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Employer Supported Child Care 

Summary 

One of the more progressive types of employee 

benefits a company can offer to its work force is 

that consisting of child care. 

While more and more businesses are getting into 

the concern, still only 10% to 15% of all firms have 

such a package to give their employees. There 

appear to be many advantages to having a benefits 

offering. Studies have determined there would be a 

reduction in absenteeism and turnover, improved 

hiring and recruitment, and even better 

productivity, to name a few. 

Today, the typical family of the male wage 

earner with spouse and kids at home has gone from 

90% to just 10% in the last 30 years. Society has 

accepted such things as a working female, dual 

income families, higher divorce rates and standards 

of living, single parents, and even something called 

a career. As a result, the issue of child care has 

become a significant part of every working person's 

life. 

There is much to say about company sponsored 

child care prior to a company accepting it. 

However, the effects of such a fringe benefit after 



installation is difficult to determine. That is 

what this project attempts to do. 

A survey was distributed to Lindenwood College 

LCIE students to get their views on child care and 

the companies for which they worked. The results 

showed very similar opinions to what was found in 

the general research--a good, promising idea but 

with some reservations. 

The conclusion of the project states that 

employer supported child care is generally a great 

idea. Thorough study and review needs to be done, 

though, before implementing in order to find a need 

and probability of success. 
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CHAPTER 1 

Introduction 

The topic of child care and working parents 

versus concerns of the employer is certainly an 

active issue in the working world today. Parents 
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are being pulled away from their children more and 

more because of job requirements, economic neces­

sity, or other reasons. Employers are now beginning 

to recognize the problem. 

There are instances where employees are forced 

to stay at home or miss work due to a sick child or 

an emergency with their children. Companies with 

those employees working for them suffer because the 

duties associated with that job aren't getting done. 

When the employee does manage to come to work, many 

times it is on shortened hours or the worker is 

tardy. While at work, there is usually a less pro­

ductive contribution to the business because of the 

child-related matter. In the end, not only does 

this cost the company dollars but also the employee 

is hurt with bad reviews and stagnant career pro­

gression (Friedman 1986b, 4). 

The thesis hypothesis is that employer-assisted 

support for child care will improve employee perfor­

mance and company employee relations. This means 
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that with a successful and substantial program in 

place, there will be an increase in productivity and 

morale, . a decrease in absenteeism and turnover, and 

a general improvement in the recruiting and hiring 

of qualified workers (Hiatt 1986). The research 

will examine the validity of this claim. 

The thesis report will provide most of the 

general reasoning behind the growing concerns of 

child care and the workplace. Specific examples of 

firms providing certain types of care will then be 

reviewed as this will give some detail to the gen­

eral discussion preceding it. 

Next, an empirical analysis on the statement of 

the thesis shall be conducted. With this topic, it 

is difficult to review a "before" and "after," es­

pecially the "after," but an attempt to survey 

individuals in various working environments will be 

made to see as objectively as possible what opinions 

are prevalent on the issue. A questionnaire will be 

developed to try to capture opinions both in the 

"before" and the "after" of a participating employee 

benefits plan. The questionnaire form, questions 

asked, presentation method, and how it is sent out 

and retrieved shall be reviewed in depth. 

It is preferable that the sampled population 

consist of employed individuals in order that those 
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taking the survey are better able to understand and 

relate to questions involving company policies, 

working situations, and so on. Hopefully, those 

taking the survey will be spread over a variety of 

job responsibilities such as entry level employee at 

one end to upper management at the other. This 

would help in getting a broader basis for drawing 

conclusions on company-sponsored child care. 

The results of the survey can then be analyzed 

in detail and presented in the report. As much data 

as possible will be summarized for not only the 

survey results but also the sample population. 

Finally, a discussion of the results within the 

context of the general issue will conclude the 

thesis. An attempt to draw whatever conclusions are 

possible shall be made and related to the intent of 

the thesis. After this, the conclusions will be 

discussed, and some ideas for research improvements 

or changes to increase the validity of claims will 

be presented. In other words, a critique of the 

methods used in the research will be addressed at 

the end of the report. 
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CHAPTER 2 

Literature Review 
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Child care has become a necessity and a chal­

lenge for working parents in recent years. Even 

more recently, employers have started to support 

their workers with various types of child care bene­

fits. 

The workforce has changed. In the past, the 

typical wage earner in America was a married male 

with two children. The key part of this description 

is the fact that it pertains to the male. The work­

place has traditionally been made-up of males. 

Workers in the past never had a reason to be 

concerned with any special care for their offspring. 

Wives or mothers were always available at home to 

provide for the family needs. Divisions of the 

labor within the family had the father providing the 

family's financial support and the mother staying at 

home caring for the children and handling domestic 

matters (Friedman 1986b, 4). 

The times have changed, however, and the change 

has been dramatic. In 1940, only 8.6% of mothers 

with children under eighteen years of age were 

employed. By 1985, the statistic had jumped to 62%. 
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About as impressive are the figures for women with 

very young children and entering the work environ­

ment--in 1970, less than 20% of these mothers with 

children under six years of age were working outside 

the home compared to 54% in 1986 (Clark 1987, 842). 

There is more. Now, 6 out of every 10 hus­

bands have wives that work. Six out of every 10 

mothers with children under the age of 18 are in the 

workforce. Less than 10% of the population today 

lives in the traditional family configuration headed 

by the male as the sole income source (Clark 1987, 

840). • This last fact may seem impressive, but even 

more so is the fact that it was only 20 or 30 years 

ago that this figure was exactly reversed! 

Social Environments 

A variety of things have taken place over the 

years to cause (or explain) the changes the work­

force has undergone. For one, the general standard 

of living has continued to improve for most working 

people. However, it improves for most people at a 

price. Society has a basic understanding now that 

many things are available to have and possess, 

whereas in earlier generations, the feeling of doing 

without or "waiting until someday ... " was the norm. 

Today, two incomes in one family is the price to pay 



for the improved standard of living. This was un­

heard of back as recently as a generation or so ago. 

Dual-income families have now become commonplace 

(Wallis 1987, 57). 
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Another item of interest is that of a healthy 

divorce rate in this country. It is now an accep­

table standard of life that half of all marriages 

will end in divorce. Many divorced couples become 

divorced parents, and, combined with the dual-income 

ideal mentioned above, the result is quite a few 

working, head-of-household parents. 

Along different lines but with similar results, 

the changes in beliefs on sexual relationships has 

generated a respectable number of single parents. 

It is much more acceptable to have an affiliation 

with someone in a sexual context and outside of 

wedlock than it was years ago. Naturally, many 

times the result is children. The decision to have 

a baby and raise the child as a single parent has 

become a common one (Chapman 1987, 32). 

The final note in this section is an intere~t­

ing one. Many times it the female in any single 

parent situation that is the custodian for the 

children. Historically, it has been the wife who 

gets custody of a child in a divorce settlement when 

the offspring must have a home and a place for rear-



ing. Also, when a child is born out of wedlock, it 

is usually the mother who becomes the guardian. 

These are, of course, broad generalizations, but 

they are basically accurate. The exception to them 

is the single father. Like the individuals 

7 

mentioned above, this person has also become . more of 

a recognized character in society. For whatever 

reason, whether it be family death, settlement, 

agreement, or even adoption, there are now single 

male parents (Clark 1987, 840). 

Workplace Ethics 

For many years, there has been a very conserva­

tive, male-dominated working world. Business in 

numerous respects has had a fairly steady course in 

managing any type of benefits or employee relations 

issue. Companies offered such things as hospitali­

zation, long-term disability, and even dental 

coverages. Changes have taken place in all of these 

areas, but the basic and essential benefit each one 

represents has remained the same over time. 

Males have been in charge of these companies 

for the most part up until roughly a generation or 

so ago. The percentage of women entering the work­

force has substantially increased, as was mentioned 

earlier. Nevertheless, the change in the working 
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population has been difficult for the male manager 

to recognize, let alone deal with. As a manager, 

many of the decisions are made with some past 

history behind them. Women were not amongst the em­

ployed in the past, and consequently there was not a 

need to address any family-type problems. The deci­

sions were and, in some cases, still are made with 

the backbone of thought along the lines of the 

bread-winner being the man and the home care-taker 

the woman of the family. 

Another point to keep in mind is that in many 

work locations, family problems are not, and do not 

become, work issues. This has been consistent over 

the years as an understood business ethic. Work was 

meant for work and family or personal matters were 

to be resolved at home. After all, there was a 

person at home usually to handle things such as a 

sick child. This dedicated way of thinking may not 

be related to the male-dominated managements of 

companies, but when it comes to the specific area of 

child care, there is a good chance the male leaders 

are in part responsible for a current lack of a 

progressive policy in their company (Friedman 1988, 

80) . 
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Employer-Supported Care 

There have been cases in American business 

where special attention has been given to child care 

benefits for employees. This is sometimes the 

result of the company recognizing a growing concern 

of all working people. It may also be the outcome 

of a special request from someone or a group of 

employees in the company. Even top level management 

may set a directive for middle management to study 

and implement whatever plan they see fit (if one 

seems feasible) (Quinn 1988). 

However, in various instances there are bar­

riers to the implementation of child care programs 

or any serious investigations of them. For example, 

women are still a bit reluctant to mention the pro­

blems of child care to their employers. Again, 

there is the unspoken rule of business not being 

concerned with personal problems. While times are 

changing, some of the older and more conservative 

beliefs still remain and are resistant to altera­

tion. It is can be troublesome to approach a 

superior in a job to discuss personal problems in a 

conservative organization even if the superior is a 

very liberal and open-minded person. That indivi­

dual must represent the company and its beliefs 

while on the job. No sincere career-minded working 
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person will want to address a personal child care 

issue at work if top-level managers continually show 

their frustration at people who miss time on the job 

due to child matters. That employee's consideration 

for their own reputation, success, well-being, and 

employment is too great to present the problem to 

their boss. Nevertheless, if the issue is not 

brought to the forefront, the adjustment for a firm 

will be quite lengthy or even nonexistent. 

On the other side of the coin, employers will 

have to recognize the growing strength of the child 

care issue. Companies should realize what efforts 

their employees must go through to develop good 

child care services for their children in order to 

come to work and be of worth to that company (Wallis 

1987, 52). This does not mean that all businesses 

should establish their own child care site, but 

rather businesses will have to come to a point and 

at least appreciate what the issue is all about. 

Whether this amounts to a simple discussion or an 

extensive study and the organizing of such a site, 

the effort will indicate some degree of employer 

sensitivity. Employers may have to look beyond the 

absent employee's phone call they made to report 

off. If it is continually due to a certain cause, 

such as child care, the resolution may not be in 
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simply discharging the employee. A broad problem 

within the workforce may be handled better with a 

more general solution that could .benefit the 

company. 

Employers want to present benefits to their 

employees that will not only be an attraction for 

employment, but also be of assistance to the 

broadest group of employees possible. It is 

generally believed that anyone coming to work for 

the business should be able to take advantage of any 

of the programs offered (provided there are no vest­

ing requirements). Child care benefits seem to be 

directed toward a small portion of the workforce, 

and because of this, employers have been a bit 

reluctant to offer any real comprehensive program 

offering (Emig 1988). If a firm knows there is only 

a minute percentage of their employees with children 

at home to support, then there is a strong 

possibility that the company will not make further 

considerations to make a benefits offering. 

Employee Needs 

There really is no question ·that quality child 

care is a necessity for working parents, but the 

question is how important is it to the employee that 

the company support a child care program or offer 
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assistance. For example, one problem for many 

working parents is getting their child to a care 

provider and still arriving at work on time. Tra­

velling to a distant child care center increases the 

likelihood of arriving at work late. Of course, the 

employee should leave at an early enough hour to 

make this trip if it is at all possible. However, 

the point is that in order to find good, quality 

child care at an affordable cost, one might have to 

travel some distance away from work. All of this 

adds to an employee's stress, and it may result in 

lost time from work. Finding the right combination 

of features in a provider is a difficult task. 

Many times the single heads of households do 

not have enough income to stretch for coverage of 

basic necessities and for child care. Child care 

costs vary between $1500 and $10,000 per year, but 

most experts believe the average expenditure per 

child to be around $3000 (Clark 1987, 842). The 

Women's Bureau of the United States Department of 

Labor has found that the majority of women work 

because of economic necessity. Between 1970 and 

1985, the number of families maintained by women 

grew by 90%. The Women's Bureau attributes this 

increase to the high divorce rate and the increase 

in unwed women having children (as mentioned 
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earlier). Although these families probably have a 

great need for quality child care, financial 

restrictions make it difficult for them to afford 

child care even when it is available. 

Not very many working people have access to a 

company-supported care program for their children. 

A recent poll showed that only 10% of the workers 

surveyed indicated that the companies for which they 

toil offer day care (Castro 1989, 54). 

There is obviously some minimal need for a 

child care solution at every work site, but when 

does the company enter in? To the parents in need 

of an improvement to the situation, it would not be 

soon enough. However, to verify and assess the 

situation, some companies have gone so far as to 

survey their employees through either a suggestion 

box or questionnaire survey (Peterson 1988, 58). 

There are usually mixed reviews in the results. 

The fears expressed by companies about making 

benefits available to all employees is many times 

supported. Surveys show many workers feel that the 

company should not expend a large amount of funds to 

help a few. These people tend to be older, not 

married, with no children, or have their children 

raised and out of the house. Of these individuals, 

the older ones naturally lived in the "generation-



or-so-ago" time frame when the man was the wage 

earner and the wife and child were at home (Emig 

1988)~ Whether or not the workers were from that 

era, there are many people that believe if one is 

going to have a child, then the person must be 

suffer the consequences of the responsibilities 

going along with being a parent. 
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There is certainly a wide range of views on the 

issue of employers supporting child care for their 

employees. Everyone in the workforce has a 

different set of values based on their own upbring­

ing and the world their parents offered to them. 

Time will definitely give more exposure to the mat­

ter and perhaps generate a more solid comprehension 

of the issue. 

Types of Employer-supported Care 

The types of care that a firm can establish for 

their employees' children can create quite a list. 

Every type is unique to its own situation in the 

company and offers variety in availability, quality, 

affordability, and proximity of the child care. It 

seems that every situation offers a slightly dif­

ferent possibility for the foundation of a program. 

The on-site child care center is about the most 

complete type of company-sponsored program pos-
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sible. The firm establishes the entire operation 

from enrollment to food basics. While at work, 

employees are physically close to their children in 

case there are any problems. This closeness elimi­

nates some of the anxieties associated with parents 

sending a child to a care center and with youngsters 

going to a strange place without their mother or 

father. There is opportunity with this situation 

for the working parent to visit their child on occa­

sions such as lunch breaks (Quinn 1988). Travel 

time to another care center is eliminated and bene­

fits the employee in time and money. There may also 

be some savings to the worker in the form of reduced 

tuition as companies creating the care site usually 

do so solely for their employees and at a lower than 

normal cost. 

Probably the next most complete type of employ­

er care is the near-site center. This is where the 

company establishes a site within a few blocks or 

across the street, for example, from the work site. 

This has almost all the same conveniences as the on­

site center. 

If the company does not want to get into child 

care completely on their own, a private care firm 

can be contracted with that company to provide ser­

vices. In this case, the responsibility of the 
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center operation is left to the outside firm which 

may have more experience in the child care arena 

than the company may ever have (Friedman 1986a, 5). 

The responsibility of the founding the operation, 

setting the ground rules, negotiating the contracts, 

and so on remains with the company. Private child 

care firms could be contracted for almost any type 

of employer-supported program. 

A consortium of firms is another way to 

organize child care possibilities. In this case, a 

few businesses located near each other pool their 

resources to buy, lease, or maintain a care center 

that their employees can use. An example for this 

is an office or industrial park setting, another is 

a downtown office building or business district 

(Petersen 1988, 60). 

Public-private partnerships involve companies 

in an area teaming up with the local governments. 

Together, they set aside funds to be used for area 

child care and referral agencies. These types of 

services are generally run by the municipalities but 

they still have the aid of the businesses' funds to 

ensure success along with the management skills 

offered by the companies. This type of service is 

popular in California (Petersen 1988, 61). 
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A voucher system is in place in many companies 

offering child care assistance. Employees that can 

use the sponsoring child care service request 

vouchers or coupons entitling them to free or 

discounted care for their kids. The employee may 

have to pay for the voucher but at a reduced rate. 

Or the company may pick up the bill for the service 

by purchasing the coupons directly from the care 

center at full or reduced cost. No matter how the 

vouchers are handled, the company becomes the 

indirect service provider by arranging or 

negotiating the deal with the child care service for 

their employees. The vouchers become the vehicle of 

the benefit (Jackson 1988). 

Discounts are a bit more straightforward than 

the voucher system. The working parent or guardian 

is able to go a child care service and receive care 

for their child at a reduced fee. The cost is 

already negotiated between the employee's company 

and the care provider long before the child is taken 

to the center. The discount system is good for the 

participating company because it allows the firm to 

offer the child care benefit to its work force at a 

reduced cost to the employee. It is advantageous to 

the child care service to have the negotiated 

discount because the employees of the company will 
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choose to go to that care location. The company 

will inform the employee of the service at that 

center, and the parent will be attracted to it with 

the lower price. The company may have to guarantee 

a certain volume of business for the care center, or 

the firm may have to buy down the cost of the 

service in order to make an attractive benefit to 

its employees (Quinn 1988). 

Flexible benefits and spending accounts have 

become increasely popular for child care purposes. 

Employers provide employees with money which they 

may spend on existing child care services. The 

employer does not actually become involved in the 

service. The firm simply provides money for workers 

with a need for child care. If an employee does not 

need the money for child care services, other monies 

are available to spend on other benefits as needed. 

The flexible benefits and spending approach is a 

rapidly growing type of arrangement in many areas of 

benefits offerings. A nonprofit group reported in 

1984 that 575 organizations were offering this type 

program, but by the end of 1985 the number had grown 

to 950 (Petersen 1988, 60). 

Many companies are allowing their employees the 

chance to have monies withheld from their pay each 

pay period just for special medical, dental, and 
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even child care needs. This salary reduction is 

appealing to employees since their monies are 

usually withheld on a before-tax basis, thereby 

reducing the cost on whatever the worker needs to 

spend the funds. The employee can decide what the 

amount to be withheld will be, but the monies must 

usually be spent within the current year or the 

funds will disappear and be lost. This manner of 

handling a person's benefits is a good one, but is 

most used in saving money for a known large medical 

bill coming in the near future (Selinger 1989). 

Referral centers offer another type of employer 

supported child care. Like employers that provide 

some kind of flexible benefits arrangements, the 

companies that use referral centers do not provide 

any child care facilities or services. The employer 

contracts with an organization that maintains up­

to-date information on available child care 

facilities in the area. In some cases, the employer 

company installs a full-time child care 

administrator from the referral center. This person 

is always available to the employees to give 

information about child care centers, and to offer 

advice on interviewing at a potential child care 

location, selecting a facility, and other related 

matters. Referral services are typically not too 
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expensive for an employer. While they do not 

provide the child care service, they can help 

employees manage their child care questions and 

problems (Hiatt 1986). 

One last type of employer supported child care 

has to do with emergencies. It is probably one of 

the most difficult areas to address in the child 

care arena since it is hard to predict when these 

emergencies will occur, how long will they last, and 

how often they will occur. In other words, there is 

no predetermined frequency of these events with 

which to plan for such things as absence from work 

due to a sick toddler. Emergency care is best 

described as that care needed when the regular care 

cannot be used. In the case of the sick toddler, 

most child care centers will not supervise an ill 

child. The parent or guardian is called in to take 

the child and make other arrangements. Some 

companies do offer a program as part of their 

benefits that will handle these urgent moments, but 

these programs are usually established after a 

successful child care program is already in place. 

In most of the child care related literature, the 

emergency child care issue is mentioned as a 
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problem, and not too many employers have been able 

to resolve it. There is not very much to report on 

this area. 

Cost Effectiveness 

The key to most all projects in business is 

financial improvement. In other words, there has to 

some cost avoidance, savings, or improvement in some 

shape or form for the company to accept a task 

consuming major time and effort. Child care 

benefits offered by a firm usually get the same kind 

of treatment. The net result is that if the item is 

not cost effective, the project will be dropped. 

The issue of cost effectiveness of employer 

supported child care raises many questions. First 

of all, one must ask if the idea will really work 

and be beneficial at their company. Then, the 

benefits received by the company should be reviewed 

to determine the worth of what returns there are for 

the company. This is difficult to do. Aside from 

changes in attendance performance, intangibles such 

as morale, good will, and company image are not easy 

things to deal with in numbers and net worth. 

The company must first decide if it wants to 

get into the child care benefits area. Once this 

decision is made, the organization must assume there 



will be some cost incurred for the program, and it 

has to be absorbed by the firm or the individual 

using the service. The more cost absorbed by the 

individual of course improves the payback to the 

company, and any type of discounts the company 

receives from a provider helps the situation even 

more. However, beyond this point, it is pure cost 

to the offering firm. The management in place at 

the time of the decision-making will have 

preferences or nonpreferences pertaining to the 

intangibles, and it is this part of the employer 

supported child care problem that may play the 

biggest role in the final outcome. If the top 

officials in the organization want a benefits 

package, then the company will get one. 
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Because it is so difficult to determine whether 

a child care offering is cost effective, responses 

to the thought are many times impressions and not 

fact. Since there is not much history to base any 

conclusions, it is nearly impossible to get an 

realistic answer to the cost versus worth issue. 

Every company that has a program in place and . 

operational admits to having made great strides in 

employee relations and employee performance. Those 

firms are very proud to have made a progressive move 

in the benefits package they offer to their workers. 
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In addition, every business has a different set 

of circumstances or a different situation at the 

time of _program conception. For whatever set of 

governing rules that existed at the time, a specific 

program was established for that particular case. 

There is nothing wrong with this, but it does 

nothing to assist in making comparisons between 

benefits .programs at different firms. To say one 

package is good at one business really does not say 

it would work at another. Again, many times it is 

impression versus fact that is involved with the 

success of an employer supported child care program 

(Clark 1987, 845). 

The benefit must be affordable to the company 

and the employee. The payback matter is an 

important part of the puzzle, but if the cost of the 

child care is exessive and it causes the company a 

great loss just to make an impression of caring for 

its employees and their children, then its 

installation was purely a bad management decision. 

Also, if the employees must contribute to the 

program in order to use it, the cost to them must be 

competitive at the very least or the service will 

not be beneficial to the employees nor to the 

company that went to the effort to offer it. Thus, 



the child care must be affordable as well as cost 

effective to both parties in order for it to work. 

Advantages 
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There are many arguments for the employer 

supported child care programs, and most all .have to 

deal with the area of employee relations. 

Lower absenteeism is one of the largest reasons 

for installing a program. Raising a child and 

holding a job can become quite an obstacle at times. 

In these instances workers miss time at work because 

they have to get a child to a sitter when normal 

arrangements have been canceled, or the child is 

sick and the parent must stay home to watch over 

their offspring. There are countless reasons for a 

person to miss work due to a problem with their 

children. With an organized care program 

established by the company, the employees are less 

likely to miss their work time at the job. The 

benefit provides an avenue for workers to obtain 

good supervision for their kids, and depending on 

what type of service is available, it may even be 

possible for the employee to visit the child on the 

lunch-time break (on-site or near-site center). 

Employee turnover is reduced by having a child 

care program. Workers may have such a difficult 
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time handling the child care arrangements along with 

the job responsibilities that the employee may quit 

working or go to work somewhere else with different 

hours. Turnover can equate to a substantial cost to 

a firm since it has to go through a search, 

interview, hiring, and then training cycle for each 

employee that leaves the company. If that person is 

a highly trained, experienced, or technical worker, 

the true replacement cost for the person can be very 

high. 

An employer supported child care program can 

improve hiring and recruiting of potential 

employees. Both male and female recruits can have a 

use for child care assistance from the company (if 

children are involved). A program for child care 

included in the overall benefits package can be a 

big attraction toward a firm. Companies that do 

have the benefit make a point to sell that fact to 

people looking for employment with them. 

Higher productivity is supposed to be a result 

of the child care benefit also. With such a 

program, all other things held constant, employees 

will have less to worry about when on the job and 

can produce more in the same amount of time. Their 

concentration is improved since the child care worry 

has in effect been reduced or eliminated. In 
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Company: American Express 

Child Care: Referral service, pre-tax salary set­

aside. Funding to strengthen and expand child care 

services. 

Comments: The company has expanded its referral 

service but it is still not available to all its 

companies. In New York City, it began a series of 

lunchtime seminars on work and family issues and 

rolled out a pilot elder care referral service. 

American Express has been polling its employees on 

which issues are most important, and has been 

studying those responses for several years now and 

promises additional concrete programs next year. 

Meanwhile, this past year saw the expansion of the 

employee population from 60,000 to 77,000 with 

nearly 9000 women added to the payroll. 
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Company: Apple Computer 

Child ·care: On-site center, nationwide referral 

service, pre-tax salary set-aside, and $500 gift to 

new babies. 

Comments: The Apple Child CAre Center opened last 

year and has been a big success with parents. It is 

filled to capacity with 70 children cared for by 30 

instructors. The center stays open until 7 PM every 

weekday. Apple has used both its staff and 

computers to make the center a high-quality learning 

experience. In a poll employees reported less 

stress in their lives as a result of the center and 

said it considerably improved the quality of their 

lives. There is a waiting list to get into the 

center, and the company is trying to find 

alternative child care arrangements for those 

employees still waiting. 
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Company: Du Pont 

Child Care: Funds child care -centers and a referral 

service, and has pre-tax salary set-aside. 

Comments: The company has addressed work and family 

issues thoroughly. In the Delaware New Castle 

county, where 25% of the employees are located, 

there has been an investment of more than $1 million 

in child care facilities over the past three years. 

It has contributed more than $200,000 to the Child 

Care Connection, a referral service that was started 

with Du Pont money and now operates statewide. The 

service now helps more than 6000 employees' families 

per year. 30% of the company professional and 

management employees have young children, and 27% 

plan to have children in the next three to four 

years. Surveyed employees made some suggestions: 

greater flexibility in work schedules, sensitivity 

training · for managers on work and family issues, and 

new community initiatives to help start near-site 

centers, fund latchkey programs, begin new sick 

child care programs. 
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Company: Merck 

Child Care: Nearby centers and referral service. 

Comments: The firm is known for its excellent 

benefits programs for its employees. Merck .is 

reviewing its family-related policies and programs 

this year, primarily looking for betterments. One 

improvement was to come late this year when ground 

was to be broken for a new child care center at the 

edge of the company complex at Rahway, New Jersey. 

The firm is donating the land and providing major 

funding for the center, which will replace a center 

opened eight years ago a mile down the road. The 

new center will be twice as large as the present one 

with 150 children. A non-profit organization formed 

by parents will operate the center so that the 

parents, not the company, retain primary control 

over the quality of the care. Merck also provided 

the funding that enabled a second center near the 

West Point, Pennsylvania plant to expand care for 

more children. 



Company: Pitney Bowes 

Child Care: Referral service, pre-tax salary set­

aside. 
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Comments: The company added a flexible benefits 

plan that enables employees to pay for child care 

expenses with pre-tax dollars. Two studies are 

going on right now: one, to reexamine the 

maternity-leave policies, and two, to determine the 

feasibility of on-site child care centers at 

Stamford, Danbury, and Shelton, Connecticut, the 

three biggest employment centers of the firm. 

Pitney Bowes also has an affirmative action policy 

to 35% of all positions with women. 
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Company: Polaroid 

Child Care: Referral service · (listing of licensed 

providers), pre-tax salary set-aside, and subsidized 

child care costs for low-income employees. 

Comments: For those still working at Polaroid, 

there some excellent benefits programs, but the 

company has been steadily shrinking. Since 1979, 

the number of U.S. employees (and females) has been 

reduced by about 40%. The company put enough stock 

in employee hands to foil a takeover attempt, and as 

a result, the work force now own 20% of the 

organization and have a representative--a working 

mother with four children--on the board of 

directors. Working parents whose total family 

income is $15,500 can get 60% to 80% of their child 

care costs paid by the company, depending on the 

number of children. A family income of $30,000 will 

yield subsidies ranging from 20% for families of two 

to three persons, to 40% for families of six or more 

members. 



Company: Procter & Gamble 

Child Care: Funded two child care centers and 

community referral service, pre-tax salary set­

aside. 

Comments: P&G seems to work hard at the benefits 

options. No new packages have been announced 
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lately, but there is one change that probably should 

get some attention. Flextime was extended so that 

employees now have a one-hour window instead of the 

old one-half hour at the start or close of each day. 

The firm reports that 56 employees have 70 children 

enrolled at the two child care centers that were 

opened in Cincinnati with company money. P&G people 

have priority admission in return for the company 

funding. 
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