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Nobody said it would be easy

balancing work and personal
life. Having children, caring for
them. arranging for satisfactory
child care and schooling, hand-
ling houschold, elder care and
family « mergencies during
working hours are just some of
the work/life challenges em-
nlovees regularly face.

Years ago, there was someone
at home full time to handle
these situations. but the days
when the description of a “typi-
cal” American family included a
husband who handled responsi-
hilities at work and a wife who
took care of the needs at home
have long since passed. Today,
well over half of all married cou-
plesin the United States are
dual-income familics and more
than half of the women with
children under one yvear of age

work outside the home.
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The typical IBM family has
changed along with society at
large. IBM’s survey of its own
cmplovees indicates similar
trends:

- Nearly 60 percent of IBM em-
ployees are part of a dual-in-

come couple;

= Thirty percent of IBM employ-
ees have children requiring

supervision:

- Approximately 5 percent of

cemployees are single parents:

- Almost 30 percent of employ-
ces have some responsibility for

the care of an elderly relative.

If the trends continue as expect-
¢d. these tigures will increase
in the vears to come. The
pressures of juggling work and
family responsibilities will con-
tinue to impact employees in the
future. Developing and enhanc-
ing programs designed to ad-
dress these factors will remain
a high priority at IBM.

IFor vears, IBM has recognized
these trends and has t: ken the
lead in providing comprehen-
sive programs te help its em-
ployees better manage their
work and personal lives. IBM
realizes that employees con-
tribute more on the job when
they have less stress away from
the job. Providing a variety of
programs to fit a wide range of
needs is in the best interest of

both IBM and its employees,

For many emplovees, juggling
the demands of the workplace
with those of the home has be-
come a difficult balancing act.
Some employees need help in
arranging for child or elder
care; others are trying to cope
with emotional problems; some
need assistance in plauning for
their retirement; and still others
simply need the time to handle
obligations that can best be
taken care of between 9 a.m.
and 5 p.m. on a workday. Em-
ployees worry about finding
adequate solutions to these
issues and carry their concerns
about these and other personal
situations with them to the
workplace. As a result, IBM con-
tinually reviews and enhances its
work /life programs for a diverse

population with diverse needs.

Through its work and personal
life balance programs. IBM of-
fers employees greater flexibil-
ity and support in meeting their
growing rcsp()nsibi]ilies at work
and at home. As IBM employces
proceed with their careers, they
can take advantage of a wide
range of {lexible programs that
support the building of their ca-
reers as well as the well-being of
families. IBM is aware that fam-
ily and work are not neatly divis-
ible entities. They overlap. Itis
in the company's best interest to
help employees balance the
pressures of work with the de-
mands at home, This brochure
describes some of the work and
personal life balance options
available to regular full-time and
part-time IBM employcees as
they move through the various
stages of their IBM employment

relationship.
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Scheduling flexibility can make
it easier for employees to man-
age both work and personal
priorities. Through a variety of
options such as personal leaves
of absence, the Flexible Work
Leave of Absence program, paid
personal time off, Individualized
Work Schedules, personal
choice holidays and flexible va-
cation scheduling, IBM helps
employees accommodate doctor
appointments, car pools, car re-
pairs, school holidays, day care
hours, extended family illnesses
and other personal needs.

Flexible Work Leave of
Absgence Program

The Flexible Work Leave of Ab-
sence program offers an option
to full-time employees who need
to work a reduced number of
hours per week for a broad ar-
ray of personal needs, such as
dependent care responsibilities,
“once-in-a-lifetime” opportuni-
ties or other individual needs.
Under this program, employees
may work between 20 and 30
hours per week for a minimum
of six months at a time. After
three years, emplovees must re-
turn to work full time or, if they
want to remain on this program,
they will receive regular part-
time medical and dental benefits
with the option to purchase
regular fulltime medical and
dental benefits. After three

years on this program, there
will not be a commitment from
IBM to return the emplovee to
full-time employment. However,
the employee may reapply for
employment with IBM and be
considered on a competitive ba-
sis based on requirements at
that time.

Approval for participating in the
program will be based on bal-
ancing business needs with
personal needs. The Flexible
Work Leave of Absence pro-
gram allows IBM to benefit
from the talents of its employ-
ees while enabling employees to
work part time to accommodate
personal needs.

Leaves of Absence

Some personal situations may
require employees to be away
from work and its day-to-day
demands for an extended period
of time. These employees have
the option of taking a personal
leave of absence. Leaves may be
requested for a variety of per-
sonal circumstances - to be at
home following the birth or
adoption of a child; to care for
an elderly relative; to cope with
an extended family illness, or
take advantage of a “once-in-a-
lifetime” opportunity.

With management approval,
leaves of absence are granted to
employees up to a maximum of
three years. During the second
and third years of a leave, em-
ployees must be available to
work part time, depending on
the needs of the business.
Approval, reviewed annually
by management, is based on
the purpose of the leave, the
employee's overall work per-
srmance and IBM's business
needs at the time. Employees
receive full company-paid
benefits during their leaves and
are assured of jobs when they
return. Employees also receive
full service and earnings credit
for the period of the leave.

With regard to inaternity, a
pregnant employee who wants
to take time off from work be-
fore giving birth may take a
leave of absence. If, however,
pregnancy-related disabilities
prevent an employee from work-
ing before or after childbirth,
she receives benefits with full
pay under the Sickness and Ac-
cident Plan until she is medi-
cally able to return to work.

Work-at-Home Program
The Work-at-Home program ac-
commodates employees who
are on a personal leave of
absence or are on a Flexible
Work Leave of Absence, and
who are unable to get to their
work location on a regular basis
but want to work part time.
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LLmployees participating in this
program must perform the
type of work that can be accom-
plished at home and must
report to their work locations
at least four consecutive

hours each week.

Individualized Work
Schedules

Individualized Work Schedules
give employees the flexibility to
start work up to two hours be-
fore or after the normal start
time at their locations with stop
times adjusted accordingly. The
extent to which Individualized
Work Schedules are offered
depends on customer and
company requirements.

Meal Break Flexibility
Meal break flexibility enables
employees to take a minimum o1
30 minutes or up to a maximum
of two hours for a meal break.
This window of time in an em-
ployee's workday can be used
for personal choice dctivities
such as attending a child’s
school function, visiting an el-
derly relative or participating in
a sports activity. Using meal
break flexibility is based on
management approval and
IBM’s business needs.
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Employees with young or school-
age children or whose older
relatives are aging and in need
of care often face a second,
cqually dernanding job at home.
IBM offers several programs to
help employees find appropriate
care for their dependents. Other
programs are designed to help
employees manage some of

the major expenses involved in
providing for dependents.

IBM Funds for Dependent
Care Initiatives

In many locations throughout
the country, available child

and clder care services are ex-
tremely limited. To help in-
crease the supply and quality of
dependent care programs in the
United States, in 1989 IBM
established the IBM Funds for
Dependent Care Initiatives.
Over a five-year period, from
19¢0 through 1994, 1BM will
spend $25 million through the
funds to develop new or expand
existing child care centers that
give priority enroliment consid-
eration to children of IBM
employees: expand training
cfforts for dependent care
providers; expand and develop
programs for school-age chil-
dren, programs to provide back-
up ¢ ve for parents when the
planned day-to-day child care ar-
rangements break down, and

Q
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Caring for
Depenaents

family day care; as weil as en-
hance elder care services such
as in-home care, adult day care
programs and respite care. Pro-
grams expanded or developed
under the IBM Funds for
DDependent Care Initiatives are
incorporated in IBM's Chila
Care Referral Service and Elder
Care Consultation and Referral
Service networks.

Child Care Referral Service
Finding quality child care can
be difficult for any parent. The
problem is compounded for
working parents who have lim-
ited time to search for and in-
vestigate available options.

For some parents, the process
can be especially difficult if
child care options in their arcas
are limited, as well. Even after
locating a number of providers,
parents can feel over whelmed
when it comes to evaluating
the options and making a final
selection.

To help employees in what can
be a difficult, time-<onsuming
process, IBM offers a nation-
wide service to IBM parents for
finding and helping select the
child care best suited to their in-
dividual needs. The IBM Child
Care Referral Service (CCRS)
puts employees in touch with
trained specialists who are
farniliar with local child care
services. The counselors offer
detailed information and refer-
rals, along with guidance to help

parents choose the best child

care arrangements for their fam-

ilies. The services of CCRS are
offered at no cost to IBM par-
ents. However, parents are
responsible for selecting and
paying the child care provider.
Established in 1984 as the first
national child care resource and
referral service, CCRS has
helped more than 46,000 [BM
families find care for more than
54,000 children = 70 pereent
under three years old and

40 percent under one.

Elder Care Consultation
and Referral Service

It takes a great deal of time and
cnergy to find and evaluate the
wide variety of elder care ser-
vices in order to make the right
decisions about a relative’s care.
When a dependent relative

lives far away. the process can
be even harder. How do you get
started? And how can vou evalu-
ate the choices?

When it was established in 1988,

IBM's Elder Care Consultation
ard Referral Service (ECCRS)
became the first nationwide cor-
porate program to help employ-
ces address these problems.
The progra ®'s services are pro-
vided through a nationwide net-
work of community-based elder
care organizations. ECCRS
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offers telephone consultations,
consumer information and cdu-
cation, as well as referrals to
the appropriate providers and
resources at no cost to IBM
employees, spouses and re-
tirees. Employecs or their rela-
tives, however, are responsible
for selecting and paying the
elder care provider. Since the
program’s inception, ECCRS
has helped more than 19.C
employees, retirees and then
families find care for older rela-
tives, 52 percent of whom live at
least 100 miles away and 75 per-
cent of whorn are 75 or older.

Adoption Assistance
Program

Some IBMers are interested in
adopting children but need as-
sistance with the costs involved.
Almost 6,000 children have
heen adopted with the help of
1BM's Adoption Assistance Pro-
gram since it was established in
1973. The program reimburses
employees for 80 percent of the
adoption costs up to a maximum
of $2.500 per adoption. Eligible
charges include adoption
agency fees, placement fees,
legal fees, maternity costs for
the birth mother and charges
for a temporary foster home
immediately prior to placement
with the adopting family.




ElC

Aruiext providea by enc

Special Care for Childrer,
Assistance Plan

Parents whose children have
special problems, whether they
are physical. mental or emo-
tionai, often incur expenses that
arce not covered by the regular
1BM medical plans. To help par-
ents of children with special
needs, IBM provides up to
850,000 lifetime assistance per
child or until the child reaches
the age ol 23, for such expenses
as special day care, residential
care or outpatient treatment
through the Special Care for
Children Assistance Plan,

Work and Family Seminars
IBM's work and family seminars
offer employeces a resource lor
practical information and emo-
tional support for dependent
care issues. The seminars ad-
dress such subjects as child
lealth, safety and development:
parent-child communications;
the latch-key child, and adoles-
cent issues (including drugs
and alcohol), A series of semi-
nars addresses elder care
issues such as the aging pro-
cess, handling legal matters and
arranging for the care of elderly
relatives, The seminars are pro-
vided free to IBM employees
and their spouses under A Plan
for Life, IBM's health education
program (sce page 10).

LRICHEST CEPY AVAILABLE

Thomas .J. Watson
Scholarship Program

As their children got older and
hecome more independent, par-
ents' concerns about child care
mav be replaced by other con-
cerns, such as college educa-
tion. IBM lielps alleviate some
of that werry through its
Thomas J. Watson Scholarship
Program. The program, Jshich
wis established in 1957 to
honor iIBM's founder, Thomas J.
Watson Sr.. provides financial
assistance toward college edu-
cation and, at the same time,
rewards academic excellence
among high school students
who are children of active,
deceased or retired IBM
employees,

Voluntary Pla: for
Dependent Care

The IBM Voluntary Plan for
Dependent Care allows employ-
ces to set aside a portion of
their salary each pay period as
untaxed dollars to help pay for
work-related dependent care
expenses. Based on federal tax
legislation, the plan is an alter-
native to the tax credit for ¢hild
and dependent care expenses
and is designed to help employ-
ees meet the challenges of
providing care for their young
children or other eligible
dependents.







Staying healthy plays a large
part in successiully managing
the demands of work and family
life. IBM offers a wide range of
programs in addition to medical
beanefits to help employees and
their families stay physically
and mentally fit 2s well as meet
the high cost of health care.
The company also sponsors
recreational and cultural activi-
ties to help IBMers and their
families enjoy time together

away from work.

BEST LY ILFILABLE
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IBM's health-education pro-
gram, A Plan for Life (APFL).
offers comprehensive health-
related courses at no extra cost
to employees, retirees and their
eligible dependents. Since its
inception, API'L. has continued
to emphasize the health of the
entire family - not just the
employee. Under the program.
established in 1981, tuition as-
sistance is also offered

to individuals who enroll in
equivalent courses provided by
community or commercial orga-
nizations. To date, more than
500,000 employees, retirees and
eligible dependents have en-
rolled in over 25,000 courses of-
fered at or near IBM locations
throughout the country.

Courses are designed to edu-
cate employees about healthier
lifestvles. In addition to the
work and family seminars de-
scribed on page 8, APFL offer-
ings cover such subjects as
smoking cessation, exercise,
aerobic swimming, weight man-
agement, nutrition, self care and
family care, stress management
and cardiac risk factors.

Soaith
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To encourage preventive health
care. the Personal Health Assis-
tance Provision of the IBM
Major Medical Plan provides
reimbursement of 80 percent of
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certain preventive medical
expenses up 1o a maximum

of $500 per vear, per employee.
The Personal Health Assistance
Provision of the IBM Major
Medical Plan covers such ex-
penses as physical exams,
cveglasses, contact lenses or
hearing aids. immunization
shots, cholesterol and other pre-
ventive tests. zad well-baby
care. A portion of the premium
costs for th2 Long-Term Care
Insurance Program (sce page
11) can also be reimbursed un-
der this provision.

mpiovee <ssistanc?
Grogram

A difficult emotional or personal
problem can arise at any time.
The problem could relate to any
number of situations — debt, de-
pression, emotional distress, al-
cohol or substance abuse or it
could involve a relocation. the
death of a loved one, or friction
with children, spouses or
parents.

IBM's Employee Assistance Pro-
gram (EAP) offers employees,
retirees and their families a place
to turn for immediate help. The
program provides short-term
counseling (up to eight visits)
with an experienced EAP profes-
sional at no cost. Help is just a
phone call away, 24 hours a day,
seven days a week.




Turning to the EAP is a volun-
tary and corfidential matter.
The program is coordinated for
IBM by two independent coun-
seling firms that have offices
throughout the country: Human
Affairs International, Inc. (1-800-
223-3919) serves employees in
the West and South, while Per-
sonal Performance Consultants,
Inc. (1-800-999-9IBM) serves
employees in the Northeast
and Midwest. A complete list of
EAP telephone numbers is
included in the EAP brochure
(G504-0264).

Mental Heaith Care
Program

To complement the services
provided by the Employee As-
sistance Program, IBM recently
added a new Mental Health
Care Program to its benefits
plans to help employees obtain
treatment for psychiatric and
substance abuse problems. Un-
der this program. employees
and their eligible dependents
can access a confidential re-
source and referral service by
calling 1-800-368-7426. Adminis-
tered for IBM by American
PsychManagement, this service
is staffed 24 hours a day, seven
days a week by clinical special-
ists. After evaluating the need,
the caller is referred to appro-
priate providers from the pro-
gram's national network of
more than 10.000 psychiatrists,
psvchologists, mental health
clinics and other practitioners.
Q
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Other services offered include
the evaluation of treatment plans
by professional case managers in
complex cases and, when appro-
priate, authorization of coverage
for care not otherwise covered
under IBM's plans. Employees
and their families make the final
decision on where to go for
treatment.

Catastrophic Care
Assistance Program

No one is ever prepared for a
catastrophic illness or accident -
it can strike at any time. Under
the Catastrophic Care Assis-
tznce Program, employees can
get professional help and guid-
ance when they need it most.
The program covers catas-
trophic medical conditions such
as cancer, heart disease, exten-
sive burns, and traumatic head
and spinal injuries. Trained pro-
fessionals help employees as-
sess these situations; assist the
personal physician in developing
treatment plans; provide refer-
rals for appropriate services, in-
cluding referrals to national
“centers of excellence,” if neces-
sary; and establish appropriate
follow-up care.

Services are available to em-
ployees and their eligible depen-
dents by calling the provider,
Intracorp, at 1-800-526-3981,

& a.m. to 5 p.m., EST, Monday
through Friday.

Long-Term Care insurance
Program

As difficult as it may be to imag-
ine, healthy employees or their
spouses may one day find them-
selves unable to perform the
routine activities they used to
take for granted - walking, eat-
ing, getting dressed. Neither the
regular IRM medical plans nor
Medicare pays for most long-
term care, and the cost can be
substantial. To help employees
and their families prepare for
such a situation, IBM makes
available the Long-Term Care
Insurance Program that covers
a wide range of services for
chronic illnesses or disabilities,
such as Alzheimer's Disease.
Under the Long-Term Care
Insurance Program, employees
can apply for long-term care in-
surance that will pay benefits up
to a maximum of $275,000 for ap-
proved long-term care services,
including custodial services.

The program includes group
rates; reimbursement for such
services as nursing home care,
home health care, adult day
care and respite care; a choice
of three reimbursement options
-$50, $100 and $150 per day:

an inflation adjustment feature:
and reimbursement of a portion
of the premiums for employees,
retirees and their spouses under
the Personal Health Assistance/
Special Health Assistance
Provisions of the IBM Major
Medical Plan.
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Additional information about the
program can be obtained by
calling the provider, John Han-
cock Mutual Life Insurance
Company, at 1-800-255-8991.

Empioyee Video Library
Keeping abreast of certain
issues that affect many employ-
ees and their families can help
them cope with, or even possi-
bly prevent, certain problems.
Through the Employee Video
Library, IBM offers high-quality
educational tapes on such issues
as AIDS and substance abuse.
Employees can order videotapes
by calling Modern Talking Pic-
ture Service at 1-800-843-2948
(or 1-800-356-3233 in Florida).
The tapes are shipped without
charge for a free five-day loan
and can be viewed at home with
family members or shared with
community organizations.

IBM Clubs

To help employees, retirees and
their families unwind together
in a non-business environment.
the IBM Clubs offer a wide vari-
ety of social, cultural and recre-
ational activities. Popular IBM
Club activities include holiday
parties, family days and sports
activities. A nutnber of IBM
locations also have on-site
recreational facilities, such as
baseball fields, jogging trails.
picnic areas, playgrounds, and
basketball and tennis courts.
IBM Clubs also conduct U.S.
Savings Bonds and Blood Drive
campaigns among employees.
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IBMers and their families may
need additional support during
times of transition, such as man-
aging a cross-country move,
bridging to retirement or ex-
ploring alternatives following
retirement.

Tarmgnal Cetirnment
temsiizicn 0 r *he (BEM
B R § &

A Personal Retirement Provi-
sion (PRP) was established as
an additional feature of the IBM
Retirement Plan to provide
more income to employees
when they retire and greater
flexibility in meeting their long-
term plans. Under the provision,
IBM provides annual tax-
deferred allocations for all regu-
lar employees. After an initial
allocation of 5 percent of each
employee’s annual compensa-
tion, future allocations will equal
1 percent for 1992, 2 percent for
1993 and 3 percent for each year
following. Each employee's PRP
balance increases with each
annual allocation as well as tax-
deferred interest earnings.

Upon retiring or leaving IBM,
employees have the option

of receiving their accrued PRP
balance either in an immedi-
ate lump-sum payment or in
monthly payments. Employees
receive their PRP balance in
addition to their regular IBM
core retirement benefit.

Q
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“ax Sererrea Savings 2lan
In fact, preparation for retire-
ment begins when an employee
is hired. The company’s goal is
to make sure that retirement is
a thoughtful, planned experi-

e ce for all employees...nota
sudden, traumatic event. When
planned carefully, retirement
can be looked forward to with
enthusiasm and confidence.

To encourage financial planning
well in advance of retirement,
full-time regular employees who
have completed one year of ser-
vice can participate in the Tax
Deferred Savings Plan. The plan
allows employees to defer up to
8 percent of their salaries; IBM
contributes 30 cents for each
dollar the employe ¢ contributes,
up to the first 5 percent. A loan
feature is available that allows
participants to borrow up to 50
percent of their total account
balance and repay that loan by
payroll deduction over a period
of four years.

Sre-senrement Seminars
IBM also offers pre-retirement
seminars for employees and
their spouses.

Five years before retirement
eligibility, employees and wneir
spouses can talk to profes-
sionals about all aspects of

retirement planning. The com-
pany-sponsored seminars
address topics such as health
care, financial planning, IBM
retirement benefits, Social
Security, use of time, and tax
and legal matters.

Jetirement Sducation
Sssactance C'an
For some employees, retire-
ment offers a long-awaited
chance to explore new careers
and develop new skills. To en-
able retirees and their spouses
to pursue their interests more
easily, IBM's Retirement
Education Assistance Plan
reimburses up to $2,500 per em-
ployee and $2,500 per spouse
for educational expenses related
to continuing education, devel-
oping a hobby or interest,
launching a second career
or enhancing personal
development.

Employees can participate in
the program starting five years
before their earliest retirement
eligibility date. This could be
as early as 50 years of age for
employees who will have 15
years of IBM service by age 55,
or it could be five years before
a 30th service anniversary.
Spouses become eligible at the
same time as employees.
Eligibility continues for both
employees and spouses until
three years after retirement.

16

Prg-Aatirement Loave
Sroaram

Sometimes the best method for
weighing retirement options is
to experiment beforehand. IBM
allows employees, who are
either eligible or will become
eligible to retire within a year,
to request a personal leave of up
to one year. During that time,
employees can work part time
at IBM or work for another com-
pany, provided there is no
conflict of interest. During the
leave period, ful! earnings and
service will be credited toward
retirement.

Community Service
Zareer Program

Similarly, other IBMers may
view retirement as a chance to
launch a second career in com-
munity service. The Community
Service Career Program
enables employees to work
full-time with community-based
organizations upon retirement
from IBM.

Under the program, retirees
receive full IBM retirement
benefits and a portion of their
final salaries for up to two years.
Participants have accepted posi-
tions with organizations that
address such hard-pressing
issues as AIDS, illiteracy, affirm-
ative action, unemployment

and substance abuse.

«




Tecnnical Academic
Career Program

For technical professionals,
pursuing an academic career
after retiring from IBM may be
a viable option. The Technical
Academic Career Program
selects such candidates on

the basis of their technical
backgrounds and academic
qualifications.

S

Employees in this program
accept full-time teaching,
research or administrative
positions at post-secondary
schools in engineering,
physical sciznce, computer
science or information systems.
Upon approval to participate in
the program, the employee re-
tires and receives IBM retire-
ment benefits, and a percentage
of their IBM final salaries for up
to two years. An employee may
also qualify for relocation assis-
tance to the geographic area of
the school. Since the program'’s
inception in 1984, more than 250
IBM employees have accepted
positions at such colleges as
Stanford University, Florida
A&M and Massachusetts Insti-
tute of Technology.

Q
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Spouse Relocation
Assistance

When an employee transfers to
a new location, it may mean an
adjustment for the entire family,
especially for a spouse who has
awell-established career. IBM’s
Spouse Relocation Assistance
program can help the process
go more smoothly.

The spouses of IBMers can turn
to approved career management
consultants for help in develop-
ing skills, preparing resumes
and tailoring job plans or can be
reimbursed for up to $1,000 for
actual expenses related to job
searches outside of IBM. In
addition, an employee’s survey
trip to the new location may be
extended or an additional trip
for a spouse may be approved to
accommodate his or her job
search.

Also, under the program,
spouses who are IBM employ-
ees receive priority consid-
eration for placement and/or
employment at the new location.
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For many IBMers, having a bal-
anced life includes community
involvement. [EM offers spe-
cific programs to provide these
employees with the time and
resources to actively contribute
to their communities.

Fund for Commuity
Service

Many IBMers volunteer their
time to help nonprofit organ-
izations or schools in the com-
munities where they live. To
recognize and encourage em-
ployee volunteerism, IBM estab-
lished the Fund for Community
Service in 1972. Through this
program, IBM provides finan-
cial or IBM product grants for
specific activities of local com-
munity organizations in which
employees, retirees or their
spouses are actively involved.
Since 1972, IBM has donated
over $44 million for more than
27,000 projects including the
purchase of electrocardiogram
equipment for a local ambu-
lance unit, two-way radios for a
volunteer fire department,
sewing machines for disabled
adults, and physical therapy
equipment for disabled children,
and furniture and books for a
child care center.

Sevond YWork

ANG Family

¢

Matching Grants Program
The Matching Grants Program
provides another means for em-
ployees to help their communi-
ties. Under the program, IBM
matches, two-for-one, the contri-
butions that active and retired
employees and their spouses
give to eligible colleges and uni-
versities, hospitals, nursing
homes, and cultural institutions
up to a maximum of $5,000 per
institution, pcr donor, per cal-
endar year.

Colleges and universities that
receive contributions of $5,000
or more from employees,
spouses or retirees during a
12-month period, can receive ei-
ther a two-for-one cash donation
from IBM or a five-for-one IBM
product donation based on cur-
rent retail prices.

A K-12 provision was added to
the Matching Grants Program,
allowing employees, retirees
and spouses to contribute to the
donation of PS/2 equipment,
software and courseware to
eligible K-12 schools. The IBM
donor contributes 20 percent
of the retail price of the equip-
ment while IBM contributes
the balance.

Faculty Loan

The Faculty Loan program allows
employees to contribute to
higher education in a very per

sonal and direct way by donating
their time and skills. Qualified
IBMers are granted leaves with
their full IBM salaries so they
can teach, counsel or give profes-
sional support to colleges, uni-
versities and related educational
institutions with special pro-
grams for minority, women and
disadvantaged siudents or stu-
dents with disabilities. Assign-
ments usually last one school
year. Since 1971, approximately
1,000 IBM employees have par-
ticipated in this program.

Community Service
Assignmant Program

Similarly, employees who want
to contribute to community
organizations can take the
necessary time away from work
to do so through a Community
Service Assignment.

Assignments can be requested
by employees, nonprofit organi-
zations or IBM. Most Commu-
nity Service Assignments are
granted for one year with full
IBM pay. Since IBM started the
program in 1971, more than
1,000 IBMers have been granted
fu: or partial assignments. Par-
ticipating organizations have in-
cluded the American Red Cross,
Phoenix House, National Urban
League, and National Executive
Service Corps.

18

BEST COPY AVAILABLE

More details about these and
other IBM programs are avail-
able in the following brochure=s:

About Your Company
(8502-3801)

About Your Financial Future
(S504-0260)

About Your Retirement
(5§502-3610)

IBM Child Care Referral Service

(G5940265)

IBM Elder Care Consultation and
Referral Service
(G504-0334)

IBM Employee Assistance
Program
(G504-0264)

IBM Employee Assistance
Program Highlights
(G504-0310)

IBM Fund for Community Service
(ZV04<)097)

K-12 Matching Grants Program
(SV04-0358)

1990 Medical Benefits
Announcements
(SV04-0352)

Special Care for Children
Assistance Plan
(G504-0338)

Tax Deferred Savings Plan
1990 Enhancements
(SV04-0346)

Voluntary Plan for
Dependent Care
(SV04-03: 1)




IBM continues to respond to the dynamics

of employee needs and concerns in today’s

| evolving workplace. Today’s IBM programs
may be modified and expanded for tomorrow to
meet changing needs, in an effort to keep work

and personal life in balance.
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by Carrie Gottlieb

n the 1980s, many Ameri
themselves trying to balance thrivir
children, happy marriages. spotle

_,, ~Ey 5

Their conclusion: Something had ft}

-

many years, the company has been attuned
to changing demographics. In the late
1970s. it began testing the viability of

 flexible work schedules. such as individual
work schedules and part-time work during
leave of absence. And in 1988, IBM created
a three-year personal leave program that
experts consider to be one of the most
generous in U.S. industry.

Recently. 18M announced yet another
program designed to help employees bal-
ance the demands of work and family life.
Called the Flexible Work Leave of Absence
program. it is essentially an expansion of
IBM’s three-year personal leave. Now.
employees who work part time are entitled

to enhanced comprehensive benefits. such

Now. the 1990s are here. and demogra-
phers are predicting yet another kink in
the changing patchwork of American soci-
ety: the “Sandwich Generation.” In time,
more Americans are expected to be “sand-
wiched” between caring for their clderly
parents and their young children simulta-
neously. And if that doesn’t sound
demanding enough, consider this: Most
will continue working, for a variety of
financial and personal reasons.

How do workers give their all when
they're concerned about Mom, Dad. little
Sally and Johnny. tonight’s meatloaf. and
the leaky pipe in the kitchen?

IBM recognizes the need to accommo-
date its employees’ changing lifestyles. For

Q
ERIC
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as vacation and sick pay. And. after three
years of part-time work. employees have
the option of continuing part time with
part-time medical-dental benefits. and
the epportunity to purchase full medical-
dental benefits. Before, employees either
had to return to 1BM full time after three
years or resign. Under the new program.
more employees will be eligible for part-
time work at home.

Obviously. there are some jobs that
don’t lend themselves to part-time work.
or work at home. “This is not an entitle-
ment.” says William Colucci. vice presi-
dent, Us Personnel. “We're running a
business. At the end of the day. we can't
grant a leave that doesn't make good
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i HLUSTRATION By RIC HARD “PARLS

business sense,” Still. there are plenty of
jobs that ean be done efficiently on a part-
time basis. some even at home. Only non-
management level jobs are eligible for
part-time work.

“Our intent is to be as tlexible as we can
be in responding to the needs of our em-
plovees.” says Colucei, “'T'his is part of our

strategy to beeome the employer of choice,
to ensure that more people would rather
work for IBM than for any other company.”

For Jill Lum. an advisory svstems engi-
neer in the Seattle Commercial Branch
office. who has been with 1BM for 12 years.
the opportunity to work from home in a
pilot program has been a “dream.” Six
months after Lum had her first son.

Q
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Andrew. in 1985, she returned to 1M {ull
time, But after the birth of Daniel two
vears ago. she couldn’t see juggling two
~mall children and a full-time job. *
ready to resign.” she siays. But Lumand her
manager, Ed DesCamp. were able to work
out a part-time arrangenient tat enabled
her to eontinue working from home. She
specializes in storage svstems.

Under 18M’s work-at-home program.
Lum is required to spend a minimum ol
four hours a week in the ofliee, The other
16 hours a week are spent working from
home or visiting customers. who are free to
call her anytime —
PhoneMail — and leave messages.

“1 had a very bright.
hard-working emplovee who was forced to

1w

at_home or through
Says DesCamnp:

make a choiee hetween a career and child
rearing. 1BV flexibility meant she didn't
lewve to make that choiee. Now, the branch
wins. the customerwins and Jill wins. wwo.”

Phyllis Weinstein. a programmer at

Weinstein fearned about the work-at-
home program, she jumped at the oppor-
tunity. "By working, I'm remaining tech-
nically vital” she says. “And I'm offering
something to 1BM because | already have
the skills needed to do my job.”

While the new part-time options will
certainly help 1BM reduce employee head-
count at a time when that is a priority. it is
inportant to keep in mind that the com-
pany also retains valuable workers such ag
fum and Weinstein who would have
resigned.

The program is designed to help men as
well as women, By making these options
available to evervone who is qualified.
people are expected to participate for a
variety of reasons. including the desire to
w0 back to school, or to do more volunteer
work. Some employees may ultimately use
the program as a bridge to retirement.
gradually winding down their hours before
leaving altogether.

Endicott. N.Y.. who has worked for 113\ “Everything we're doing here.” says
sinee 1977 faced the same dilemma as Colueei. “is for the business in the year
Lum after she had her second ehitd, When 2060 —and beyond.™ {7
Key Benefit Highlights
With the introduction of the Flexible Work Leave of Absence program, a benefits
program has been developed to address the needs of an employee working
part time for an extended period. The coverage, including time off for sickness, vacation
and the availability of the Tax Deferred Savings Plan, is an improvement over the benetits
offered to those working as supplemental employees while on Leave of Absence.
Benefits Personal Flexibie Work Reguilar
eneti . Leave Leave of Absence | Full-Time
t R
Moducal/bonhl | YES YES YES
—— - . 4 remn e e ————— - ‘? ———
Sucknon and Accudont ! NO YES YES
. e [V U VPR PRI o
Tlx noumd Savings m-n j NO YES YES
Employn Assusnneo Prograrn YES YES YES
Chlld/EIdor Care Roforral Sorvicu YES YES YES
Eamings Used to calculato Full-Time Part-Time Full-Time
Cm nﬂiumnnt Ineomo Earnings Eamings Earnings
Pmoml Rotinmont NO YES YES
Tuitlon nofund 1 NO YES YES

Note: While the benetits offered to those paruc:paung in the Flexible Work Leave of Absence program
are comparable to those offered reguiar full-time employees, the number of part-time hours worked will
detarmine the actual coverage for programs such as Vacation and Sickness and Accident Income.
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CHILD
CARE
COMES
OF AGE

IBM takes

a lead role

in promoting
this much-
needed service.
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month-old Kelly
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Debbie Foegen.

Linda Persson
cuddles 9-
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" SPECIAL REPORT

Child Care
Comes of Age

/{\' ¢ arrie Gottlieh

Fefore Linda Persson began car-
ing for infants professionally in her Rochester, Minn., home, she received
many calls from mothers desperately looking for quality child care.

“Some mothers were in tears because they

had no place to leave their infants, and

they had to go back to work,”

says Persson, who was caring for

children over the age of two-and-a-hallf.
“I had to turn them away.”

She doesn’t anymore. Last summer, Persson began

EIIEIEIEIET AYIONS BY IVAN CHERMAYEf ¢
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~pecializing in infant care, With money
from an 18M fund that is designed to ease -
the shortage of such care in Rochester.,

Persson was able to b cribs. highichair-,
infant seats. a swing set and toss,
“Children need ~hnreturn. she agreed to become an
infant-care provider for at least thiree
vears. and to give priority to the ehildren
of 1BMers when she has openings, Similar
models more than 18M funding was given to otherinfant-

care providers in Rochester.

tll(’_\‘ need critics. < 18M in the child-care business? No.
But eight yvears ago the company was
quick to grasp the importance of

quality child care. and its impact on the

Jomeplt Josthert ¢ 1751 1825 .
! ) workplace, \nd 1B has since becomne a

/ll'lu /l TR AW AN . .
leader among LS corporations

prosiding funds and resources to
assist insolving the growing child-
care challenge in \merica,
\ccording to the U5, Burean

of Labor Statisties. 016 percent
of all children have a mother who
ix in the labor foree. By the vear
2000, the number is expected to rise
to 75 pereent. About half of all women
with children under the age of one eur-
rently work.

The munber of women working at
IBM 1S bas increased signiticantly as well.
and ~o has their need for child care, Last
vear women made up 29.2 pereent
of the company’s work foree.up from 127
percentin 1962,

Nationally. the issue of child care has
become so pressing that Congress last
sear passed legisfation that sets a prece-
dent for improving quality standards, The
law. the first comprehensive child-care
logislation since World War HL provides
$5 billion over 5 vears in block grants tor
tates to enthance child-care programs.

Shane Dalziel had a swinging

time at the Town of Essex day camp
near Burlington, Vt., last summer.
18m’s fund helped the camp expand
to a full-day program.
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After a day at Camp Greylock in South Hero, Vi,
Nathan Bruner, left, and brother Travis head back to
the Greater Burlington ymca.

\nother $18 billion oser 5 vears in the
form of tax eredits was allocated for poor
families. Nationw ide. mithons of children
and their parents are expected to be
helped by the grants and tax credits,

[0 198 1. 167 was the first corporation
in the United States to establish a
national child-care resource and referral
network for 1831 parents. The serviee,
administered by Work/Family Direetions.
a Boston-hased consulting firm. has since
been used by more than 15,000 families.

There was one major hiteh. however:
Commuunities offered a real jumble of
inconsistent child-care options. (33 rec-
ognized that a strong infrastructure was
needed o provide better services—and
more of them.

Oncee again enlisting Work/Family
Directions. 113\ in late 1989 established
aunique. five-year. $22 million program
to increase the supply and quality of child
care in communities where (B\Mers five
and work. It is the fargest amount of money
being spent on child care in the United
States by an American corporation.

10 AALITSKY ; GAMMA LAISON

savs Iran Sussner Rodgers. president

and tounder of Worl/Family Directions:
“"Ihe unique contribution of 183's fund

i~ that it addresses multiple child-care
problems in a community at one Gine. For
parents to work. there has to he infant
care in homes: capital so that centers can
exist: summer camps and other programs
for when school is out.”

\fter assessing the needs of communi-
ties. Work/Family Directions administers
money from 18M's fund to child-care
venters. individuals like Linda Persson
whao care for children in their homes,
and community-hased organizations like
the Y MG,

138 has already awarded $ 1.5 million
to 13 projects of varving sizes in 20 LS.
cities. \ significant portion of the money
will he used by child-care professionals to
build five day-care centers in communi-
ties with large populations of 13Mers. such
as Charlotte. NCo Gaithersburg, Md..
Dallas. Texas. and Westehester County.
Y. b some of these communities. 1M
will he teaming up with companies like
Maguire Thomas Partners atd Pepsi-Cola
Co. to share start-up costs, Outside hirms
specializing in child care w il own and
up('rzll(' the centers,

\t the University Rescareh Park
in Charlotte. for example. 183 is commit-
ting S300.000 (()j()in \merican |':\pn'ss.
Duke Power Co..and the park’s deseloper
to create a large day-care center that w ill
serve emplovees from each company.
i8vMers will be entitled to about 50 slots,
including infants and preschoolers.

astvear. i8M's funding enabled the

Greater Burlington. M.y Moy to

expand its after-school programs
to more locations. 13M funds also helped
the y MGy extend its summer day-camp
hours to accommmodate parents w hose
schedules were affeeted by the Burlingten
plant’s 12-hour workda.

In San Jose. Calif.. inws fund helped ex-
pand a summer rogram at a public school
tocated within one mile of 18Ms main site.

\ceording to child-care professionals.

£D MALITIRY ‘GAMMA UAISON

Archery was one of Nathan
Bruner's favorite activities at
Camp Greylock.

WENDY BARROWS, GAMMA LIAISON

Bright Horizons director Susan
Bloom with one of her charges.
Allen Simmons. in Eimsford. NY.

WENDY BARROWS /GARMA LAISON

Katie Fitzpatrick pops out {0 say
“hi" at Bright Horizons.
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Four little Indians at a Thanksgiving
party at Bright Horizons.

Time ou* for an apple: John Flagg,
left, and Gregory Hinzo at camp in
San Jose, Cali.

Arts and craits at Camp Greylock:
Camper Rachel Bertsch, right,
gets her creative juices flowing,

BEST CGPY AVRILIZL
ERIC

WENDY BARROWS GARMA HAISOHY

CHARIES GAMMA IIAISON

few companies in the | nited States have
tahen on a more active leadership role in
this held. 18V communiny-based pro-
aran s seett as one of the most ereative
wavs to enhance the qualit and impor-
tance of child care,

s fund is an amazing connmit-
ment.” savs Ellen Galinsky. co-president
ol the Families and Work Institurtes a New
York nonprofit rescareh firmspecializing
i work and family issues. " Andits im-
portaut for this country.”

\rlene Johnson. program director of
work force research at the Conference
Board. a nonprofit research organiza-
tion. agrees, " The fact that 1B eounsels
emplovees, helps them learn about child-
care standards. and works with local cou-
nitities to inerease the supply. actually
stimulates the market” she savs.

any (N parents believe the

money is being well spent. The

support Linda Persson received.
for example. made it easier for Debbie
Foegen o retarn to work following the
birth of her daughter. Kelly,

“Hiked the fact that Linda was special-
izing in infants. rather than watching
Kids of albages. That wav. kelly could
receive more individual attention.” savs
Foegen. a telecommunications specialist
at 187 Rochester. For her part. Persson
savs shes not sure she would have
switched to infant care if she hadn’t

b A et Provided by ERIC

received support from BV since the
cribs. high chairs and other items
required a sizable investment.

Cheryl Braner. a single mother of two
~school-age sons. works long hours as a
senior process specialistat the Burlington
plant. Last siimmier. taking advantage of
the extended hours program at the
Greater Burlington y v, she brought
her sons Travis and Nathan to i8M with
her at 7 aamee where thev were picked up
by ay ey van, They spent the day at
camp. ate dinner and were reads to go
houte at 7 pan.when she left work.
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Sinee Bruner has joint custody of
Nathan and Travis with her ex-hushand.
she needed the serviee only Tour davs a
month. [Cmight have been ditlieult for
her to tind that Heaibility elsewhere.
siven this demand for full-time child care
m Burlington. “Good day care is a bless-
e savs Bruner, “Ies a ot o worry
about.”

Maige Frichson. a marketing manager
in the Houston. Fexas, US Marketing
X Services Public Sector branch othice.,
used her ow i initiative to obtain 3y
lunding. HeartsHome. the day-care
center that her 2-vear-old son Reed
attends. wanted to expand its plavground
but was strapped for funds. So Erichson
and HartsHome Diveetor kay Albrecht
~ubmiied a proposal to Work/Famih
|§§:‘5-v|inu>.'l'lln-} received $5.000 and two
personal computers for the children. in
return for preferential enrollment consid-
eration for iBvers when HeartsHome

hras n'n-uin‘-_r),

rom a larger perspective, 1BV

child-care inttiative has served as a

moded for other corporations that
achnowledge the need to help emplovees
find safe. nurtaring emvironments for
their chitdren while they re at work.

Savs Johnson of the Conferenee Board:

13\ has stressed that its not just aceom-
modating eriplovees to he nice. bt that
it wants to be here tomorrow, And il it
doesn’twant to take a bath on employee
wrnover and attrition. its got to do
~omething.”

[ndeed. productivity is much higher
when emplovees are notworrving abont
their children. A 1987 Boston University
study of two New England companies
found that 25 percent of emploved par-
ents were almost constanthy worried
about their Kids.

Other rescareh tndicates that when
child-care arrangements break down.
parents are more likely to have stress-
related health problems. such as shortness
of breath. and back or neek pains,

They also tend to drink maore aleohol.

ERIC

~mohe more cigirettes, overeat or
take tranquilizers.

Since most day-care centers and indi-
vidual providers will not care for sick
children. parents sometimes feel they are
forced o miss work. Yhsences cost com-
panies hillions of dollars annnally. Tn a
survey of employees several vears ago. 18\
found that 00 percent of those with chil-
drenunder the age of Homissed at least
Fday of work annually due toaehilds
iHness. and 30 percent missed 3 days
Or more,

Ted Childs. program direetor of 1w’
Work/Life Programs. which oversees the
child-care fund. savs that special facilities
for <ick children will be available at some
ol the new centers 133 s helping o build.

“Weare trving to develop programs that

will help parents balanee the ongoing

demands of family and work.” he says.

“Ilesible child-care arrangements ave part

of that equation.”

The cost of not providing quality care
goes heyond money. and right to the heart
ol a childs intellectual. emotional and
~ocial development,

Studies have fonad that when children
are ashed questions. encouraged to express

32

*‘4s you are at seven,

S0 you are at seventv.’

Jeacish Proaerly

ELY MARTSKY "OANPAA DAISON

Counselor Sarah Hinks with Rachel
Bertsch, center, and brother
Brian, paddling their boat ashore on
Lake Champlain in Vermont.
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“Cherishing children

is the mark of a

civilized society.”

Joan Gauz Coonen,
¢ o-fornder of “Chiddrens
leder tsan ok \Ilulﬁ.“ and

[roducet of “Sevime Nrreet”

<3
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themselves, and are actively imaobhved in

projects. they tend o be more intethgent.

considerate and s(n'i;l“_\ (Iu'\('inln-({ than

chitdren who are not stinukated. A qual-

iy |)rv~(-||nu| education prepares a child
for kindergarten and beyond.

inee two-thirds of all mothersol
|)rv.~<'hnnl«-r< in the Unied States

are expeeted to be wor, Joa by 1995,

sood child careis s ital. Currently. more

than 11 million children under the age of
6 have working mother<. an-l the majority

of these children are cared for by non-

refatives. cither in a dav-care center. in

their ow n home or someone else’s home.
Despite the importanee of child care.

however. it is one of the Towest paid and

nndervalued professions i the United
States. b France. for example. the gov-
ernment offers preschool teachers afree
edueation and modestliving allowanee
while they studv. o reairn. new teachers
promise to teach for five years alter urad-
uation. In the United States. the average
wage for providers is $5.35 an hour, Al
trnover nony workers is rampant.

Filen Galinsky of the Families and
Work Institute savs (M program hes
helped improve the morale of ehild-care
worhers. 1 has heen a beacon of hope lor
ln'nph' in this tield.” she SHIEN “The com-
mitmentol 137 and other corporations has
enconraged people to stay and makhe the
sithation better rather than jump ship.”

Susan Bloom. direetor of Bright Hori-

(continued on page )




France, Sweden and Germany
are often cited by child-care
advocates as leaders in offering
generous parental leave
policies, flexible work sched-
ules and quality child-care
programs.

In Sweden, with the highest
proportion of female workersin
Western Europe, new parents
receive 90 percent of their sai-
aries for the first year of ieave.
in Germany, womenreceive
14 weeks' leave at 100 percent
of salary,and partial salary
for the next six months. France
offers 16 weeks of leave at
84 percent of salary, up to about
$2.000 a month.

By comparison, the United

A i Text Provided by eric [juamt

For Furopean Kids. This Is

All Nothing New

States is one of only a handful
of industrialized nations without
tederal laws governing job-pro-
tected childbirth feaves. In fact,
last year, after legislation that
would have provided 12 weeks
of unpaid personal leave was
passed by Congress, many
companies lobbied against it,
and President George Bush
vetoed it. Nineteen states, how-
ever,do have varying parental-
leave policies.

The tradition of social welfare
programs in Europe contrasts
sharply with the U.S. view that
mandated benefits tamper too
much with the free marketplace.
Europe’s child-care policies
were designed to protect
women's contributions to the
labor force and to support
their need to balance work and

-

tamily responsibilities. During

the past decade, European
*“maternity” policies have
expanded to include “parent-
ing’* benefits for tathers.

When it comes to having
high-quality standards for child
care, France is often cited by
experts. French prescheol
teachers hold the equivalent of
a master’s degree in early child-
hood education and elementary
education. The directors of
child-care centers are pediatric
nurses with additional training

it the Kista Day Care Center i
steeden. fcad weacher Vel

ven Geenst puis ot some ol
tonee wenthe Softer Klesson.

Retsanas Bpastrocnc and Indreas

Jocnson,

in public health and child devei-
opment. Workers who are
licensed to care for childrenin
their homes are eligible fora
pension like other salaried
employees, paid sick leave and
other benetits not available

to their U.S. counterparts.

Preschool for children ages
3to 5is free in France. Alithough
attendance is not mandatory,
just about every child attends.
even those whose mothers uo
not work.

Slowly. American parents are
beginning to receive the leave
policies, tax deductions and
other kinds of support that Euro-
pean parents have long enjoyed.
These changes are being
driven by those corporations
that recognize the growing
number of dual-income parents
in the work force and the need
to retain them.




New Networks
lor the Elderlv

In addition to the $22 million
child-care fund. 1BMus has ear-
marked another $3 million to
help employees and retirees
care for elderly relatives. In fact.
based on demographics, elder
care will probably emerge as an
even larger issue in the future.
as more people live longer.

18M's $3 million fund is help-
ing establish new support pro-
grams and expand existing
ones for employees. Itis a fol-
low-up to the elder-care referral
service that iBM established in
19388 in conjunction with the
consulting firm Work/Family
Directions.

One of the new elder-care
programs under way in Atlanta.
isa “buddy system’ of sorts,
where elderly relatives of
1emers who do not live in the
area are matched up with
corporate volunteers who do.
Volunteers visit and help
with chores.

Rob Evans, a systems
engineer with US Marketing &
Services in Atlanta, was the pro-
gram's first volunteer. Several
years ago, before Evans' par-
ents passed away, they became
criticaiiy il! simuitaneously, and
he had to take care of them long
distance. Evans sought help
through 1BM’s elder care referral
service in Atlanta.Now Evans
wants to give something back.
“This is something l'll be doing
for along time,” he says.
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Communities That Have Received or Will Receive IBM Funding

Child-Care Conters

Conn. Bethel. Danbury, New Faicfieid

. Moline

Ind. Evansville

Md. Montgomery County

Kinn Rochester

NY. Elmsioid, Endicott/Owego,
Hawthorne, Katonah

NC. Chariotte. Raisgh

Texas Southiake

Family Day Care

Calif. SanJose

Conn. Danbury

Ga. Atlanta

Minn. Rochester

NY. Endicott/Owego,
Kingston/Poughkeepsie

NC. Chariotte, Raleigh/Durham

Texas Dstias. Houston

vt Burlington

School-Age Programs

Calif. SanJose

Conn. Danbury, Southbury

NY. Brawster, Endicott/Owego.
Kingston/Poughkeepsie

Texas Houston

vt. Burlington

(continued from page 7)
somns—i chifd-care center in Flmslord.
N that serves more than 20 13\
families—has had her share of putdos ns
sinee entering the field more thana
decade ago. She savs, “Uve bad parents
<y to me. You're not teaching ny haln,
vonre just feeding and ehanging him.™
But avisit to Bright Horizons would
<hrow that thatis Gar from aceurate,
The center. which serves children from
2 months 1o 5 vears of ages is open.airy

amd fHed with seheduled activities

arlene Bennett. an iyer. tkes

her infant danghter. Mexa. there

every dav. "When Vesa arrivesin
the morning e squeals with delight.”
sivs Bennett asenior secretary w ith the
Thomas J. Watson Rescarch Center. which
has ofhices five minutes awav, Bennetts
hushand. Philip Holhert. works for 183
Researel Division as an dssociate engineer
in Yorktown Height<. .

Fellow tpvers Pauland Ay Chang
also send their daughter Lynn. 3. to
Bright Horizons, Up before dawn and on
the road Iy 7230 . the Changs daily
routine. like Bennett's and Holbert's!is
the epitore of the busy modern famil,

Yl a developmentengineer manager in

Eider Caze Programs

Fla. Boca Raton

Ga. Atlanta

Md. Montgomery County

NY. Kingston/Poughkespsia '

NC. Raleigh

HARYC Locraditation Fees !

Ariz. Tucson

Calif, Los Angetes, Sar Francisco

Cona. Dantury, Hertdord .

Ga. Atisnta . ‘

Md. Baltimore

Minn, St.Pau

Mo. Kansas City s

NY. Endicott/Oweqo.
Kingston/Poughkespsie, l
Westchaster County :

NC. Charlotta, Releigh/Durham |

Ore. Portiand |

Texas Austin, Dakas i

Washington, 0.C. : i

+

In some of the abova communities, there may be funding
{or more than one program in 8ach Category. i

Rescarcheand Vo astall programmer i
Rescarch. prefer sending their daughter
to s eenter dlose o work =o they ean drop
in at hehtime or get there qarickly in
case ol an energeney.

N\ot long alter Bright Horizons apened
in April it was completely hilled. tnretarn
for priovity enrottment consideration lor
emplovees. Btis providing the center
with three personal computers for the chil-
dren and acereditation tees to meet the
high quality standards <t by the \ational
Vesociation for the Edueation of Young
Childeen (5 vy v hind covers
sy Cacereditation Tees at other das-
care centers around the country,

11350 main concern inall of this,
obviouslv is o help enplovees manage
their hves so lh("\ cin he lu'u(lll('li\('.

To that end. the company = $22 million
child-care program is just part ol a
larger package.

113\ offers a three-vear personal
leave. and a llexible working schedule
that experts consider to be among the
hest in LS industry.

Butin helping to build a national inzfra-
<tructure. 13 has also tahen alonger view.
and tried to answer a nagging question:

I children don't receive the hest possible
care today. how will they he productive

menihers of tomorrow s work foree?
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Today, 92 percent of Japanese
women with children under the
age of 4 are full-time homemak-
ers,according to a Fortune
magazine survey.But times and
demographics are changing. A
declining birthrate and longer
life spans are producing an
aging population and a labor
shortage.

Women. who once resigned
from their jobs as soon as they
married. are now stayinginthe
work force longer, making child
care a more pressing issue.

Japanese law allows women
six weeks of unpaid leave
before birth and eight weeks
after.1Bm Japan's maternity
leave program is more gener-
ous. Women receive seven
weeks of paid leave before qiv-
ing birth, and eight weeks after.
Mothers who have been with
18m for more than three years
can take an additional year ot
unpaid leave.

Recently, iBm Japan instituted
a telephone referral szrvice that
provides families with informa-
tion or child-care centers.

By law, mothers who return to
work are entitled to an hour off
each day. In addition, 18n allows
these with childrenin nurseries
to leave work 21 minutes early
to pick them up.

In a recent survey,18m Japan
found that half its full-time
employees who opted for one

Q

year of maternity leave returned
to ‘“heirjobs.

Still, the pressure for women
to stay home is great. Helping
their children progress through

Breaking the mold: tiver

Noriko Tazaki. left, brings
daughter. Marika to nursery
school in Kaweasaki. Japan,
Toacher Shizue Hata. right.

Japan'’s highly competitive edu-
cationai system almost cer-
tainly wins out over having a
high-powered career.In Japan.
a child’s educational grooming
starts in kindergartenandis
rarely delegated to relatives or
child-care facilities.

In Australia, the government
administers and subsidizes
about 80 percent of all child-
care facilities. Parents can also
opt for private centers, individ-
ual day-care providers or
nannies.

To assist employees who
work atits sucurban Cumber-
land Forest headquarters, 18M
Australia recently contributed
$265,000 to establish a govern-
ment-run child-case center

oA AROE

On the Home Front in Asia/Pacilic

nearby. Each year for a period of
8 years, 10 places wil be
reserved for inmers.

Australian law allows new
parents one year of unpaid
leave if they have been on the
job for atleast onie year.i3m
Australia, like iBM U3, also offers
new parents a three-year
extended leave that includes
one full year of unpaid leave.
plus two years of part-time
work.

The program has been
extremely successfulin retain-
ing employees. Says Janet Tep-
per, a program manager with
18m Australia: *l was reluctantly
considering giving up work so
that | could spend more time
with my daughter Sophie. When
1Bmintroduced the extended-
leave program, | leapt atthe
opportunity.”

Tepper wasn't alone. Cur-
rently, 31 women are participat-
ing in the program. The number
of empioyees returning to part-
time work after a year of child-
care leave has dramatically
increased to 90 percent, up from
10 perceni Seture the program
was instituted.

- John Back
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Work and Personal

Life Balance

A Changing Work Force

Over the past several vears. the profile of the
\merican work foree has changed dramatically.
The ~“typical™ American family is more likely

to be headed by a futher and a mother who both
work outside the home than by a father who
handles responsibilities at work and a mother who
takes care of the needs at home. In fact. more than
half of all mothers in the United States return

to work before their children reach the age of one.

Fmployers and employees. alike. are having to
adjust to these changing demographics. For
emplovees. managing their work and family
responsibilities has become a constant juggling
act. For some. its a matter of finding and
providing appropriate care for their children or
elderly relatives: others may need support coping
with family health erises: still others simply

need time for personal obligations that can best

be scheduled during the workweek.

IBMs United States population of about 200.000
emplovees at 250 locations in 50 states. the District
ol Columbia and Puerto Rico closely mirrors the
(.S, work force at large. For example:

* Twenty-five vears ago, only 13 percent of the IBM
work force were women: today, women account
for nearly 30 pereent of the 1IBM population
and will account for approximately one-third of
the companv’s population by the year 2000

Issues &
Answers

for Managers
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* \ccording to a special IBM survey. nearly 60
percent ol 1BV emplovees are members of
dual-income households and more than 5 pereent
are single parents,

* Roughly one-third ol employees provide some
care [or older relatives. Fight pereent have
clderly dependents: and | pereent have elderly
dependents tiving with them.

* \pproximately 30 pereent of employees have
children under 18 living at home who need
supervision,

The responsibilities formerly handled by a spouse

who vas at home [ull time have not disappeared.

Instead. these responsibilities must now

he handled alone by a single parent or divided

between two people who both work full time,

The individual circumstanees may vary. but overall.

emplovees are challenged in their need to balance

their work and personal lives.

IBM’s Work/Life Strategy

Emplovees «annot be expected to confine their
concerns about their personal lives to the home.
They bring these worries to the workplace.
Employees who do not reecive the support they need

may find it difficult to contribute to their jobs to the

extent of their abilities or to the extent the company
requires, As a result. companies that don’t try

to accommodate emplovees often pay the price in
higher absenteeism. lost productivity. less reliability.
and the inability to retain talented employees,

Research suggests that emplovees who are given
more flexibility in their hours and working
conditions give back even more in return, With
fewer stresses away from the job. employees tend
to work harder. more productively, and with a
greater sense of lovalty to their companies.

\ partnership between employee and employer
develops and it works to their mutual benelit,
Itis precisels this kind of partnership and
flexibility that forms the core of 1BMx work/life

strategy.

IBM’s Tradition of Responsiveness

IBM has traditionally tried to be responsive

to its employees and offer them the support they
need through such programs as Individuahzed
Work Schedules, Leaves of Absence. A Plan

for Life. Adoption Assistance Program. Employee
Assistance Program. Retirement Education
Assistance Plan and Technical Academie Carcer
Program. among others.

In response to the changing work force and resulting
change in cmplovees’ needs. 1BM has added new
work/life programs and enhanced cxisting ones.
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Under the expanded Individualized Work Schedule
program. emplovees will be able to begin

their workday up to two hours belore or two hours
after the normal location start time. effective
September 1. 1991: meal break flexibility. also
effective September 1 will enable employees

to take a minimum of 30 minutes or a maximum
of two hours for a meal break. which gives a
window of time in the middie of the workday for
personal choice activities.

The Flexible Work Leave of Absence offers a new
option for full-time employees who need a
reduced work sehedule: the availability of the
Work-at-Home program has been expanded to
cmplosees who are on a Flexible Work Leave

of Absence or are on an approved personal leave
of absence: and the 1BM Funds for Dependent Care
Initiatives was established to improve the
availahility and quality of child and elder care
throughout the country in communities where 13M
emplovees live and work. [BM* benelits programs
were also expanded to include a Catastrophic
Care Assistance Program and a Long-Term Care
Insurance Program to help employees and

their families cope with catastrophic medical
situations or prolonged illnesses that require
long-term care.

The Challenge for Managers

FEmplosees and managers share in the responsibility

for making these programs successful and effective.
The challenge for managers will be striking a

halance between the needs of the business and
emplovees™ personal needs, For example. whenever
possible. managers should try o accommodate
emplovees who want to take advantage ol IBM*
flexible work arrangements and who meet

the requirements to participate. However, both
managers and emplovees must realize that there
will be times when. for business reasons, some
employees will not be able to participate in the
Flexible Work Leave of Absence program or take
a personal leave of absence. 1t is also important to
convey the message that employees who use these
programs are not any less committed to their
careers. Nor should the company expect any fess
in the quality of employees” work. Instead.
management needs to be flexible and tolerant of
how the work is accomplished. The performance
standards remain the same.

Managers should also keep in mind that an
emplovee’s life encompasses not only the
workplace and the home. but the community at
large. Managers can help interested employees
pursue other meaningful activities and goals
through 1BM* various community-related programs.
Emplovees who lead full. well-rounded lives are
often more productive workers for the simple reason
that they feel good about themselves—an attitude
they bring to work every day.
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Qutlook for the Future

Il trends continue as expected. the number

of women and minorities in the work force will
continue to grow. as will the number of

working mothers. dual-income households and
singie parents. In fact. women will soon represent
two-thirds o the growth in the labor foree. At the
same time. the U.S. population. overall. will
continue to age. By the year 2000, \mericans over
age 05 will outnumber those under age 20. The
need for more support and flexibility in the

workplace will increase.

IBM has taken the initiative to vrovide its employees
with significant flexibility and support in the
work/life arca. The company will continually review
and adapt programs in response to emplovee and
business needs—programs that will enable
managers to build meaningful partnerships with
their emplosees and enable employvees to fulfil
their carcer objeetives. IBM suceess now and in

the long term depends on it

This Issues & Answers gives managers an overview
of our work/life programs and IBMs strategn
behind them. The enclosed brochure deseribes
these programs in greater detail and should be

distributed to each emplovee,
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Work/Life Situations Roadmap |

1M nternal e Only

Work/Life

\pplicable Options

Situations (Programs/Practices/Other) Guidelines References

Manaving Personal Leave Up to three years.rey iewed and approved Manager’s Manual. 3-01
Personal of Absence annuallyv. For extended leaves (vears two

Needs

and three) emplosee must be available to
work part time. Note: [tis expeeted thatlin
most cases. |BM will provide part-time
cmployment during this time. This program
can help employees who need time ofl for
dependent care responsibilities.

Part-Time

Work Request

Flesible Work

Leave of Absence

Work-at-Home

To hielp employvees balance work and Manager’s Q&As in 3/25/91
personal life situations. cmployees may \nnouncement Package

work 20-30 hours a week lor a minimum of
six (6) months (at any given time).

Individuals on a leave of absence and Manager’s Q&As in 3/25/91
desiring part-time work but who cannot \nnouncement Package

regularly come to the work location.
Must be type of work that may he
accomplished at home.

Emplovee must come into regular work
location for four consecutive hours per

week.
Scheduling Individualized Work IWS periodis four hours {two hours on either Managers Manual. 2-19
Flexibility Schedules (1WS) side of the location’s normal start/stop time).
Needs . .. . .
Meal Break Enables employeesto take a minimum of 30 Manager's Q&As
Flexibility minutes or up o @ maximum ol two hours in 6/17/91
for a meal break. This window of time in the Announcement Package

Staggered Schedules

Customized Work
Schedule

Flexible Vacation/
Holiday Scheduling

middle of the workday can be used for
personal choice activities,

Management predetermines start/stop 1BM Individualized
times. Work Schedules.
ZVOE-0175

Employees seleet one of the options.

Changes usually require management

approval.
U nique husiness/personal situations: IBM Individualized
special schedule for speeifie time period. Work Schedules.
ZNOE-0175
About Your Compan.
S$502-3801
43




“ork/Life
Situations

\pplicable Options

{(Programs/Practices/Other)

Guidelines

References

Pregnanes

Maternity Practices

Time off before birth is paid il a medical
disability (unpaid if personal cnoice).

Sickness and \ecident Plan payments for
medical disability from day of admission o
hospital until physician declares emplovee
is able to return to work (usually six to eight
weeks after birth): at this point. employee
returns to work or goes on personal leave.

Manager's Manual. 3-05

About Your Compans.
S502-3801

\doption

\doption
\ssistance Program

Provides financial assistance up to §2.500

for cach adoption.

\bout Your Compans.
S502-3801

Child Care
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IBM Funds for
Dependent Care
Initiatives

Child Care Referral
service

special Care

for Children
shift Changes
Work and Famils

Seminars

Paid Personal Time

Unpaid Personal Time

$22 million fund to increase quality and
supph ol child care ~ervices where 1BV

emplovees live or work.

Child care .nformation and referrals to
community pr()\id('rs.

IBM program that provides financial
assistance to the parents of emotionally.
physically. and mentatly disabled children
(up to $50.000 per child),

Parents work different shifts to split child
care responsibilities,

To help parents balance work /family

responsibilities more effectivels.

Management discretion. when an emplovee
must provide short-term care for a sick
child. i.e.. chicken pox. measles. mumps.
serious aceident. ete.

\lanug('rs mav grzml up {o ten conseeutive
davs of unpaid p(‘r.~()nul time. Use onh
where time ofl with pay is not warranted.

i.c.. social. reereationat,

see vour local henelits

administrator

IBM Child Care Referral
Service. Ga01-0205

Special Care for Children
\sststance Plan. G501-0338

\ Plan for Life Newsletier
published ~semi-annually

Manager’s Manual. 3-01

Manager's Manual. 3-01




Work/Lile \pplicable Options
Situations (Programs/Practices/Other) Guidelines References
Llder Care 1BV Funds for $3 million available to develop or support See vour local henelits

Dependent Care eisting elder care programs in communities administrator

Initiatives where 1BV employees five or work.

Flder Care Consultation Offers p(-rsnnalizvd consultation. edueation. {BM Elder Care Consultation

and Referral Serviee and information. along with referrals to and Referral Service.
providers of clder care and services, GH0E-0331

Shift Changes Family members work different shifts to
split care-giving responsibilities.

Elder Care Seminars To help employees anticipate and plan for \ Plan for Life Newsletter
the complex respersibilities of caring tor an published semi-annuatly
clderly relative.

Paid Personal Time Management disceretion. when an emplovee Manager’s Manual. 3-01
must provide short-term emergeney care
until more permanent arrangements can
he made.

U npaid Personal Time Managers may grant up to ten consecutive Manager's Manual. 3-01
days of unpaid personal time. U se when
request for time off is not of emergency
nature and the reason for the request is )
reasonable.

{hertime/ Provide advance notice to employees. Manager’s Manual. 2-18
Temporary . .

Cparar Discuss most reasonable schedule with

schedule

employee.
Change .

Consider other ways to get the job done
(e.g.. non-regulars, vendoring work).
Consider giving munug('m(‘nl-dir(-(-lvd
time off for extra work time.

Job Training/ Consider on-site options that avoid travel Manager’s Manual. 2-06
Business Travel (... satellite classroom/self-study/

teleconlerences).

Give sufficient notice for p(-rsonu] planning
if travel is involved.

15
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Work/Life Situations R()admap

1BM Iuernal Ese Only

Work/Life

Situations

\pplicable Options
(Programs/Practices/(ther)

Guidelines

Relerences

Family Wellness Employee Assistanee

Program
\ Plan lor Life
Work and Family

Seminars

Flder Care Seminars

Fmplovee Video Library

Catastrophte Care

\ssistance Program

Long-Term Care

Insurance Program

Provides confidential. professional coun-
seling to help overcome personal or famih
problems,

Includes free short-term counseling.

Health education program: provides com-
prehensive health-related classes,

To help parents balance work/family
responsibilities more ellectivels.

To help employees anticipate and plan for
the complex responsibilities ol caring for an

clderhy relative,

Videos for parents to use in the home or
with outside organizations: topics include

\IDS and teenage substance abuse.

\ssists emplosees with catastrophic medical
conditions.

With IBM assistance. employees can
purchase long-term care insurance which
covers chronie illnesses and major
disabilities.

Getting Help When You
Need 1. G304-7 0

A Plan lor Lile Newslettern
published semi-annually
\ Plan lor Lile Newsletter,
published semi-annually
\ Plan lor Lile Newsletter.
published semi-annually

To order. call: 800-813-20918
In Florida: 800-356-3233

1990 Medical Benelits
\nnouncements
SVOE-0352

1990 Medical Benelits
\nnouancements
SVOE-0352

Relocation Spouse Relocation

\s~sistanee

Orientation to
Community

Fmplovee \ssistance
Program
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Provides job relocation assistanee to the
spou  hrough carcer management
constnant, Services include interview
skills development. resume preparation
and job leads. Spouses selecting an
alternative service may be reimbursed
for eligible expenses associated with job
placement and counseling up to $1.000,
This program also provides for job survey
trip expenses,

Time off at management diseretion—
demonstrates sensitivity to employee needs.

Provides confidential. professional
counseling o help overcome personal or
family problems.

Includes free short-term counseling,

Can be very helptul to emplovees and
family members experiencing the effects

46

fo
of ‘a move.

iBM Relocation Plan—
Book 1

Manager's Manual. 1-19

Getting Help When You
Need It. G501-0201
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Work/Life
Situations

\pplicable Options
(Programs/Practices/Other)

Cuidelines

References

Briduing to

Retirenment
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Retirement Fducation
\ssistance Program

(REAP)

Community Service
Carcer Program

Technical \ecademice

Carcer Program

Pre-Retirement Leave
ol Absence

Tax Delerred Savings
Plan

Fmployees within five (5) years of retirement
eligibility and their spouses can recetve
financial assistance for education expenses

that prepare them lor a fulfilling retirement.

Retirement-eligible candidates secure full-

time paid positions in not-for-profit

organizations and receive a portion (35%) of

IBM salary cach year for two years.
(Candidates approved by management.)

Retirement-eligible technical candidates
~ccure full-time patd positions in colleges
and universities and receive a portion (35%)
of IBM salary cach vear for two years,

(Candidates approved by management.)

\Hows retirement-eligible employees to take
a one-vear leave of absence. Individuals

may work part-time during this period.

To encourage linancial planning for retire-
ment vears. employees may defer up to 8%
of their salary. IBM matches the first 5%
with 30 cents for cach dollar contribated by
the employee. A new loan foature allows
emplovees o horrow up to half their total
account balance and repay that loan with
interest to their account.
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Manaver’s Manual. 9-014
REAP application.
AT SR U )

{\vailable from your
Community Programs
l{(‘pr('svntuli\'(')

IBM Teehnical \cademie
Career Program (avatlable
from your Community
Program R(-pr(‘svnlu’.iw)

Managers M anual. 3-05

Tax Deferred Savings
Plan 1990 Enhancements
SV (01-03-46-00




