


































































































NATIONAL FUTURES ASSOCIATION

NATIONAL FUTURES ASSOCIATION

CHICAGO, IL

ELiZzABETH CARLSON, DIRECTOR, HUMAN RESOURCES
264 EMPLOYEES

NFA is the industry-wide self-regulatory organization of the
U.S. futures industry. It is a membership organization

“
Adopz‘z’on benefits are

composed of the various firms and individuals that sell

futures contracts to the public. It is a not-for-profit organi-
zation, self-financed through assessment fees paid by

market participants.

Equity for all parents was the driving force behind adoption
benefits at NFA. Mothers who gave birth were receiving

paid time-off after their deliveries, while adoptive mothers

similar to many other
special benefits.

The actual monetary
cost to your budget is

minimal while the

overall sense of good will

received no paid time-off. Birth mothers receive up to

eight weeks paid time-off at two-thirds pay after the birth of

that they generate is

immeasurable.”
a child, and therefore eight weeks leave at two-thirds pay

Elizabeth Carlson

Director, Human Resources

was chosen for those employees who adopt children.

Recognizing the needs of today’s changing families, NFA

chose not to specify primary caregiver within their policy
because today “most parents are sharing the responsibilities
of caregiving”. Financial assistance began in 1989 at $2,000 and was revised to the current maximum

reimbursement of $5,000 in 1996 (or $6,000 in the case of special needs adoptions).

NFA has recognized the changing definition of family through the inclusion in their adoption policy of
situations involving only one parent. This could occur in the case of single parents, step children, or
in adoptions involving same-sex couples, where the adoptive child is the biological child of one of

the parents.

NFA was able to implement this adoption program with ease. According to the company, these benefits
enhance their overall program for two reasons: first, an adoption program is seen as a “good will
gesture” that shows employees that the company cares; and second, the benefits come at a low cost

because of the low rates of utilization.
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THE TIMBERLAND COMPANY

THE TIMBERLAND COMPANY

STRATHAM, NH

JACKIE MITCHELL, MANAGER, WORK/LIFE PROGRAMS
5,681 EMPLOYEES

Timberland designs, engineers, and markets premium-
quality rugged outdoor footwear, apparel and accessories for
men, women, and children. Timberland products are sold
in more than 60 countries worldwide.

The consideration and implementation of adoption benefits
occurred in this organization because of the input of one
employee. This employee was pursuing an adoption of a
Korean child and wrote a letter to Timberland’s Chief
Operating Officer, Jeffrey Swartz, detailing the process
including: the financial burden, time, and emotional
commitment. He was moved by this letter and forwarded
it to the HR Department commenting, “We should do
something to help with this.”

Since 1994, the company has offered a financial reimburse-
ment of $4000 and $8000 for special needs adoptions. To
date, four employees have utilized these benefits. Of the
four completed adoptions, two have been male employees
and two females. The company supports the need for both
mothers and fathers to bond with their children. Therefore,
employees who meet the service requirements of one year,
as defined by the FMLA, receive two weeks paid time-off.
This amount of time can be increased by using Lifestyle
Leave Time and vacation time. In addition, paid time-off
can be taken on a consecutive, reduced schedule, or
intermittent basis.

The company wanted its policy to make a statement concerning special needs adoptions. Children with

“
We worked hard to

align the provisions of
the adoption policy with
the provisions provided
to birth parents through
our maternity and
paternity policies. It’s
hard to describe the joy

we all experience when a

newly adopted baby Is

brought into work for

the first time.”

Jackie Mitchell
Manager, Work/Life
Programs

special needs and adults with disabilities were highlighted for two main reasons: 1) special needs

adoptions require more financial sacrifice in the long run; and 2) employees are encouraged to consider

adopting children/persons with special needs.

According to the company, they did not face any significant challenges when implementing this policy
largely due to the fact that it received “top-down” support from the beginning. Timberland views the
employer/employee relationship as a partnership - a give and take. The bond between employer and
employees has become stronger as the company continues to develop innovative worker benefit

programs that support employees both at work and outside of work.
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ADOPTION BENEFITS OFFERED BY
PROFILED EMPLOYERS

Company

Paid Leave Length of

Implementation
- Date

Resource Adoption Worksite
- and - Literature = Seminars
- Referral 5

- Special
Needs

. Financial

Whenis _
. Assistance

Leave
Offered

: (before, during, :
: after adoption) :

- Leave

¢ (in weeks)

FANNIE MAE

yes -4 1991 After $5000 $6000 yes no yes

MBNA

1993 Before,
During,

After

yes 4 $10,000 §$10,000§ yes yes yes

MERRILL LYNCH

1995 Before,
During,

After

yes 5 $3000  $4000  ves ves no

NATIONAL
FUTURES

1989 Before, $5000
During,

After

yes 8 - $6000 yes yes no

TIMBERLAND

1994 Before, $4000  $8000

During,
After

yes : 2 yes no no
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The Center for Work & Family
Boston College
Carroll School of Management
140 Commonwealth Avenue
Chestnut Hill, MA 02167

ph: (617) 552-2844
FAX: (617) 552-2859
web address: www.bc.edu/cwf

National Adoption Center
1500 Walnut Street
Suite 701
Philadelphia, PA 19102

ph: (215) 735-9988
FAX: (215) 735-9410
web address: www.adopt.org
e-mail: nac@adopt.org






