retention 

Cost ofTurnover 

Absenteeism Among Users and Nonusers of On-Site Child Development Centers 

The FamiHes and Work Institute· l 

Families and Work Institute is a non-profit research and planning organization that 

conducts research on business, government, and community efforts to help employees 

balance their job and family responsibilities. 

Other Families and Work Institute publications: 

The Carporate Reference Guide to Warlt-Family Programs 

Public-Private Part'1llfTships far Child Care 

Beyond the Parental Leave Debate: The Impact of Laws in Four States 

The Stale Reference Guide to Warlt-Family Programs far Stale Employees 

Parental Leave and Productivity: Current Research 

The Familj-Friendly Emplayer: Examples from Europe 

Copyright © 1993, Families and Work Institute, 
330 Seventh Avenue, New York, New York 10001. 212-465-2044. All rights reserved. 
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What workplace revolutibn? At most companies, families still rank low 

W hen her son. Colin. was born 
seven vears ago, Denise Sear
fass considered herself lucky. 

The new mother's employer was lSI, a 
database publisher in Philadelphia that 
had been hailed by child-care experts and 
the media as a corporate pioneer when it 
opened its on-site center a few years ear
lier. Searfass figured she'd keep working 
as an administrative assistant and snatch 

. peeks at her son on the playground. 
The center's $IS0-a-week fee was bare-

I 
ly affordable, but Searfass scraped by for 
hyear, trading in vacation leave time to 
reduce the cost. When her daughter, 
~orey, was born, however, Searfass, who 
is now single, could no longer justify 
~pending half her annual income - then 
$18,000-on day care. She placed the 
thildren in a cheaper center a half-hour 
'drive from her office. "It was extremely 
~frustrating," savs Searfass. "Here was 

'1lthis wonderful, convenient day-care cen
ter, but I couldn't afford to use it." Nei-

I 

ther could most other lSI employees. 
When the facility closed in June 1991 un
der a pile of debt. the ISO children being 
cared for included just seven offspring of 
lSI employees. Most of the other 143 
came from aft1uent professional families 
in the surrounding community. 

Oft·told tale. The story of Denise Sear
fass and lSI is a small metaphor for the 
obstacles that confront even well-in ten
,tioned employers who try to make them
selves more "family friendly." It is also 

SCOTT GOlOSMffii FOR L'SN&WR 
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Allison of Stratco, a chemical-engineering finn in LeamMMI, Kan., brougbt her son, 

Michael, back to lI:Iom mth her after ta~iing:110 ll:leeks off t:then he 1I:Ia5 born. NOII:I 5 months old, Michael spends most days on a quilt 

on Allison's office floor-except t:then ll:leekly meetings mth her. Stratco President Diane Graham brougbt in three of her 

own children for six months each after :were born. "We'll try just about anything," she says. "People's needs matter." 
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the story of a pUlatiw workplace revolu
lion exaggerated by companies looking 
for quick fixes and image makeovers. 
hyped by the media and miscast by a 
handful of weil·publicized survevs from 
business-research groups and employee 
benefits consulting firms. In an age when 
child·care problems can undermine first 
Zoe Baird's and then r.:.imba Wood's bids 
to become the next U.S. attornev gener
al. the strugs!le faced bv the . ~ 
average wo'i-king parent has ~---7-----------~ 

never seemed more acute. 
The first federal attempt to 
lend a hand - President Clin
ton's Februar-v 5 signing of the 
lonl!.-awaited F~mdv and 
Medical Leave Act - is a half
way measure. Its key provision 
of 12 weeks of 'unpaid leave 
following childbirth or adop
tion. to care tor a seriouslv ill 
child. spouse or parent or' for 
an employee's own serious ill
ness is c1earlv unaffordable for 
manv wage 'earners. And the 
law covers onIv firms with 50 
or more employees. leaving 
more than a third of U.S. 
workers unaffected. On the 
plus side. the law does contin
ue health benefits. and it guar
antees the same or a compara
ble job upon return. 

Gray-flannel gbost. Beyond a 
doubt, companies today playa 
larger role in family life than 
thev did a decade ago. Flex
time, job sharing, telecom
muting and elder care have 
moved off the pages of hu
man-resources journals onto 
boardroom agendas. Given a 

~tresses Fel-Pro Cochairman David 
}Veinberg. "We are enhancing profits by 
keeping emplovees satisfied'" 
i Doing good. however. can be confused 
i,1l the popular mind with looking good. 
!fake chemical manufacturer Du Pont. 
frequently cited as a model of familv 
friendliness. Since 1985. Du Pont has 
publicized its in-house surveys showing 

, 'ncreased intcrest among male employ: 
I in family leave. The most recent. re

in 19'9[, stated that 35 percent of 

sors at the company fully support 
employees who want to take advantage 
of Aetna's programs. "Getting managers 
to buv into them is extreme Iv difficult." 
she SiIY5. citing the stubborn 'persistence 
of some in scheduling meetings for earlv 
morning and late afternoon. That sabo
tages dav-care arrangements and si£mals 
that truly committed-employees let noth
ing interfere with work. 

-Flawed measures of employee bene
fits have perpetuated the impression 

that a genuine revolution is at hand. 
Surveys of work and family policies by 
business-research groups and benefits 
consulting firms generally ignore small . 
businesses, few of which can afford fam
ily\ services. The "check-the-box" men
tality of many surveys often lumps to
gether virtually useless programs with 
trulv innovative efforts. A new survev bv 
He~itt Associates, a giant benefits con'
sulting firm in Lincolnshire, Ill. , is an 
example. The study shows that 74 per
cent of large companies offer some type 
of child-care assistance. But the bulk of 
that assistance turns out to be "resource 
and referral services" (translation: a list 
of potential child-care providers). of
fered by 41 percent of the companies. 
and dependent-care spending accounts. 
provided by 93 percent. These tax-free 
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P'~RII:NTA,L LEAVE. Electrician Cameron Ogan is about to take a month off from the Los Angeles 

nAn.....niAm of Water and Power to care for his son, Nathan, born in December. His wife, Debbie, who 

home since then, will return to her job as a pediatriC nurse manager. At Ogan's employer, 1 

Dal'en1tal-lea've takers is male - a paternal power surge compared with most companies. 

, , 

46 percent female work force, 
corporate America now ac
knowledges that the once sacred separa
tion of work and family is as outdated as 
the organization man of the ·50s. 

The change isn't just workplace demo
graphics. Evidence is mounting that 
companies whose family friendliness is 
real can make shareholders happy, too. 
The Conference Board. a business-re
search group in New York, documents 
lower turnover and absenteeism and in
creased productivity at such companies. 
Firms with broad work and familv bene
fits also attract a higher-qualitY work I 
force. Fel-Pro, an automotive-parts mak- i 

er with 2,000 employees in Skokie. m., 
that offers benefits like a subsidized on
site day-care center and a summer camp, 
has a waiting list of 5.000 would-be work
ers and hasn't had an unprofitable quar
ter in 30 years. "We are not a charity," 

60 

men favored time off to care for their 
newborns. up from 15 percent five years 
before. The study did not note that in the 
previous four years only 54 men out of 
41,000 actually took family leave, "Hav
ing an image that is ahead of reality has 
given us something to strive for," Faith 
Wohl, director of work-famBy programs, 
savs in Du Pont's defense. 

·Check.in.the.box. Even the most com
mitted companies also discover that put
ting policies on paper is just the first step; 
management has to get the message. Mi
chelle Carpenter, manager of work/fami
ly strategies for Aetna Life & Casualty 
Co. in Hartford, Conn. - Zoe Baird's 
employer and named by Working Mother 
magazine last fall as among the 10 family
friendliest companies in America - esti
mates that no more than 3 in 10 supervi
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spending accounts permit. 
employees to set aside up 
tn S5.000 of their pretax 
salaries annually to pay for 
child care. Notwithstand
ing the tax advantage. the 
accounts have attracted 
little employee interest. At 
American Express. about 
4 percent of an estimated 
10.000 eligible employees 
participated in a depen
dent-care account during 
the 6Vz vears before the 
program 'was expanded in 
1991 to include direct re
imbursement of child-care 
costs. Hewitt spokesper
son Christine Seltz admits 
that the company could 
play down the hype. "./t 
was necessarv earlv on to 
get people 'talking, but 
now it may be time for a 
more sober assessment." 
she says. 

Since few surveys dig deep enough to 
retlect even gross distortions, highly in
formal programs often are given more 
weight than they deserve. A 1991 study by' 
the ~Families and Work Institute, a New 
York research group, counted John 
Hancock Insurance Co. among the 35 
percent of Fortune 1,000 companies that 
offer ,·tlexplace" or telecommuting. both 
of which permit working at home during 

THE SinER TAX 
,: ... .' . ,"

Now, SOCIal 

" 

' 

in-S~curity 
. .' . "" .;~.}'~'" 

As if finding? family·friendly com
pany weren't challenge enough, 

co.nsider the tax bullets you must dodge 
when hiring someone to help around 
the house. The flap in Washington oyer 
paying a do.mestic worker'~ S()cial Se-. 
curity tax shows the maze yo.U enter .. 
when hiring someone to clean, baby-sit, 
do repairs, mow the lawn - Qr whatever. ' 

Suddenly you must determirie wheth
er som.eone is self-employed, andth.us I 
handles his or her own taxes, o~ is your . 
employee. If the latter, and you pay, ." 
wages of $50 or more iii a calendar 'II, 
quarter, you must report the wages to. ' 
the Internal Revenue Service and pay 
Social Security tax. When quarterly j 
wages top $1,000, you must' pay federal: 

, ' I 
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Formal part·time policies aren't entered on the 
I 

The appetite for trenJy 
human-interest stories has 
mauc the meJia a too-will
ing partner in promoting 
overzealous corporate 
claims. Television r<cports 
and n<cwspap<cr anu maga
zine articles routinelv ha
aid the introuuction of 
"model" programs like on
site uav-care centers and 
eluer-care services that 
cover few employees and 
often uon't perform as 
hoped .. Three years ago, 
the opening of Stride Rite 
Corp.'s "intergenerational 
day-care center" for chil
dren and the elderlv was 
prqclaimed with major ar
ticles in. among other 
places. the New Yorkbooks at Michigan accounting firm Plante & Moran, but employees 
Times. the Washillgron 

are encourage~ to devise their own schedules. Accou~tant Colleen Post. the Los Angeles Times 
l and the Chicago Trihune.Rose cut back to three lO·hour days after her first child was born

To date. however, just two 
and was then ~romoted. Turnover runs half the industry average. employees of the Cam-

I

~II or part of the workweek. Although 
John Hancock has no formal telecom
touting policy and does not encourage 
such arrangements, by the survev's 
!nethodology the compa'ny was justified 
in its response because a few workers at 
the company do telecommute. on an in
!formalbasis'. "If it goes on it is very low
Ikey," says Diane Smigel, yice president 
1of corporate information services. 

unemployment tax. (A worker em
plo.yed by a firm, say by a ho.me-c1ean· 
ing service, isn't your responsibility.) 

Householders who. fail to. pay employ
ment taxes don't even make a blip o.n 

. the IRS's radar screen. But if an unre
ported employee later seeks Social Secu
rity benefits, a taxpayer could be nailed 
fo.r back tax. interest and penalties. 

Thirub is that rules to determine 
whether someone is your~employee are 
vague. Here are the key factors:' 
• Work for others? The greater the 
number of peo.ple someone works for. 
the likelier the odds,the IRS would 
consider the wo.rker to be self-em
ployed. A person who works solely for 
you; even once a week or less, probably 
is your employee.:,~,.; !:. " 
• Behave self-employed? People, who. 
have business cards, send inYoices, so
licit customers and claim to be self-em
ployed if asked have.a good chance of 

., being treated as such by the IRS, espe
, cially if they pay their taxes. ' 

bridge. Mass., shoe manu
facturer long a s'Upporter of family pro
grams - haye enrolled elderly relatives in 
the center, and none of the 20 current 
elderly participants is related to a compa
ny worker. "We need to do a better job of 
educating employees about what the 
center is and why they should use it," says 
Karen Leibold, director of work and fam
ily programs. 

The problem may go beyond employee 

• How is payment made? Paying some

one by the hour intimates status as an 

employee. Paying a flat amount in re

sponse to. a bill carries .weight in prov

ing someone is seU-employed. ' 

• Degree of control. Telling someone 
when to sho.W up, how long to stay and 

, how to do his job are signs of status 
, as an employee. The more discretion 
yo.U allow, the stronger the case for 

self-employment. ,', ' 

• Whose tools? The kid who cuts your 

. lawn and brings his own lawn mower 
might be self-employed. A kid who uses 
your mower is more likely an employee .. 

So what about a teenager who baby
sits on occasion for you and seems to 
be an employee? Does anyone real~v 
pay Social Security in such cases? Re
sponds Jack Porter, national director 
o.f tax practice at the accounting furn 

. of BOO Seidman: "Only if you want to. 
be attorney general." ' 

By LEONARD WIENER 
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promoted to senior vice president a 
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education. however: progrClms like on
site dav care need a large and uiverse 
work force from which to draw. The pool 
of employees who place their relatives in 
centers like Stride Rite's is generally lim
ited. savs Michael Creedon. a national 
duer-care consultant. since many elderly 
people don't live near their children and 
mav be too frail to use dav care. Demo
gr<lphics have also played arc:le in Strid~ 
Rite's child-care efforts. Employees 
children make up 60 percent of the en
rollment in the day-care center at the 
company's Cambridge headquarters. 
where the work force is relatively large 
and voung. The work force in the Boston 
distribution center is much smaller and 
tends to be older: few employees' kids 
use the dav-care center there. 

The StrIde Rite example shows the 
need for more than good intentions. 
Even innovative work and family policies 
are frequently undone by seemingly i~
mutable factors. For example: 
• Supervisors balk. In a 1990 survey of 
521 large companies by the Conference 
Board,-90 percent of employers claimed 
to offer part-time schedules and 50 per
cent said they had flextime. In general. 
however. such arrangements are made 
at the whim of individual supervisors. 
even when the concept is formal com
pany policy. That makes it difficult for 
most workers to break out of the 9-to-5 
routine. A study last year by Federally 
Employed Women I~c .. ~ nonpr?fit 
membership organization m Washmg
ton, D.C., found that 20 years after flex
ible schedules were introduced in the 
federal government. 60 percent of em
plovees did not feel they could use 
the~. Based on a sampling of 700 fed
eral workers, the study concluded that 
flexible arrangements are "granted to 
favorites but denied to others." 

The experience of Mary Maguire is 
typical. For three years until last ·June, 
the secretary at a U.S. Department of 
Defense office in Owego, N.Y., tried to 
work a part-time schedule of 8:30 a.m. to 
3 p.m. so she could be hom~ to meet h~r 
young son after school. Dunng that pen
od she had four different managers, only 
one of whom approved of the arrange
ment. "Whether I was able to work the 
schedule was completely dependent on 
who mv supervisor was." says Maguire, a 
46-year-old single mother. She ultimate- ; 
ly went back to work full time and hired 
an after-school baby sitter. 

The lower employees sit on the orga
nizational chart. the less pull they have 
with managers and the more often they 
are shut out of family-friendly programs. 
In a recent survey by the U.S. Depart
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Reading
between 

the lines 

A guide -to spotting 
family-loving firms 

Cutting through the corporate 

haze to determine a company's 

real. record on family issues calls 


for attention to key signs - and posing 
strategic questions. Intangibles can be 
more important than detailed written 
policies, since many businesses without 
formal programs will bend to accom
modate individual employees. 

One sign of a company's degree of 
family support is that top executives 
push the benefits. Laura Whitley, an 
international account manager with 
NationsBank in Dallas, felt she could 
look into a new flexible-scheduling pro
gram in 1991 after Chairman Hugh 
McColl circulated memos announcing 
training sessions for managers and urg- . 
ing them to pay attention to workers' 
family needs. When Whitley asked . 
about working just four days a week, 
her boss didn't have the details. So she 
asked the personnel department to 
supply them, unworried that he would 
resent it. "When you know the head of 
the company is committed, it gives you 
confidence," says Whitley, who began 
spending most Fridays at home with 
her daughter in October 1991 and was 

Jj 

'i 
:i 
i! 

11 

year later. 
No special favorites. Work-family pro

grams promoted equally to all employ
ees, not just executives or hard-to-re
place creative types, signal genuine 
commitment. Fel-Pro, an automotive
parts manufacturer in Skokie, IlL, could 
be the model. Frank and Lupe Castro, 
for instance, started taking their 3-year
old daughter, Elizabeth, with tbem to 
work last month, dropping her off at 

FLEXTIME. 
NationsBank account 

executive Laura 

Whitley feels like "a 

real parent one more 

day a week" since 

going to a four-day 

workweek so she can 

spend most Fridays 

with her 2·year-old 

daughter, Morgan. 
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How a boss or recruiter answers ques
tions about family benefits can be more 
telling than the answer itself, says Fran 
Rodgers, head of the Boston consulting, 
firm Work/Family Directions. "The best 
answer is not glib," she says. "You want 
to see a company that is struggling with 
the issue" - that openly states, for in
stance, it is constantly reworking its poli
cies. Many companies, for example, may 
quicldy pointto formal flextime policies 
but allow only a one-hour twist on the 
normal schedule. 

Creative compromises. An employer 
interested more in the results of your 
work than in how you get there is more 
prone to cut some slack for workers even 
in the absence of a formal policy. Plante 
& Moran, a 600-person Michigan ac
counting firm, encourages workers to 
perform their work on flexible schedules 
if they need to, although it has only loose 
guidelines. Accountant Colleen Rose 
decided she wanted to work part time af
ter having her first baby 51f2 'years ago 
and approached her boss with a plan to 
scale back from a full workweek to three 
lO-hour days. Her boss agreed - and a 
year later offered her a promotion to 
manager of her seven-person depart~ 
ment, even though Plante & Moran had 
never had a part-time manager. The two 

--;=~:':':"':~~~~=:;=::::::"-~--:--:-7-::--7S~:;;:;.:::;:::-:t-:::-;:-:::-7"'7::::-3~;:-:;-::-:;:-:-:::=-::-", ",worked out a compromise: Rose would 
coJ~~~;Ong'~ i.~ ~re~:"::~~ 

, • I 
spends her days in the chilckare center at Fel-Pro, ar Illinois automotiYe-parts maker where 

her father, Frank, runs an automatic punch press and her mother, lJIpe, handles benefits. 
, 	 " ," .. ', :," ", II .',." • : ,,: " 

Fel-Pro's $80-a-week day-care center. 
Frank then goes to the factory floor, 
where he runs an automatic punch J press, and Lupe heads for the benefits 

~' office, where she is an assistant supervi
i :~.: sor. They try to have lunch with Eliza
'1 beth once a week. In the summer their it 'three older children, ages 7 to 13, go to 
11;' work as well, boarding a bus at the fac-
If tory that takes them to the company's 
I,lf $20-a-week Triple R day camp. 
~ What mommy track? It doesn't always 
1 take flashy benefits to signal a compa
f ny's family support; there are more 
, subtle signs, too. If part-time workers 

I· 	 or those taking parental leave still get 
promotions, for example, your career is 
less apt to get derailed because you . 
take advantage of a family benefit. 

i. Companies that promote a team ap
':c. proach make it easier for co-workers to 


.. fill in for someone home with a sick 

. child. And just looking around can re

, 'veal if employees are harried or can 
., . get home on time when they have to. 

,Job hunte,rs who are less privy to 
company dynamics have to be more 
Crea~ive. Some key questions: 
_ Do many men use family leaye or job-
sharing programs? It's a sign that family 
concerns aren't culturally taboo. 
_ Are there flexible arrangements for 
staying home with a sick child? If such 
day~ are deducted from vacation time, 
the company probably won't respond 

'entfiusiastically to other family needs. 
_ can I Inteniew future.co-workers? 
(ydu wouldn't want to ask this until a 
job :offer materialized, of course.) "If 
the [company says no," says consultant 
Lyn Christiansen of Argos Executive 
Grdup near Boston, "they're hiding 
something." If the company agrees, 
talking to other employees can give you 
a good sense of corporate priorities. 
Ne-r0us job se.ekers might call the com
pany's personnel office and ask about 
turnover rates and participation in 
work-family programs, identifying 

. themselves only as possible applicants. 

," handle fewer clients than her predeces
sor but would make herself available 
whenever a client or an employee need
ed her, even on her days off. She still 
works 40 hours occasionally, earning ad
ditional pay, but she says her own flexi
bility is worth the extra time at home 
with her children. 

Employees might even recommend 
companywide programs to bosses who 
have similar family concerns. Carol 
Bowles, who runs a 15-person engineer
ing firm with her husband in North 
Ferrisburg, Vt., didn't think much 
about child-care benefits until she had 
a baby in 1986. She began taking her 
child to work, and employees with their 
own kids asked about splitting the cost 
of a baby sitter. Bowles eventually 
hired two day-care providers and spent 
$2,500 to buy a used mobile home and 
convert it to a small on-site day-care 
center that's now used by five employ
ees. Having their kids nearby provides 
peace of mind, says Bowles, although 
"part of the issue was selfish at first." 
America's 33 million other working 
parents with no spouse at home wish 
their bosses were so selfish. 

By RICHARD J. NEWMAN 
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• NEWS YOU CAN USE 
ment of Labor on tlexible schedules. 22.1 
pl':rcl':nt of managers and professionals 
but only 7.6 percent of blue-collar work
ers had such tlexibilitv. A srudv bv the 
Employee Benefits Research Institute. a 
puhlic-policy research firm in Washing
ton. D.C .. found that women in profes
sional occupations were most likely to be 
offered some kind of child-care pro
!!ram: women in service. production and 
agricultural jobs were the 
least likelY. 
• The cuiture is gridlocked. 
Like any institution. a corpo
ration has a culture. and that 
can be the bi!!.2est obstacle . 
..A company that calls itself 
family friendly but still gives 
awards to those macho ~'he
roes' who gO 60 hours without 
sleep and-work every \veek
end is clearlv sending mixed 
messages." savs Fran Rod
gers. president' of Work/Fam
ily Directions, a Boston con
sulting firm, 

With downsizin2 the order 
of the day, few -employees 
want to send a signal that 
they are less: than 100 percent 
devoted to their jobs. In a 
Conference Board survey last 
year of 152 companies that 
claimed to have work and 
family programs. 69 percent 
said they believed employees 
were inhibited from using 
tlexible schedules, because ot' 
a concern that commitment 
is still measured bv hours 
spent at the office. It:s a con
cern well taken, "Employees 
who take advanta2e of tlexi
ble schedules experience sig
nificant damage {O their ca
reers," says a human-resources 
manager at Xerox Corp., which regular
ly shows up on family-friendly lists. " 

Even with the added securitv of the 
Family and Medical Leave Act, many 
employees, especially men. may be re
luctant to take time off for fear of de
railing their careers. So far. paternity 
leave has been a hard sell. Corning Inc., 
named one of the four most family
friendly companies in the country by 
the Families and Work Institute along 
with Aetna, IBM and Johnson & John
son. estimates that no more than 10 
men have taken paternity leave in the 
past two years. At Aetna. the number. 
was nine in 1991 and five last year. Says 
Aetna's Michelle Carpenter: ':The corit
pany still isn't sending men the message 
that it's OK to take time off. Most 

66 

wbuldn't even consider it." Quizzing
I ' ~ 

small \!.roups of men who have taken 
I 

[~e leave. she says. might help the com
p(lny understand why others won't pa,r
tibpate. But with limited resources. she 
aads. it isn't an Aetna pi-ioritv. ' 
.IHopes run too high. imagination and 
vision cannot substitute for resources 
and reality. Database publisher lSI's dav
care center was then CEO Eugene Ga'r
fi~ld's dream fulfilled when it opened in 
1 A onetime single father who had

I ~ 
I 

Remin2ton Products Co. offered its re
spite-care program. just. four people 
used it and it was scrapped in 1990. 
The service subsidized employees who 
wanted to hire a health-care aide to be 
with an elderly parent during nonwork 
hours and on weekends. Michael Duda. 
vice president of human resources for 
Remington, admits the company was 
anxious to be out in front with a family 
program and failed to adequately re

, search the plan. As it turned out, Rem-

Patagonia production scheduler Terri Jellison worked at home on a computer 

after Kelliann was born in October 1991. She returned to the office part time last 

August butlcan work at home if her daughter gets sick. Jellison has stayed with the sportswear 

maker for 10 years "because I knew I'd have kids, and I wanted someplace that was flexible." 

s~ruggled to find care for his child, Gar- ' 
field was sensitized to working parents' 
plight and wanted lSI's center to be a 
yttodel for other companies. But quality 
costs money. Bv the time the center 
slosed, weekly fees for i~fan~ care ap
proached $200-on the high Side for the 
drea and all but out of reach for the 
~ompany's primarily middle-income, 
~50-person work force. What's more, by 
focusing on keeping the day-care center 
anoat, lSI ignored cheaper programs 
that might have proved more useful, like 
helping employees locate other, more af
fordable child care. 
.. Leaping, then looking. A tendency to 
jhmp on the fad benefit of the moment 

.+ithout researching employees' needs 
qas hampered many an attempt at fam
ily friendliness. During the three years 

ington's primarily blue-collar work 
force relied on family and friends to 
care for elderly relati~es and saw little 
need to pay for help. 

"Family life rarely conforms to the 
neat boxes of the 9-to-5 world," says 
Rodgers of Work/Family Directions. 
Diane Graham, president of Stratco 
Inc., a chemical-engineering firm in 
Leawood, Kan., seemed to recognize 
that when she instituted a policy that 
allows employees to bring their babies 
to work whenever thev want to. Few 
employees actually take advantage of 
the program on a regular basis, but, 
says Graham. they know it's there when 
they need it. For employees, that kind 
of tlexibility is priceless. • 

By AMY SALTZl\IA,\l 
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I
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I ,"
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I
Patti has a BBA from the Univ~rsity of Houston. 
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company-wide. Prior to this Iposition, Martha held a variety of mechanical 
engineering positions wit~ FM1C and had been the Diversity and Management 
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, 
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I 
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relations func·tions. Before joining Polaroid, Verna was Program Director for 
the Cooper Community Center in Boston, Associate Director of the LAN Community 
Action Program, and Project Director at the Chicago YMCA. Outside of her duties 
at Polaroid, she serves as Vice President. of the United Way of Boston, President 
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the former Director of the PrQgram of Continuing Education at Princeton . 
University, Mary Ellen was th~ first New Jersey coordinator of" the American 
Council on Education's Nationil Identification Program for the Advancement of 
Women in Higher Education Administration and" has been active in building ~omen's 
. I . 
research and education netwprks since the early 1970s. Her research and 
publications include work on ~igher education administration and governance, 
linguistics, technology, writing and contemporary poetry. 

ELIZABETH CARLSON (Bette) I 
Bette has 

, 
been Director, Human

I 
Resources for the National Futures Association 

since 1986. Prior to her curfent affiliation, she held the position of Vice 
President, Human Resources for Chemical Card Services Corporation, a subsidiary 
of Chemical Bank, and Second Vice President, Personnel, for Continental Illinois 
National Bank. In the latterljob, Bette had responsibility for quality of work. 
life programs--including flexible work schedules, child care referral, 
'autonomous work teams, and telecommunications. Her previous experience at 
Continental Bank includes Mankger of Corporate Personnel Research, Manager of 

I .

Compensation, and Manager of Non-Exempt Employment. In addition to her" 
professional responsibilities!, Bette serves on the Board of the Family Resource 
Coalition and on the Board ofl the Mental Health Association of Evanston: She is 

. currently Chair of the International Focus Group of the Human Resource 
Management Association of Ghibago (HRMAC) and has previously served as chair of 
the Employee Relations Focus ;Group of HRMAC, President of the Evanston Community 
Coordinated Child Care, member of the Illinois State Day Care Advisory Board, 
and Chairman of the Girl ScoJt Association of Evanston. B.ette has' a B. S. from

I .
Cornell and an M.B.A. from Loyola University - Chicago. She is currently . 
enrolled in the Global HumanlResources masters program at" Loyola's Institute of 
Human Resources and IQdustrial Relations, . Bette is a single parent with two 
college-age children.' I 

I 
I " 



J.T. CHILDS, JR. (Ted) 
Ted is the Director of Workforce Diversity programs for Workforce Solutions, an 
IBM Company. Prior to this appointment, he held a variety of management 
positions within human resources including personnel operations, ~qua1 
opportunity, employee relations, and community programs. In addition to his IBM 
assignments, in March 1982, Ted began an 18-month Social Service Leave as 
executive assistant to Dr. Benjamin'L. Hooks., executive director' of the NAACP. 
Ted is a graduate of West Virginia State College and a member of the board of 
directors and past president of the West Virginia State College Foundation. He 
is chairman of the Westchester County African American Advisory Board; a member 
of the American Society of Aging (ASA) Board of Directors, and chair of the ASA 
Business Forum Human Resource Council. In December 1989, Ted was appointed to 
the New York State Governor's Advisory Council on Child Care; in August 1990, 
Dr. Joyce T. Berry named him to the Private Sector Management Committee of the 
U.S. Adm;nistration on Aging; and in May 1992, he was named co-chair of the 

'Nationa1J Council of Jewish Women Work-Family Advisory Board. 

LAWRENCE COLE, JR. (Larry) 

Larry is Vice President of Human Resources for Beneficial Management 

Corporation. His primary job responsibilities include employee relations, 

compensation, affirmative action, human resources information systems, 

'recruiting, and headquarters administration. Larry is a past member of the 

Board of Directors at the local YMCA, and is involved in church and other 


. community activities. He is married with three children. 

JOEL DeLUCA 
Joel. is Director of Human Resources Planning and Development for Coopers, & 
Lybrand where he is responsible for the design of advanced management systems .. 
Previously, he was Manager of Organization Planning for Sun Company where he 
assisted in a corporate-wide .restructuring, ,developed an in-house leadership 
development program, implemented a new performance appraisal system,and 
revitalized the succession planning process. Joel has also worked as a 
consultant to Fortune 100 companies and government agencies, taught graduate 
courses at Wharton Business School, New York University, and Yale University, 

. and served as an officer in the United.States Air Force. He is an Advisory 
Board Member of the Center for Effective Organizations at U.S.C., certified by 
Certified Consultants international, 'and has served as the Industry . 
Representative. Academy of Management Faculty, Doctoral Consortium for Recent 
Advances in Organization Practice. Joel is married and has no children. ' 

MARGARET FRANKLIN (Meg) . 
In 1984, Meg became Manager of Benefit Services at Levi Strauss &' Co. She is 
responsible for corporate-wide pre- and post-retirement programs, child care. 
and has responsibility for emp1oye.e programs and special events. Meg also 
serves as the treasurer of the Red Tab ·Foundation. an in-house foundation which 
makes grants and/or loans to employees and retirees with emergency needs. She 
has been with Levi Strauss since 1974, having previously been Manager of 
Employee Services, Employee Relations and Communications. Before joining Levi 
Strauss, Meg freelanced in the communications and public relations field and was 
a Club Director, U.S. Special Services in Germany. She serves on the Bay Area 
Employer Chi1dcare Coalition (One Small Step) and .is a member of the Board of 
.Tr~stees of the World Affairs Council of Northern California and International 

Visitor's Center. She is also active in her local community's school and 

recreational programs. Meg, who is widowed, is the mother of one daughter~ 




.. 

I 

I 

DIANA FREElAND I 
As Tenneco's E.A.P. Administrator, Diana provides counseling to national and 

Jinternational employees and their families for personal and behavioral problems. 
She then. tailors supervisory programs to alleviate problems as they relate to 
job performance. In addition~ spe is responsible for the assessment and 
referral of families with children ~nd adolescents who are experiencing severe 
emotional and behavioral problems. Diana also administers Tenneco's Child Care 
Resource and Referral Service;.J Prior to joining Tenneco. Diana worked in a 
clinical setting for the Cit~ of Houston Health Department, the city's provider 
of medical and psychiatric se,rvices. She is a member of the Mayor's Committee. 
on Children and Youth and serves as a 

. I 
volunteer at the Ronald 

. 
McDonald House. 


Diana is interested in shared parenting responsibilities for dual-career 

families and studies its emorlional impact on chi~dren. She is single. 


. i 
I 

DANA FRIEDMAN I . 

Dana is co-President of the Families and Work Institute where she is responsible


I 

for fundraising. administration and designing the overall ·research agenda. Dana 
I was previously a Senior Research Associate for the Work and Family Center of The 

Conference Board from July, iJ.983 to January, 1989. She came to the Board after 
completing a national study pn the corporate response to working parents for the 
Carnegie Corporation of New rorkand a related study for the Center for Public 
Advocacy Research on government initiatives which encourage employer-supported 
child care. Dana spent six !years in Washington, D.C. as a day care lobbyist for 
the Day Care Council of,Ame~ica and the Coalition for. Children and Youth. Dana 
is the author of numerous articles and reports on work-family issues and has 
been published in Across 

.
the

I 
Board, Harvard Business Review, Personnel, 

Administration and Working Mother. Dana serves on the boards of Child Care, 
Inc. and the Child Care Action Campaign and. was a member of Governor Cuomo's 
Commission on Child Care. pana'is married, and the mother of three young 
children. ' 

ELLEN .GALINSKY 
Ellen is co-President of th'e Families and Work Institute. Prior to this 
position, Ellen was Projec~ Director of Work and Family Life Studies at Bank 
Street College of Education. .Her projects consisted of a series of 
cross-national.studies int~nd~d to measure the impact of workplace change on the 
quality of·family, life .and!productivity. Ellen has co-authored a book for 
parents, The Preschool Years, co-authored The New Extended Family: Day Care 
that Works, and is the aut~or of The Six Stages of Parenthood. Ellen has 
recently served on Governof Cuomo's Task Force on. Work and Family Life and 

. chaired his task force on Early Childhood Services. She serves on the boards of 
Ithe, Child Care Action Camp~ign, the Child Care Employer Project, and the Family 

Resource Coalition, a Nortp American network of family support programs. She is 
the President of the National Association for the Education of Young Children. 

I . 

Ellen is married and has t~o children. 
I 



ILENE GOCHMAN 
Ilene is Director, Employee Research Practice for Towers Perrin. Previously she 
directed organizational research at Opinion Research Corporation. Ilene 
specializes in improving organizational effectiveness through employee surveys 
and other diagnostic tools. She has conducted numerous qualitative and 
quantitative studies involving the qesign, implementation; and evaluation of 
human resources, quality, and productivity programs. Prior to joining ORC, 
Ilene held a variety of positions at International Paper Company directing 
programs in corporate education, human resource systems and policies, 
organization development, and human resource quality improvement. Before 
joining International Paper, she was an Assistant Professor at Rutgers 
University. She is a membe.r of the American Psychological Association, the 
Society for Industrial and Organizational Psychologists, and the Greater Chicago 
Association of Industrial/Organizational Psychologists. 

KAREN HARRIS 
Karen is Manager, Corporate Employee Relations for Duke Power Company. She 
directs research, trends information, policy formulation, program development 
and training in areas to improve the quality of working life at Duke Power. In 
addition, Karen provides functional direction to the organization in all 
employee. relations matters. Karen is a member of the Mental Health Association 
and United Way and is the single parent of a teenage daughter. 

REGINA HITCHERY 
Regina is Vice President, Human Resources for Carrier Corporation (a United 
Technologies company). Previously, she was Director, Employee Selection and 
Development for United Technologies Corporation (UTC) with responsibility for 
leadership development, diversity and work/life management, executive succession 
planning, and university relations. She joined UTC in 1973 and has held 
ascending management positions in recruitment, personnel management, industrial 
relations, and international operations. From 1985 to 1988 Regina was Vice 
President of Human Resources for Sikorsky Aircraft and from 1988-1991 Vice 
President, .Human Resources for Otis Elevator - Europe, Mid East and Africa based 
in Paris, France. Regina received a B.A. from Elms College, an MA from 
University College (Dublin, Ireland), and an M.S. from the Hartford Graduate 
Center. She is active with the Connecticut Diversity Council, Special Olympics, 
and Fidelco Guide Dogs. Regina is married and has one son. 

BARBARA KATERSKY 
Barbara is Vice President, Employee Relations for the American Express Company. 
She provides functional leadership to the company's six major business units on 
work-family programs, emerging work force trends and employee representation 
issues. Barbara is responsible for developing, implementing and evaluating 
work- family programs for all employees as part of American Express' It Best Place 
to Work" strategy. Prior to this, .she held several management positions within 
Citibank and CBS's human resources organizations. Barbara is a member of the 
New York City Corporate Child Care Consortium, Catalyst Advisory Board on 
Alternative Work Schedules, New Ways. to Work Equiflex Project and the Business 
Advisory Council. Barbara has a B.A. from Simmons College and a M.S. in 
Industrial and Labor Relations from Cornell University. She is married and has 
a son. 
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CHRISTIAN KJELDSEN (Chris) I", 

Chris is the Vice President, Hj~adquarters Human Resources for Johnson & Johnson. 

He is responsible for all hum~n resource functions at the headquarters location, , 

corporate-wide work-family pr9grams, J&J's Child Development Center; and safety 

& security policies. Chris is: a ,board member of Parent Action, Chairman of New 

Brunswick Tomorrow's Infancy/Childhqod Task Force; President of the Thomas A. 


, ,I ' 
Edison Council of the Boy Sco~tsof America, and an Advisory Board member of the 
National Council of Jewish Women's Work/Family Project. Chris is married and 
has one daughter. I ' 
DONNA KLEIN II 
Donna is the Director of Work and Family Life at Marriott Corporation, a 
position she has held since 1:989. She has responsibility for the planning,

r

development, implementation and management of a work-family initiative for 
Marriott's "6; 000 units and 2qO, 000 associates. Previously, Donna had been the 
Manager of Training and Development for Marriott and has held a variety of human 
resource and training and development positions at BFGoodrich. She is a member 
of Boston University's Work ~nd Family Roundtable, the Bureau of National 
Affairs Advisory Board on Work and Family, Governor Schaeffer's Child Care 
Advisory Council, and servesl as chairperson of the Council of Governments 
Work-Family Roundtable. Donpa graduated with honors with a B.A. in psychology 
from the University of Akron:. 

I 

Ras EMARY MANS 
Rosemary is Vice President 4nd Manager of Work/Family Programs at Bank of 
America in San Francisco.fn addition to chairing the bank's Work/Family 
Steering Committee, she designed and introduced the California Child Care 
Initiative, a joint venture/ of corporations, foundations, and the public sector 
to increase the supply of l~censed quality care in the state of California., 
Affiliated with BankAmericai Corporation since 1972, Rosemary has held positions 
in corporate lending, consuber affairs, marketing, social policy research and 
grantmaking. She has been lin her present position since 1987. She has served 
on the board of the Child Gare'Action Campaign and several advisory boards and 

I 	 ' task forces on child care. I She is a member of the Bay Area Employer Child Care 
Coalition and the Corporate Work/Family Network. Rosemary has a significant 
other and friends in San Francisco plus family members around the country. 

I
ALAN PRESTON ' I 

I 	

' , ' ' 
Alan 'is the Manager, Humanj Resource Strategies and Policies for Chevron 
Corporation. Previously,;,he was a design and construction engineer on several 
refinery related projects !before transferring to positions in compensation and 

, f 	 ' 

management planning in th~ human resources department in 1983. Currently, Alan 
has corporate-wide responsibility for work-family issues, human resource policy 
development and strategy, Iemployee relocation programs, and expatriate policy 
development. He graduated from Michigan State in 1973 with a B.S. in Chemical 
Engineering. Alan is mar~ied and has no children. , 	 i 


i 
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FRANCENE RODGERS (Fran) 
Fran has been a professional in the field of work and family life and child care 
for over 20 years. She is President of Work/Family Directions, Inc., a 
Massachusetts-based consulting company that manages national child care and 
elder care consultation and referral programs for major corporations and also 
conducts research and advises employers on adapting to labor force changes. 
Fran has conducted extensive research on employee issues and their impact on 
business at numerous companies including DuPont, General Electric and Procter & 
Gamble.' Prior to starting her own business, Fran was employed as a.. Head Start 
and Day Care Director, an educational consultant and trainer and a federal 
employee with the Department of Health and Human Services. She has published 
numerous articles and reports dealing with family issues. Fran is married and 
the mother of two daughters. . 

KAROL ROSE 
Karol is Director of Work/Family Initiatives and Training for Time' Warner Inc. 
In this role, she has responsibility for ,the development and administration of 
the company's comprehensive work-family programs. Karol began her career as a 
teacher trainer and has taught for at universities in Tennessee, New Jersey, and 
New York. In 1980, Karol established Children At Work/Adolf & Rose Associates, 
launching one of the nation's first employer-supported child care consulting 
firms. As president, Karol consulted with major corporations, organizations, 
hospitals, and government agencies to help them address the needs of the 
changing work force. She is co-author of The Employer's Guide to Child Care 
published in 1988. She is a frequent speaker at conferences and is a member of 
the Bureau of National Affairs Work and Family Advisory Board. 

MICHAEL SNIPES (Mike)' 
, As Compensation and Benefits Director for Allstate Insurance Company, Mike is 

responsible for the corporate administration of compensation and benefit related 
policies, as well as plan design, revision and .implementation coordination. He 
is actively involved'in designing_and implementing work and'family policies and 
practices. He has 24 years experience with Allstate -- 22 years in the Human 
Resources function in various field and business unit assignments. Mike is 
President of the Chicago Compensation Association; is Secretary and a Board 
member of the Community Television Network, a community based organization to 
address education of minority youth, and had been involved over the years in 
several other community based organizations. He is married and has three 
children. 

DEBORAH STAHL (Deb) 
Deb is District Manager, WQrk/Family Programs for AT&T and serves as director of 
the AT&T Family Care Development Fund. The Fund is a $15 million grantmaking 
project created to support community-based projects that will increase the 
supply and improve the quality of child and elder care services available to 
AT&T employees across the country. She joined AT&T in 1976 and has held a 
variety of assignments in corporate communications including corporate 
advertising, employee communications, media relations and market support. Prior 
to assuming her current position in October, 1989, Deb was editor of AT&T's 
management magazine, AT&T Journal. Prior to joining AT&T she was news director 
for the Indiana Bicentennial Commission. A native of Indiana, she graduated 
from Ball State University in Indiana with a B.S. in psychology and journalism. 
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WENDY STARR I·'I ,,' , ' 

Wendy is Manager, Lifecycle Programs and Policies for'Xerox Corporation with 
responsibility for developing a comprehensive and integrated work-family 
strategy for Xerox' 5 55,000 U. ~. based employees. In previous position, Wendy 
was responsible for theimplem~ntation and management of a corporate-wide 
managed care health program,an~ the\development and communication of a child 
care resource and referral seryice. Additionally, she spent five years as atop 
representative and manager in ~he Xerox sales organization. Wendy's community 
acftivities include the Work/Falnily Project Advisory Board of the National, 

, I ' ,
Council of Jewish Women and th~ United Way of Greenwich. Wendy received her 
undergraduate degree from Wesl,eyan Univer~ity and a M.B.A. from The Wharton 
Graduate School, University of Pennsylvania. She is married and has two young 
daughters. ' 

CHARLAINE TOLKIEN 
Charlaine is the Director of ~uman Resources Generalist Services at IDS 
Financial Services, Inc. in M~nneapolis. , In this position she manages and 
directs employee relations, E~O and policy development, including work ~nd 
family and work force diversitfy. She worked for Honeywell, Inc. during the 
period of 1979-1985 and, prio~ to that, served in various management positions 
in Human Resources at the Federal Reserve Bank (1968-1979). Charlaine is a 
former member and co-chair 'of! the Honeywell Women's Council and is currently a 
member of the Harriet Tubman Women's Shelter Board of Directors. She is a , I 

single parent wi~h full-time 9ustody of two daughters. 

JOAN WARING, i 
Joan's responsibilities as Di~ector of Corporate Research at The Equitable 
Financial Companies involve p~anning,conducting, and analyzing research related 
to personnel policies and pr'ograms and social trends. Joan joined The Equitable 
from the Russell Sage Foundation, where she was Program Development Officer in 
the Prog.ram on Age and Aging. i She has been a member of the sociology faculty at 
Fairleigh Dickinson University and Rutgers University, both located in New 
Jersey. Her publicationsinc~ude reports on age/work relation~hips, 
intergenerational relations ard dependent care issues. Joan is married and is 
the mother of two adult daughters. ' 

TERRY WEAVER I 
Terry is Amoco 'Corporation's IDirector, Corporate Policies and Work/Family 
Programs. She is responsible for the development, implementation and 
communication of all new andjrevised personn~l policies and work/family 
initiatives that affect the 40mestic work force,. Terry joined Amoco in 1979 and 
has held various positions within the exploration and production subsidiary,

Iincluding providing ,human resource direction and support on domestic and 
International issues affecting Amoco's operations ,in Africa and the Middle East. 
Prio,r to joining Amoco, she 'fo.rked as a marketing research analyst in a 
consulting firm and for a major retailer. Terry is a member of Boston 
University's Work and Family!Roundtable and is a Project Advisory Board Member 
on the National Council of Jewish Women's Work/Family ProJect., She received a 
B.A. in marketing from Michigan State University and an M.B.A. from the 
University' of Houston. Terry is married and has two children. 

I 
I 



ARLENE FALK WITHERS 
Arlene is Senior Vice President and Human Resources Officer for Transamerica 
Life Companies responsible for all recruiting. employee relations, compensation, 
employee benefits, training and development, HRIS, and affirmative action 
functions. Arlene is a lawyer by training and has held a number of human 
resources positions including Vice fresident, Associate General Counsel; Adjunct 
Professor at UCLA School of Law; and Associate Attorney. She serves on the, 
Board of Directors for the Sojourn Services for Battered Women, the Alliance of 
Businesses for Chi1dcare Development, the Los Angeles Regional Family Planning 
Council, was appointed to the California State Bar Committee on Yomen in the ' 
Law, and is a member of several bar associations in California. Arlene was 
graduated with a B.A. in Anthropology from the University of Connecticut and a 
J.D. from the UCLA School of Law. 

FAITH WOHL 
Faith is the Director of WorkForce Partneiing for The DuPont Company. She 
joined the company in the public'affairs department in 1973 as an editor. She 
was promoted to public affairs manager for the employee relations department in 
1975 and for the Textile Fibers Department in 1979. She was named director 
corporate communications in 1981, director - community affairs in 1983, and 
director- corporate affairs in 1985. She assumed her present position in 1989. 
Long involved in local community aC,ti vi ties, Faith is presently vice chairman of 
the Board 'of Directors of United Yay of Delaware, a Director of Child Care , 
Connection, Inc., and a member of the Leadership Council of the Delaware Yomen's 
Agenda at the national level. She is a member of the York and Family Advisory 
Board of the Bureau of National Affairs, .. the National Advisory Panel of the , 
Child Care Action Campaign~ and the Corporate Coalition to Improve Maternal and 
Child Health of the Southern Governor's Conference. Before coming to DuPont. 
Faith was a communications manager, responsible for advertising. public 
relations, and sales promotion. Before joining the publishing firm. she and her 
husband had been partners in a speciality publications .company which developed 
yearbooks. Faith was graduated summa cum laude from Adelphi University, New 
York, in June 1957,with a B.A. in economics. She lives with her husband in 
suburban Pennsy1van~a and has three married children and six grandchildren. 

CONFERENCE BOARD REPRESENTATIVES 

DANIEL DREYER 
Daniel isa Research Analyst in The Conference Board's Human Resource
Organizational Effectiveness Program. His primary areas of study are corporate 
work-family initiatives and employee benefit programs as they relate to the 
changing work force. Daniel is one of the primary researchers for The 
Conference Board's Work-Family Research and Advisory Panel and, in addition to 
his work with the York and Family Council, is the Board's project ma~ager for 
the Research Council on Employee Benefits. He joined The Conference Board in 
August, 1989 following his graduation from Rutgers University where he earned a 
B.A. in Political Science.' Currently, Daniel is completing his studies for a 
Masters in Human Resources Management. Daniel is single and has no children. 
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, .ARLENE JOHNSON 
Arlene is a Vice President at ~he Families and Work Institute. Previously, she 

-was_ the Program Director, WorkForce Research for The Conference Board where she 
directed the Board's research activities in work-family issues, employee

- I .
benefits, training and develop~ent and work force diversity. Before joining the 
Board, she was at Catalyst as yice President of Programs where she directed. 
advisory work, research and program development on a range of human resources 
topics including parental leav, , two-career relocations, career development 
systems, and women in management. Prior to this, she directed research for 
environmental scanning at APIC; Inc. as well as designed customized training 
programs for clients in retailing and transportation at Innovative Learning.. 
Inc. As a volunteer she has been active with Planned Parenthood, the New Jersey 
Association of Library Trustee~; the YMCA, the League of Women Voters, and the 

I .

Religious Society of Friends (Quakers). Arlene graduated magna cum laude from 
Mt. Holyoke College and Union theological Seminary. She has an M.B.A. from 
Rutgers Graduate School of Man~gement where she was elected to the business 
honor society. Arlene lives ih New Jersey with her husband, two daughters and 
two Dalma!tians. II 

I 
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iORK AND FAMILY COUNCIL 

Cpuncil Heeting Summaries 

IDATE: November 29, 1983 	 SITE: New York, NY 

Organizational Heeting 

I 

- introduction of members and their organizational concerns related to work and 
family issues I 

- overview of projects in progress and future activities ideas for the Work and 
Family Information Centeri 

- discussion on the structure and logistics of the Research Council 
- recruitment of volunteers/ to serve on the Research Council's nominating and 

program committees I 

discussion of future progiram ideas for upcoming Council meetings


I 
i 

DATES: March 28-30, 1984 	 SITE: Savannah, GA 

Work-Family Visioning 
I 
I 

- description of the suppo~tive elements of an ideal society for work-family
I 

issues from the perspective of the family, business/labor, government, and the 
community I 

I 

the roles-and rasp0nsibilitiesGf the private sector to working families 
- issues for Council focus! change, the moral/ethical responsibility of 

corporations, flexibility, work scheduling, communications, promoting 
self-responsibility vs. conformity 

/ 

I 
DATES: October 18-19, 19841 	 SITE: Minneapolis, MN 

HOSTS: Honeywell Inc. & General Mills Inc. 
/ 

I
Collaboration on Work-Fami:ly Programs 

/ 

- discussions on collaborative strategies to promote work-family programs 
+ purpose/rationale fot collaboration 

I 

+ elements of successful collaboration 
+ impediments to collaBoration 

- how collaborative strat~gies can be used to further work-family issues 
+ relevance for Council activities 

I 
I 

DATES: March 27-29, 1985 	 SITE: Sarasota, FL 

iRelationship Between prodfctivity and Work-Family Issues 

- productivity effects inl relation to child care and flextime 
- overview of productivity: national and international context 
- redefinition of work and family relationship by small groups 
- collecting and using pr10ductivity date for future work-family issues 



I 
DATES: October 16-18, 1985 I SITE: Washington, DC 

I
Public Policy and Working Families 

I 

I 

- the structure and mission'bf the California Child Care Initiative 
- overview of the evolution ?f family policies in the United States 
- key policies affecting work-family issues: tax reform, family support

I 
programs, work scheduling/training, comparable worth, leave policies 

- discussion groups on societal values implicit in U.S. family policy 
- prese,ntation on internatiopal policy comparisons 
- societal values that should be embodied in U.S. family policy 
- presentation on influencing policy (the federal government) 

SITE: San Francisco, CA 

HOSTS: Bank of America, Levi Strauss & Co. 


DATES: April 9-11, 1986 

I
Corporate Policies and Thei~ Impact on Work-Family Relationships 

I 

- personnel development at ~he Exxon Chemical Company 
- what companies do that affect families 
- group discussions on intetnal and external influences on policy 
- the corporate policy-makirig process

I 

- internal and external influences on corporate human resource policies 
- panel discussion regarding non-traditional lifestyles 
- v~s~oning: identifying clianges 

more supportive of familiJs 
I 

or improvements to make corporate policies 

DATES: October 22-24, 1986 I SITE: 
HOSTS: 

Dallas, 
AT&T, 

TX 
American Airlines 

I 
Gender Issues and Work-Family Relationships 

- new tax reform law and itb work-family implications 
- discussion groups on perckptions of gender differences at the workplace 
- the effect of gender iss~es on policy decisions: career advancement, pay 

equi ty, leave policies, s~exual harassment 
- corporations in transform'ation 
- an undercurrent of Change:, differences in male/female roles 

DATES: March 25-27, 1987 SITE: Chapel Hill, NCI 
ICorporate Change: Implications for York-Family Issues and Programs 

. ' i . 
- stages ~n corporate rest~uctur~ng process 
- socioeconomic and political forces driving organizational change 
- implementing change in otganizations 
- discussion groups on per~onal and familial implications of change 
- the ,aftermath of organiz~tional change: how organizations and survivors cope 
- the impact of corporate ~hange on work-family programs 
- identifying "safe" and "at-risk" work-family programs 
- crisis communications fot employees 



I ' 


I 
I 
I 

DATES: October 19-20, 1987 I SITE: New York, NY 
HOST: Manufacturers Hanover Trust

I 
Organizational Culture: ItsiImpact on Work-Family Issues and Programs 

! 
I 

- the elements of societal c~lture: assumptive era, social agenda, 
neo-traditional values andlnew materialism 

- managing change as a way to explore organizational and cultural change 
- assessing the corporate cu[lture: company case examples 
- cultural change and the me~ia: a panel discussion 
- perceptions of corporal culture 

corporate culture and work'-family issues: a top management view 
I 
I 

DATES: April 11-13, 1988 	 SITE: Scottsdale, AZ 

I 

Dependent Care: Corporate ~rograms. Community Resources and Public Policy 

i 
I

defining dependency and dependent care issues 
, 	 I 

- corporate responses to dependent 	care issues: company case examples 
+ the 1960s, 1970s, 1980~ 

- the community response I' 

corporate views on family policy legislation 
mock hearing on legislatiye initiatives 

DATES: October 24-26, 1988 SITE: Chicago, IL 

Work-Family Issues and TradItional 	Benefit Plans 
I 

the history of employee b'enefi ts: recent growth, the change in traditional 
benefit plans, demographi:cs 

- benefit plan changes infIuenced by work-family concerns 
family issues and the fudure of employee benefit legislation 

- labor and management issues in family benefits 
- family concerns regardini disability benefits 
- flexible benefits I 
- definition of dependents i 

I 

DATES: April 12-14, 1989 	 SITE: Denver, CO 

HOST: US West 

I
Work Force Flexibility 
I 


- the rationale for flexibility and the corporate response 
- how flexible is your company? (a written exercise and discussion) 
- international experiences with work force flexibility 
- flexible schedules and wbrk performance 
- achieving equity in flex:ibility 
- group discussions on impjlementing flexibility 
- factors that affect the ;availability of flexibility 
- discussion of the "MommY: Track" 

I 



;.~ I 

I 
j 

I 

DATES: October 4-6, 1989 SITE: Boston, MAI 
HOST: Polaroid Corporation 

I 
I 

Marketing and Mainstreaming York-Family Issues 

I 
- techniques for promoting ideas; stages and phases in changing attitudes 
- how wide?, and how warm? is

I 

the work-family commitment in your company (a 
written exercise and discuJsion) 

- barriers to getting seniorjmanagement commitment 
panel interview identifying turning points, breakthroughs and plateaus by 
which awareness of and commitment to work-family programs evolved 

- matching marketing strategies to corporate culture 
- mainstreaming work-family fssues: visions and reality 
- creating linkages with other corporate objectives and concerns 
- mission of the Council ! 

- next steps for the field of work-family programs
I 
I 
I 

SITE: San Francisco, CA 
HOSTS: AT&T, Bank of America, Chevron USA, 

Levi Strauss & Co., Wells Fargo Bank 

DATES: April 2-4, 1990 

York and Family 2000 I 

I 
- round robin on new corporate initiatives 
- brainstorming exercise to ~nvision Work and Family 2000 

I 

- what is happening -- and what is going to happen -- ,to families? 
- small group discussions onl the business implications of "The Changing Family" 
- what is affecting - - and w!il1 affect - - business structure and operation? 
- trends in work and family las viewed from our own experiences 

making the connection; a s~stemic view of work-family issues 
- strategic planning for thel Council 

I 

I 

DATES: October 22-24, 1990 
I 

SITE: 
HOSTS: 

New Brunswick, NJ 
Johnson & Johnson and Merck & Co. 

York and Family' 2000 (continued)
I 
I 

- the 1990s -- will it be a Idecade of balance? 
- dysfunctional families: ,the cost to business 

I
forecast: employment trerids and their work-family implications

I 

group discussions on social trends and their impact on work and family 
framing a study and actio~ agenda for the Council 
strategic planning for thi Council 

I 
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DATES: April 3-5, 1991 	 SITE: Chaska, MN 
HOST: IDS Financial Services 

Repositioning the Co~cil for Sustained Leadership and Influence in the 90s 

- remembering the Council's p~st and envisio~ing its role in the future 
· defining a new outreach mis~ion for work-family initiatives and the Council 
· exploring linkages with thei Minneapolis/St. Paul human resources community 
· review of "Outreach and Linkage" steps with other Conference Board councils 
• progress reports from Council's Communications and Awards Committees 
· discussion on the ethics ofiwork and family·· a corporate responsibility? 

I 
DATES: October 28-30, 1991 I SITE: Winston-Salem, NC 

Establis,hing Leadership and Building Linkages 

- confirm our mission as a co~ncil in terms of leadership & outreach activities 
- agree on key messages for business leaders about work and family 

clarif.y how the work-familyl field relates to other business functions 
- select the measures that define quality in work-family activities 

I 
- develop a clearer vision oflelder care as a work force issue and identify new 

directions for employer involvement in elder care 
- meet and share perspectives I with the North Carolina Work and Family Council 

DATES: May 11·13, 1992 	 SITE: Toronto, Ontario, Canada 
- I 
Breaking Through and Reaching IOut 

I 

gain a better understandingiof the 	process for moving from policy development 
to grass roots implementation 

- share perspectives between the u.S. and Canadian Work and Family Councils 
- examine work-family issues in an international context, including factors that 

inhibit or promote work-family initiatives in different parts of the world 
- plan future activities of the Council and lay the groundwork for a Spring 1993 

Council meeting in Europe 

I 

DA~S: October 28-30, 1992 I SITE: San Antonio, TX 

Work Force Diversity Initiatives and Work· Family Initiatives: Finding the 
Connections 

I 

- gain an overview of current workplace diversity initiatives in terms of 
objectives, best practices 4nd trends 

- define the connections and differences between work-family and diversity 
initiatives and to explore ~ow they can be operationalized 

- identify the implications of the diversity/work-family relationship for the 
activities and mission of the Council ' 

- evaluate whether current wo~k-family initiatives adequately encompass the 
diversity of family issues it the workplace 

- continue discussion of ways Ithat the Council can realize its goal of outreach 
and leadership in the business community

I 

I 
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YORK AND FAMILY RESEARCH COUNCIL 
i

Operating Policies and Procedures 
I . 
I 

1. 	 Purpose and Objective i 
I 

. 	 I
The primary purpose of ithe York and Family Research Council is to provide, 
through a series of regularly scheduled meetings and organized discus

Isions, a means to: I 

I 
A. 	 Promote the collection, analysis and dissemination of useful infor

mation regarding the work and family relationship to corporations, 
government agencie~, other organizations, and to the general public., 

I
B. 	 Exchange relevant information and experiences on work and family 

issues useful to t~e professional development of the Council members. 
I

C. 	 Inform Conference poard representatives of the primary research 
problems and concerns of the Council members and their organizations 
regarding work and/ family issues. 

I 
D. 	 Assist the York ana Family Center staff and other Conference Board 

research personneli, through the cooperative efforts of the members, in 
research investigations of professional interest to the Council 
members and their lorganizations. . 

Specific objectives of the York and Family Research Council are described 
in the Elements of a Mission Statement, appended to these Operating 
Procedures. The objettives listed constitute a working document that 
members will consolidate and refine over time. 

II. CouncilKembership J 
, 

A. 	 Size and Composition 
I 
I 

1. 	 The total membership of the Council shall be limited to no more 
than 40 persons.

I 
2. 	 Only one memb:er from anyone company (the term "company" includes 

all divisioni and operating subsidiaries) or other organizations, 
may be repres!ented on the Council. In the event that two organi
zations repr~sented on the Council should merge, the Executive 
Committee wi]l determine which representative from the merged 
organizations will retain membership on the Council. Exceptions 
to these cond.i dons will be con.sidered if operating uni ts or 
merging complinies maintain separate memberships in The Conference 
Board. I 

I 
• 	 I 


I 
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3. 	 In order to assure a breadth of experience and expertise, and to 

reflect a mult~faceted view of work and family concerns, ~embers 
shall be drawn :from broadly representative organizational, geo
graphic, and (for companies) industrial lines, and shall' also 
represent divetse areas of professional expertise (e.g., human 
resotirces, com~unity affairs, planning, research, counseling, 
general manage~ent, public policy, etc.). 

. I· 
4. 	 The Council, h6wever, shall retain a primarily business focus. To 

that end, appr6ximately two-thirds of the Council members shall be 
employees of b~siness organizations, as qualified in Point 3 under 
Section B, "Eligibility Requirements." The remaining one-third of 
the membership1may be representatives from educational institu
tions, government agencies, nonprofit associations, labor unions, 
and other appropriate organizations.

I 

B. 	 Eligibility Requir~ments and Conditions. 
I 

1. 	 The member shail possess, and have demonstrated, considerable 
relevant knowl~dge and expertise on issues concerned with work and 
family relationships.

I 
2. 	 The individual, must be willing and able to make regular contri 

'butions to th~ research efforts' of the Council and The Conference 
Board. 

: 
!

• I
3. 	 Corporate memoers must be employees of Conference Board Associate 

companies in good standing. 

4. 	 Individuals sJall not be considered for membership if, as 
employees or principals in their organizations, their primary job 
responsibilitfes are to: (a) perform Council-related consulting 
services to t~e business community; (b) market Council-related 
services to businesses; or, (c) write articles or produce programs 
for the print lor electronic media. It is viewed that such 
individuals would have an unfair business advantage over other 
consultants, ~ervice providers and news professionals, and would 
tend to dilute the confidentiality of Council deliberations. An 
exception to these conditions is that Council alumni(ae) who are 
principals orlemployees of firms that perform Council-related 
services may rejoin if their firms become Conference Board 
members. I 

5. 	 Yhile a c~ossLsection of organizations and responsibilities is 
sought, Council membership shall be considered a personal, not 
organizationa:l, affiliation -- I.e., organizations may not auto
matically rep'lace members who resign or retire. 

6. 	 Members are d~SCOUraged from participation in other Conference 
Board researdh councils~ 
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I 

I 
, r 

C. 	 Involuntary Termination of Membership
I 

An individual's membership may be involuntarily terminated by any of 
the 	circumstances ~ited below:. 

1. 	 The member chadges job re.sponsibili ties or organizations, wi th the 
result that he lor she no longer meets the eligibility criteria, as 
set forth in Section B preceding. 'When employment changes occur, 
the member's new qualifications will be reviewed by the Executive 
Commi ttee. I 

I 

2. 	 A corporate member's employer terminates membership in The 
Conference Board.' 

i 
I 

3. 	 The individualiviolates attendance requirements. (The continued 
participation of a member who misses either three consecutive 
meetings, or h~lf or more of all meetings held within a two-year 
period, will b~ subject to a vote of the Executive Committee.) 

4. 	 The member or ~ember organization fails to provide full and timely 
payment of thei prorated share of ~eeting expenses, as qualified 
according to a~rangements described under Council Activities, 
Section C: "Cpsts of Council Operations." 

I 
I 
I 

D. 	 Nomination for Membership 

The procedure for !the nomination and election of new members, and the 
re-nomination and ielection of existing members, shall be as follows: 

1. 	 The Conference Board representatives to the 'Work and Family 
Research Coundil will gather nominations from all current members. 
These, along with the representatives' own nominations, will be 
provided to tHe Executive Committee for consideration and 
screening. i 

i 	 . . 
2. 	 The Executivelcommittee willcon.firm the credentials, interest and 

experience of the nominees, and will present approved members at 
the next scheduled Council meeting. 

. I I 

III. Council Administration
I 

I 

,I 

It is the purpose and! intent of the Council that it be self-governing and 
self-managing. The Conference Board role is that of providing technical 
support and facilitating the operation of the Council, and not that of 
administering the Cou~cil. The administrative function is primarily 
fulfilled by the Council's officers and the Executive Committee. 

I 
I

A. 	 Officers and the Executive Committee 
I 

1. 	 The Council's' ~fficers shall consist of two co-chairs and comprise 
the Executive: Committee. The Conference Board representatives to 
the 'Work and Family Research Council shall participate in all 
Executive Commi ttee deliberations. 

I 
I 
I 

I 



I 
- 4 	

2. 	 The co-chairs shall carry out the policies and practices of the 
Council as directed by its membership. They shall preside over 
all Council meet!ings, sharing this responsibili ty when both are 
present. If nei!ther co-chair is present, a designated member or 
The Conference B.oard representatives shall conduct the ineeting. 

3. 	 The terms of the! officers shall be for one year, but may be 
renewed in two s~ccessive years. 

4. 	 Duties of the Ex~cutive Committee: 
I 

a. 	 To nominate and approve, on an annual basis, candidates for 
the Council. I Co-chairs will also solicit nominees for 
officers and!new members from the general membership. 

I 

b. 	 To formulate!and make changes in Council policy and procedure, 
as suggested [and supported by the Council membership. 

I 

c. 	 To appoint c~mmittees or other working groups, as needed, to 
perform on-going or special assignments deemed appropriate by 
the Council ~embership. 

i 
i 

IV. Council Activities 

A. 	 Meeting Program and Frrmat 
I 

Unless expressly designed otherwise, Council meetings will be held on 
an off-the-record bas~s, so as to assure open and free exchange of 
ideas. It shall be the responsibility of the Executive Committee with 
The 	Conference Board representatives to plan meeting agendas, recruit 
suitable speakers, and make all necessary arrangements for the presen
tation of these speeches or discussions.

i 	 . 

B. 	 Number and location of Meetings
! 
I 

1. 	 The Council shailihold two meetings per year. It is anticipated 
that each meetinglwill take place during a two-day period, 
although members ~ay elect to change the length of the meeting if 
the nature of the iprogram or travel time to the meeting site 
warrants such chaqge. 

i 
2. 	 The approximate date for each meeting and its location shall be 

decided at the mee:ting prior to the meeting in question. The 
Executive Committe. and The Conference Board representatives will 
endeavor to schedu~e meeting dates and sites one year in advance. 

I 
I 

3. 	 It shall be the responsibility of The Conference Board represen
tatives, working in concert with the Executive Committee, to make 
the group meeting ~nd meal arrangements for all Council meetings. 
In scheduling these accommodations a block of sleeping rooms will 
be reserved for the Council members' use, but it will be the 
responsibility of individual members to make their personal room 
reservations, and to settle such accounts individually.

I 	 . 
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I 

C. 	 Costs of Council Opierations 
i 

1. 	 All corporate a~d other full-paying members shall share, on a 
prorated basis'i out-of-pocket costs for group meals, meeting room 
rentals, meeting materials and equipment costs, travel and lodging 
costs of two Co'nference Board representatives, and the authorized 
honoraria and e'xpenses of guests invi ted by the Executive 
Commi ttee..\ . . . . 

2. 	 To the exterit possible, all noncorporate members shall also share 
in the prorated! expenses of Council functions. The financial 
support for non~orporate members, whose organizations are unable 
to pay their expenses, must be assured in advance of their partic
ipationon the ~ouncil -- either through special funds designated 
for this purpose, or agreement of paying members to subsidize 
these costs •. The extent of each noncorporate member's financial 
contribution wi:ll be determined at the time she or he is invi ted 
to join the Couhcil. 

I 

I 
V. 	 Councll Independence an~ Nonpartisanship 

The 	Council is assisted l and advised by The Conference Board, but is not to 
be considered a unit or; operating part of The Conference Board organiza
tion. While actions and policies of the Council are solely its own 
responsibility, this chkrter does require that the Council not take any 
actions that have the eUect of endorsing the policies or practices of any 
organizations, or of espousing any specific political or social goal. 

I 
I 
I 


