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Rewards worth waltmg for: how:

compensation supports strategy
" 'PAGES 2-3.When it comes to paying employees,
-managers can be more interested in being consistent.

‘with industry practice than in doing things differently-

to create a, competltlve advantage. Salarles, bonuses’ ‘
and optio/ns are regarded asa cost of- doing business

rather than as an investment; Yet compames can use
‘ offer and present the evidence ..
that ]US'[Iers thelr popularlty

reward programmes to drive. strategy and r ‘nforce
values Tom Wilson exammes the’ optlons ! A

'Whe'n employees"

act like owners -
PAGES 4-5 Employee share

Pplans aim to persuade workers

to.think and behave like owners
= and their use is.on the rise.

‘Martin Conyon and Richard

Freeman review the schemes on

. }-attacks have. brought the Hebate
i into sharper focus '

The jOb as a Ilfe
experience /.
PAGES 68 People have been .
rethinking the relatlonshrp
between. their. working and 7
private lives for several years

say John Kimberly and Elizabeth
Craig, and the recent terforist -

"I'Corporate help for

‘working families
PAGES 10-11 Families with.a
working sirigle-parent or with,
both parents in full-time jobs -
have become the'norm. Stewart
Frledman and EIIen Galmsky fmd
‘that, as demand 1S chlldcare

4 of new ways to help.
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-Family and work

. Corporate help is at hand

- for working parents

As demand for childcare from workmg parents grows, companles have to be more creatlve in the|r
provision. Stewart Fnedman and Ellen Galmsky outline- the latest developments

amilies ‘with a wc'rking
single parent or with both
" parents- in full-time. jobs
have become the nofm in- -
the. developed world and

even among the growing

middle -class. .in some )
_developing countries. As

“this trend continues,. the :need for
novel ‘and: et‘fechve arrangements for
‘the:care of young children continues

trled to address the perSOnal and fam-

‘ grown from a piecemeal: collectlon _of

decade ago; ‘when " the emphasis. was_

now ‘offer comprehensive: services that °
* support the co-ordination of work and
- personal _life, - 'Second, ‘and - perhai)s‘
more unportantly. workplace innova:
_tions increasingly depend -on external
-“stakeholders, isuch as commumtles,
schools -and government.:.

ﬁlpp_ortmg ‘workers in‘their family:or -
personal‘roles. Foremost is increasing..-
‘competition-in the so-called ‘‘war: for
talent” -.the desxre to recruit and'

H
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.to grow. Although government poh- s

‘In the past; decade; compames have'

Two major trends are ewdent inthe. 1
US. First, family-friendly. policies have ‘i

3 human.resource_s benefits into a* socral R
- movement characterised by 4 strate-: gra
‘gic, integrated :approach.: Unlike. a,

-on ‘dependent care, many- companies k

.;Companies: give several, reasons for. :

( COURSE LAUEA WILL - Bs\rw;ee THAN - wg.c:oms IN- -me momq ;
Ao ‘CREUNE . M Assvmma CHe BAe BASIC TYPING s:aux’ _

-ages; men to become more mvolved m

i Implementing ‘suchi- ﬂexlb!lity

“i. never easy. Companies. must continue
“'to educate ‘managers on the- value. of -
- workplace flexibility and-its compati:

. bility with superior- business’ results.

At the heart of these approaches is a

respect--for employees' choices.

Partnershlps

“» Companies 'no,  longer-assume; they can
:-address- employees’ - work-lifeissiies
alone. They are increasingly becoming
. involved in some sort of public-private
.partnership..to ‘address- childcare or.
- education needs 2 ,
Inthe US, such partnerships are.
'developing at local, state and national
levels, .Some are axmed at’ unproving
the quallty of,'and access to; childcare
and- school-age- care “programmes;
‘increasing the: number -of accredited
' . programmes; and-improving trammg
and pay for providers. According to &
. survey by: the ‘Families- and: Work
Insth.ute, 1 per ‘cent .of companies

adoptlon reimbursement -and -parent
-ing education. They. also oﬁ‘er back-up

ment.s wellness program.mes and.cam:

. paigns for women'’s achievement. .
Rather. t’han imposing -a* standard
ised ‘programmie;: some: US companies

.such as.Verizon Commumcatlons, All-
state and ‘Prudential - have: designed -
flexible prograimes to meet the needs. -

grammes would have been unthink
ab]e 10 ‘years :ago.

for example at New-York -
i decade ‘ago’the “univer:-
sity had 1 matermty leave, other than




‘with 100 or more employees are
involved in ‘partnerships between: the
public and private sectors.

For example, jthe American’ Busi-
ness Collaborati¢n for Quality Depen-
dent Care (ABC) is a group of
companies that aims to improve child
and elderly care. Between 1995 and
2000, 18 lead companies and 50 local
partners invested $100m to ensure

high-quality dependent care ‘services'

in communities for ABC employees.
_ The group .invests in communities
that have large employee populations,
. as well as.communities with critical
business or employee needs. The
needs of collaborating companies and

employees shape the community strat:’

egy. Detailed assessments begin -the
process by determining - workers’
needs and .care availability. The
results are used to develop projects
that aim to address specific issues,
Participating companies make the
final decision on whether to fund
these projects.

Some - companies have their own
funds to foster private-public collabo-

ration. These include major compa--

nies 'such -as . IBM, AT&T, - Lucent

- Téchnologies, Johnson & Johnson and.

Merrill Lynch, which together have

allocated over $100m to programmes. -

“Such” programmes: have forged part-
nerships with local and state govern:
ments, universities and other social
organisations. Companies have. come
to_believe that it is partly-their respon-

sibility to-address childcare. and edu- -

cation, ot -only:. for ‘their employees,
but for all children. Collaboration and
public-private partnerships are seen
as the best way forward. *

These companies believe:that ser-’
vices for. their employees: cannot be - -
improved without significant improve- .
ments in-early childhood care. A num- -

. ber take the view that public-private. -

.partnerships can be more effective in

. bringing about change than federal
and “state governmerits have been. -In" -

fact, Marriott-has helped establish -a
group to address public policy, called
Corporate. Voices' for Working Fami-
lies. However, some business leaders
remain wary of partnerships because
they worry about becoming bogged
down in bureaucracy.

These activities .demonstrate that
companies are expanding their defini-
tion of community as they enlarge
their, sense of responsibility - to the
communities where their employees

live, and even nationally (a trend that -

has become even more pronounced
since September 11).

Doing business
Communications technologies have
led to changes in traditional business
models. Boundaries between work and
other domains are becoming more per-
meable, and the speed with which we
can move across these domains is
increasing. Time at work can be used
more intelligently, with a greater
share of it dedicated to customers:and
other external stakeholders, including
home and community, and less to low-
value' activities. At the same time,
staying connected . with -people " at:
work, at home and in the commumty
1s getting easer.

* Yet -these ‘¢hanges brms potennal

People are bringing a

new’ set of values to.
their careers and

~want to make a

contnbutlon to work
and to somety

conflicts as well. The number of hours
worked (often on site) is still used as a'
primary measure of an individual’'s
productivity and ' commitment, even
when a straightforward connection
between time at'work and results no

longer holds. More creativity will be. .

needed when measurmg people’s con-
tributions.
Towards- this end Ford has

launched a leadership development .’

initiative for. high-potential middle
managers. Participants are required to-
experiment and:demonstrate how they
can . improve - results by integrating
work; -home- and - community lives.
They .receive feedback from. partici:
pants and. have:to.show that they can
accomplish things without the con-
straints: of place and. fixed-schedules.

This. experiment is expected to ‘yield: -

: lessons -on how ‘to use  communica-

tions-technology and:leadership meth-

ods, .carrying .2 message of cultural -
_transformation based .on real life

examples. . i
- Although respect for the employee
and empowerment are at.the core of

1
Job design must allow for the full

. range of employees’ needs, rather than
allowing flexibility only when the job..
, structure permits it. Many more deci- -

sion-makers’ will 'be in dual-career

families “ themselves and will be "

younger.
Changes in how business gets done

could make it easier for working par-

ents to be more available to their chil-
dren, . both - physically  and
psychologically; with greater. flexibil:
ity and control parents are better-able

to focus on their children’s needs. Yet, .

the need for childcare by other adults
will continue to- remain ‘strong -
indeed, to grow — and this need is most

pronounced at the lower end of the o
- socio-economic ladder.

_Support

The need for childcare is especxally

problematic for low-wage earners. For

far too many parents, the availability
of ‘adequate childcare .can mean-the

difference between. working -and .not. -
working. Leading companies are com-
.ing.up with novel waysto provide ser-

" vices for low-wage earners.but'there is .

a long way to go before we see univer-
sal ‘access to early childhood educa-
tion and care in advanced economies:

One group of employees.that typi--
cally- have.- little  access to. .work-life -

‘i the child workforce.

.Bright Horizons Family. Solutions,-a-

childcare provider, provides:childcare

-to’'its “teachers <at half-price. and
recently: began offering a- back-up-
- childcare’ option' to .employees. This -
company is the only childcare organi-
* sation.ever ‘to be named to the For-
- tuné 100 ‘Best. Companies; list."

. The growing. -acceptance:of family

p diversity ~has led.-to .an‘ increased. -3

the'progress
the past decade; other. :forces -are at

tinies: They are bringing a new set of
values to their careers, with a greater
emphasis on being able to make mean-

ingful -contributions to work and ‘to -

society. Because the nature’ of organi-

sations is shifting from hierarchical to -

horizontal and the need for teams™is
growing, it is only natural that
employees exert more controlinot just

at- work but:-in their whole lives, of

which work is one part.

" Yet, empowerment can -challenge a
workplace that is used -to ‘command
and control. So, companies have to
work out partnerships that ‘combine
autonomy with accountability. The
key to successful change is to focus on
results.

Another challenge is that bound-
aries between work and family life-are
blwrring. For example, a May 2001

‘study called “Feeling Overworked” by

the Families and Work Institute found
that 41 per cent of employees are
using technology to do their jobs dur-
ing non-work -hours and mon-work
days. This can result in the “every

-time,-every place” -work environment,
or, on the other hand; it can lead to a

 better integration ‘of work with.per-
sonal life. The former extends-the bur-

dens and stress of work. beyond: the

work place, while the latter seeks to
allow greater personal freedom andv

chmces for employws

?

have made.in.-.

-play.. Employees ' are ' expressing ..a .- < =: *
 greater need for control of their des-..

What next?

: that : the ' needs:-of -low-"
: .-thelr plﬂueln ‘socie

not been met adequaiely. This is an

* area in ‘'which. private-public’ partner-

ships ‘could make a real difference and
b which resources must be applied.

- The obstacles are substantial. Some
employers whose workforce is domi- -
nated by low-wage employees, -for-
example, have studied on-site child-
care many times, but have never built

~ a centre because there is not enough

interest. Lower-paid employees may
not use licensed care facilities because
of .cost constraints and instead use a*
neighbour, friend, or family member .
or split shifts with their spouse,

Companies have moved from: single-

. issue programmes and policies to meet

the needs:of employees with young .
children to a more strategic, compre-
hensive ‘approach. This  approach is

-based on granting*more respect and
.autonomy to employees about. where,
~when ‘and how they work, and devel-

oping the tools to make thexr demsion-"
making more effective. -

Companies : are .engaging ' in- more
public-private- partnerships .and these

experiences have led some: corporate -
- leaders to tackle the childcare needs of
‘all children, not just ‘those-of their.

own employees. These companies are

-redefiding - the . connection' between

company and community.

‘These changes could:be either:posi- “#:

tive or negative for working families
and - their' children:  However, ‘if

-employed - parents, - their: - emplayers -

and ‘their. social institutions -develop

- programmes that invest in the whole
lives of employees, the result will be a

develop, learn and thnve as they seek g
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