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Event for Wednesday, March 23, 1994 10:1../-'5 

This is an event arranged by HealthRight. They are bringing 50 
seniors from around the country to talk about the need for health 
reform, and prescription drugs and long-term care for seniors. 
They will work with us on the event, but assure me that the 
seniors will be supportive, and will praise the President's 
approach. 

The event is currently structured --

o Arthur Fleming would speak briefly about HealthRight and 
the event; 

o A 3 minute video; 

o 5 seniors would talk about the need for long-term care, 
prescription drug coverage, and support for the President's 
approach; 

o HRC or another Administration person would speak; 

o Members of Congress would speak; 

o The event would end; no questions from the press. 

Gephardt, Bonior, Hoyer, Fazio, Richardson, Kennelly, and several 
other Members are expected. 

After the event has ended, Wyden will conduct an unofficial 
hearing where many of the HealthRight seniors will testify. This 
would go on for several hours. 
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Faxffelex ~o. twitb country and an:a code): ,;u Y tft;; ~ - f/,..2. () f' 
Telephone ~o. (with country and area code)· 

Cicy: 
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i:Jon i :i crror. riease notii~· us irnmediatel~· by telephone. and return the ori~naI messa~ to us a~ the abol'e 
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To: Susan Tboaasea 
From: Kitty Silverman, catalyst 

catalys~ Awards Dinner Opiate 
3/14/94 

For your information, I a.m attaching the ~ollowin<J req 
Awards Dinner on 3/23: 

• Participants in the evening's proc;ram. include: 

ni.ma•r Ohair - Gary L. Tooker, Vice Chairman & CEO, 
Cllair..:a.. catalyst Bo&r4 or Directors - John 
Chairman ' CEO, San Lee corporation 

• 

• 
• 

cat.Uf*t nesi4ent - Sh@ila w. Wellinqton 
Awards Presenter - EVelyn H. Lauder, senior Corp 
Presi4antr Estee Lauder Companies 
catal.y•t ~ward •imaen 
Bank of Kontr~l - F. Anthony co:mper, President & 
McDcmal.d's. Corporation - Michael R. Quinlan, Chai 
Pitney 'BoWes Inc. - Gaorqe B. Ha:rvey, Chairman & 

The list of people who will be sitting- on the 
~ently have 66 names. This list is subjec:t t 
al tbouqh each person has conf iZlled. once. Other 
t::bairs at-e&nc11nc;r but sitting at their COJl.IP8.llY tabl 

Zoe Baird, Senior Vice Pr@sid~nt & General Counsel, 
& casualty 

.'.l"obn 8i99s, Chairman ' CEO, TTAA-CREF 

John CUrley, Chairman, President & CEO, Gannett 

The list of eo11panies wbo will be a'ttendi.nq th• Di 

FYI, includinq the dais, we are expecting b&'CW&en 
people to attend the Dinner. 

ing our 

I 

Motorola 
Bryan~ 

Vic& 

i 
I 

is - we 
change~ 
sociate 

I 

50-1,000 
I 



lf') 
CSJ 

0... 

m 
f?i~ 
uJ CL 
ID 
1.J) 
'1" 
r·J 
Q 
f'J ...... 
m 
U) 
...... 
!'.:) 
Q 
lf) 
m 
(TO 
fT• 

c1 
I-

(TO 
f·l 
rn 
0... 
0... 
I -, -

11:'. 
Ct: 
•.I 
LL 

.. 
lU 
~ 

:J 
_/ 

3 

Ei 
fL 

~ IL 

1 r/_ 
"'1" ~ .. B OJ __. 

..-4 

"1" hJ 

"' l1'l (r1 ..... 
·-I 

·-T 'of 
{Jo 

- j 

r:'' q 
I ' ..... 

~ 

'04 Annual Awarda Dinner: es 8ta1u• To Dale 311 llM 

Al••ate l~aurance Compa"y ____ _ 
9 Amer.can B~. lno. _ __ -· _________ _ 
I o American E>1pf!!•_Comp...,....._an)' ___ ..,.--~---
I 1 Arnarlcen _Home_~roduote CorporaUon 
1 I Am an lno. 

~-------~--1 s Amooo Co atlon 
14 Anne L. ifumalro~----------
1 I Afllur And&raen & Co, SC 
11 AT&T -----------·····----- ··-··---~··-----------· 

t 7 A.,.nel, too. ____________________ _ 

1 t ~~~~-~dlJClt.L!!'!~:.-----------·--------
1 t Banll ol America ---ti-------------------- ---
10 Banll ot Mootre~ oomp. tab!!)_ _______ . __ 
11 ~~nke~_Jrus~.~~~~-~~ 
22 Oartlara Andereon lntartor DealQll 
13 Balar 099& V1n~&iwarbt" -------------
2 4 BE&K_..:..fn..;;..~--
tl Beltoore• 
I& Blalaska, M~ G. (t oompeea~--------
11 Booz. Allen & Hamllwn __ _ 
2e ~~raon.Marlto11er - _____ _ 
28 Ce lat Qrou Ina The ___________ _ 

ao Chas.Le~~------------
' 1 Chase Manhattan Bank ........... ...:;;;..:..c:..;..:::..-=.;.:.;;.c..;,=..:_:.:...;_;c...::::..:::.:.:.;,;;,__ ________ -

32 Ctlem~1 Banking Co~i:a11cm _______ ~_ 

a 3 Ch'JSler:.__~~!P~~tlon -- - - . -- ----- ----- .. ·-. -- -
14 9.!.'~!L _________________________ _ 
Hi 2~~c_o~. _______ _ _____ --- .. -
86 Co'.gale-Pal~l?!_iv1.> ~™-~- __ _ 

Pa~ 1 • 11!li:>r compalljl m1m& Indicates new raservatJon slr1ca last r&port 
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'94 Annual Awn1 Dllllnar: st Status To Dale 3/t 1'84 

A - - ----- --- --~-·----- ··--··-··- ------- - - ----·----· ·---· - . - .... --· -· ········ ----- ·--····- --------- -- - ------··-
1 

. - -·---------~--------- --
J.... --------· ·---- -- - --- ·----·-- --
-!.... -~--------------- -·---

4 ..... - . .. .. -- -
•• Comrnonwe8lh F~_!td. Th• 
•• Con Ecllar>n 

. - - -- .. ··- -------
40 Cootlne_n!al Insurance ·-

!! Q~~rs !_~rand ·-- --- ----··-·--
Coora Bfewlna (?ompa"r" --

43 CPO lntWMtlonal tno. ---- --44 CB First Boston• --•• CUNY Graduate Bohooi 
46 Dean 'Miter Ota~·• & Ccmipant_ ______ ~= 
C7 Oe1oltte & Touche - 0ob1l'fl'!ald, Judlih =..-__ __ ___:~-=_ .===-.= 48 
40 P.c:L".'!. Sue {•com~. aea~· ...... __... __ ...__ _____ 
10 D~ Cher!ioal Company ·----------
81 Dresser FDIJndatlo~ loo. 

--·--~--------

12 Otin & Bredatreet Corporation., The - ···--
13 DuPont 

--------~---

•4 Eastman Kod•k Company _ ... ---------·----------
Iii Elrlla8f1 Csral 8. ---- ---•• Elno1~ EleahOr T. - ... _ .. _______ .... -•7 Emer.on Electric Ce>, 
..!.!. ~~ Co~ oroltcn ··---•• EO·The Envl1onmental Oual~ Company 

...!.!. Eet&t tauclar lnter_natl~ ____ ---~---., EllJCon Oorooratlon ---•2 Flcj elltv fnvastmenta 
Fht ln'8re'late· 

-----ea 8a!11k o1 Calllornla" _________ .. ·--·-~---..-- --~---- ---
..!!.. !:!!'!~~'L C!_lana • ... ___ .. -·· ------··-· 
es Gall A_~_,_~~'"-":... . ·--· -----·---- -- -------- - -- ---·· 

_i_6 01mr1e1I 
- ----- ----------- ---- ~ ----~--- -----··----

67 Oammd Foods USA 
o.~~!_ra1 Motors ·coij!oration-- - ·-- - -- ------

ea --

• a lier c:_,rnpuny name indicates new reservation slncB leer r111pot1 

• 
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'04 Annual A.warcta Dmner: tS lhtllu• To 0.18 3n UM 

--- ... - - -~·---- -- -·· ····-··-··- r- - .. ....... - ------- .. ------·---....--- .. ---· ... 
~---- ______ .. __ --·- __,_ ____________ .. ______ .._.., ___ __,. ___ --·-·---

• r:Dll'ANt 

-L -----·---a 
• •• Goklman Sactia & Co • 
TO Oaldaml1h1 Marde l1 oom~ na!}• 
71 Orey Atlarflei~ ·-
71 Guoaenh91mer. E"'orC. ·-
1~ HI rkJHa. Georue & Ellan ll: W• te.murr 
74 H&chlnaer. Oreoe & Fred 
7• ~trou1ee Incorporated 
'1t HtsselballL fJ81\CD 

17 Hewtan-Paokud Oom1anv ·-71 Huahe&. Ncwah o. 
7• 1111~'?1• State loUe~· 
•o l~\ernaUonal Paper 
•1 James. Caroline K. ----
12 John Hanoook Flnanolal Sari/Ices ·--

·~ Johnson & John.sen ------•• J~Mo~n -•• KPMQ Paat Mar\lllok --•• LeBoeut, lamb. Qreene &. Ma~e ·-f 7 Le\man. Joan & Leonard 

•• Uchtenbena. Jam11 & Ronni• 

•• LoGlcheed Corporation 

•• Maa119hla Eleotflo O«ooratlon of America - -~-•• MB!A' 
92 McDonald't Co~oratlon l1 oomp. tab1e} ----•• McDonald• CGrporatlon (1 Patron .. .,.., --•• McOonald'a CQrs>oradon (9 Sonn1or tl"1Nl --., Mc0ona1d'e C::orporat1on (1 8,eonaor table~ 
te Melauohlln. Ann 
97 McfJtie~~ri,· Ma!Y ~~tters~-- __ ~--~--=-~ -•• MCI CC)mmun~liOl'lS C~!~~1atlo~-.----- -

•• Merril!!>'-~~_t_&_Q~,J_~·----~·-··- ----
100 MetLUa 

• 11Uer company rtame indlca'61 new rnervallon since last teport 
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'04 Annuat AWflrd• DlllMr: ts 8tatu1 To Date 3111194 

• . - .. - --~ - -- -- -~-- ·-··· - -·· ·------- ---~- ------. ~-- ----- -- ---···-- - ---·- ... - - ----------·--- -- - -- . - .. - - .. ~ --- -----···· ·-· ----···· -----· 1 r:nwP#N -------- ---
J._ ----------------------- ---
J_ ----• --~ • AO•• . - .. . .. _ ... ....... -· --
112 MiTNlno. 

--·· __ ....__ ,., Mobll Corooratlon 
10.4 Mom1on & H>erater -IOI Morrow, Rlchlllfd M. ---
toe MolMOll [1- come:- 1abl•) 
t07 ML1rl9' Sleb811 & Co.1 lno. 

1•• NaUonel 8roadoasll~PIBY -1•• n1e Natoli CDmoanv. rna. 
1tG Northam Tel900fl! Ltd. ---
111 NYNEX ---
112 Ogll~ Ada!ftS & Rinehart ---
11a Or16gai Kath•rf'l~· ---·--·--··--
114 Pa~~DL-- --------
116 Peru1'Ke, Roger .s. ------
118 PepalCe>. lno. ---
117 Pllur --
118 Phip- Morris Cc~anlH tno. --·-----
ttl Pnllpa Onnenhelm OrouP. nie• ----
110 Pltnev 8GW91 lrlo. (I aomD. table) .. 
111 Phney Bow.a Inc. {I Patron tallJei 
112 Procter & Bambie 
123 PrudenUa11 The --------·----
124 Putnam lnves,ments ---- -
128 Revlon - ---·--

128 RJR Nabl&OO, tnc. ------
117 Robinson, Barbara Paul ·-------·-
t28 Roekelallar Laurence --- -
129 R~al Bank of Canada __ . __ ~ ___ 
130 Stue. Lsf!_c;~~~ation ----
131 ~ohe~~·Pl~9h C1>rP9fa\kln ··- ----·------
132 8. C. Johnson & Sorl. I~. 

. Page 4 • at!er company nam& indlcatH new reuYVo11on since laat Nport 
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'94 AnnulJ Awarde Dinner: ts 8'alu. To 0.t. alt t/94 

I•· • • • .. - ··- ·--~ 
.. A ·---·----. ·----------------~~- --... ----------·~ ·-·-- - ---···-·--·---- __ ..__ __ ·----~--~--. - -- --------- .... ·----

..J_ c:DIPIHt ---·------- ----------- ~-

...L ---- --------- -------·--· ·----· a -- ------
4 ·-- - .... .. - - . -· 

114 ~!i!tGw. Toni 0. ·---------••• Schwartz Fltlloe N . - ---~--••• Sean. Roebuck encl C~. 
tl7 SbaU Oil Company -·--------
,tl8 ~m~I:!. Col~!)! Management Program_ 
119 Smith Rob Ire 
t40 Spa nc8f8!uarl -
t•1 Slale Fann lnauranoe 
142 Sf&ptae & Johneo1t ----
14$ Tambrand• Inc. --------
144 Texaco Inc -------- --141 Ta:ura Instrument& -------
141 Tex.!_• IMtrurnenta 12 addil. ee~!L_ _____ 
147 Thomaaee, Marthe 
148 ThomDson, T•~j 1 c;omp Mat)" 
149 ll.M-CAEF 
110 Towwa PMll\ 
tit Trowbridae. A'8xander B. 
112 Union Pacific Corporlllon -
113 U nlted Alt11n111 lno. ---
ti~ UnMed Parvel BervlOI 
115 U.S. Committee for UNICEF -tie Wachtel. Upton, Rosen a Katz 
117 Warner-t.ambel1 ComDlrw 
1118 We&hlnoton J>o&t Company, The --
tlll Willkle Far_r & Gallagher ---
110 Woct~rurt. Judy 

-·· 

181 Woo,wort" Oorooretlon -------
182 ~~~E~~)' _!'.)jrectiorts 

~ --... -~-·-
113 '!!_J_s~ •. Lei~----- ______ ---- - ---·------- - _,_ __ 

184 Xerox Cciroore.llort 

Page 5 • £'ftet com~any name iruflca!e11 new teservatfon slnee lael report 
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WILLKIE FARR&. GALLAGHER 

One Citicorp Ccnicr 
IS3 Ea..'t 53rd Su-eet 
New York. NY I 0022-4669 
21293.5WJJ 

Fax/Tele~ No. (with country and atta code): 
TelephQne No. (with country and area code): 

City: 

Pltast imludt Climr!Marrtr 1Vu. mr oock a/form 

FROM: k~~ 
' , 

TO: Pdlt~ 

l'.-\X/TEl..l.:X TB"NSMISSI N 

Dale: f <1 /q c/ 

Total number of pag~ i 
<including this pll?e): 

Tnnc: 

<~Y tf~~ -(/.JOj­
) 

3 

State: Country: 

I Room No. 
· I Ext. 

~(. . Jp,U D 

~ 

I M P 0 R TA N T : This message is intended onlv for the ust of the individl?1 or enticy to which it is 
addressed~ and may oontain infunnatj.~ that is priv~sonfidcntia1 and ~empt from disclosure under 
applicable law. If the reader of this message is not the intended recipient, or the employee or agmt respon­
sible for delivering the message to the intended rccipimt, you are hereby notified that any dissemination, 
distribution or copying of this communicatjon is strictly prohibited. If you have received this communica­
tion in error, please notify us immediately by telephone. and return the original message to us at the above 
address ''ia the postal sen"icc. THANK YOU. 

ATTENTION: f"i\X 8Pl:BATOB 

If Any Problems: Call 212 935 80CJO fat. 6239. 6240 

Receh·ing Number: 212 752 2991 
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To: 

Da.tet 

Susan 'rboaases 
Kitty Silverman, catalyst 
catalyst Awards Dinner Opiate 
3/14/94 

For your information, I am attaching the followin<J reg 
Awards Dinner on 3/2J: 

• Participants in the evening's program include: 

nilUaer Chair - Gary L. Tooker, "Vice Chairman & CEO, 
Cltair.tlh catalyst. Board Of Directors - John 
Chairman ' CEO, Sara Lee corporation 

• 

• 
• 

Ca~J*t ~i4ent - Sh@ila w. Wellington 
Awards ttnsenter - EVelyn H. Lauder, senior Corp 
President, Estee Lauder Companies 
ca.taiyat .a.warG Wbae1"8 
Bank of llcrntreal - F. Anthony comper, President & 
McDonald's. Corporation - Michael R. Quinlan, Chai 
Pitney 'Bowes Inc. - Georqe 8. Harvey, Chairman & 

The list of people who will be ~ittinq on the 
currently have 66 na.mag. This list is; subject t 
altbouqh each person has confirmed once. Other 
Chairs attending but sitting at their COJ11P411Y tabl 

Zoe Baird, Senior Vice Pr@sid~nt & General Counsel, 
& casualty 

John Biggs, Chairman ' CEO, TIAA-CREF 

John CUrley, Chairman, Presi~ent ' CEO, Gannett 

The list of eo11panie$ who will be a'Ctending th• 

FYI, includir19 the dais, we are expecting between 
people to attend the Dinner. 
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Gw..a.Jp Cahel1 ... 
Presidmit 
U.S. Conuniuee ror 
UNICEF 

1Awre9C"e A. BoaldJ 
Chairm3n & CEO 
AilitdSignal IDc. 

Joba H. Br,u 
Chaimlu & CEO 
Seta Lee Corporat»a 

F. Aathoay eo.,_ 
Pl'~Dt a: coo 
Bank af MoDcral 

.J. Mlci.MI Cook 
Chainnaa 8t CEO 
Deloiue 4 Toucbe 

Ric:~ L DaYWloa 
Chairman a: CEO 
Unlon hcifk .Railroad 
Compaay 

Alfred c. Deenme, Jr. 
Chai.mta.a & CEO 
Texaw lDc.. 

Jllditb lL Dolw.IJlllkl 
Seaior Editor 
Bu.tiness Week 

M.. Iatheya l:k1haff 
Pn:.s.ident 
Ek:-kboff Economics lac. 

Carol •• Eillipr 
· Vice President & CFO 
Edna McComaeD Clark 
Foundation 

Ele.DOt T. DUGtt 
Cbairman 

. Woodrow Wilson NalioDa1 
Fellowship Fo1Uldation 

Tish llllasoa 
SeJtior Fellow 
The Andrew W. Mellon 
Foundation 

DAIS GI.IE.SYS 

Cenl.U- A. Fenvo 
Mamging hrtller 
Xeet, Mahin & cam 

ne:soa.....,. 
Batkmu Fndh 
Former U.S.~ ot 
Commetce 

lie._ Callaad 
Presidea.t 
Helm (iallaod Associates 

Tlaomas L. Gosuge 
~ President & 
CEO 
Hercules lacorpor2ted 

Jlld.ICla M. Gwroo 
President 
Maapower Demonstration 
lte:search . Corpoqtion 

lliaor C. G'2Qe&belmer 
President 
New York Women's 
Agenda 

Rollerta Gutmaa 
V"ace President a: 
Diiedor. 
Haman Resources 
Diversity 
Motorola 

Georse B •. l&ncJ 
Oairmaa .t PresJdieAC 
Pitney Bowes Inc. 

S.S.. N. lfeil1)roa 
Priocipa1 
Lacey it. Heilbron 

Fruees Deaea Ho1owlb: 
.Presklent 
CUNY Graduate Sc:bool 
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Ricbmd A. 
President' cl 
Mmushita ~'"""' 
Corporatioo. 

Maril~ 
Se.aior Vice lhUdeQt, 
Public Ra . 
AT&:T 

JeweD J.cbo McCabe 
. President 

Jewell Sack$o MeC'abe 
Associa• 
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n. Bo•. Ami 
'r.ld.a ... lllill 
Formet U ..S. Seaealry of 
Labor 

Joy~ Miller 
Executive Direc:tor 
Gla1! Ceiling Commi!sion 

Josie Natori 
Presi~nt 
The Natori Co:moany, Inc. 

Naaqo NeWCRa .. 
Division Executi•e 
Citic;oro 

Katlltrbe D. 0rtep 
Fonner Treasurer of tbe 
United States 

Lotti.- M. Paleat 
Executive- Vice PRsident 
& Gencr21 Couasel 
Aniericau Express 
Company 

Nell Peck 
Managing Partner 
Davis. Grahaat & Stubbs 

Lt•b E. Platt 
Cbirman, President & 
CEO 
Hewlett-Packard 
Compuy 

Marpret S. Poster 
Managin1 Ditectof 
WilllOe Farr & Gallllher 

LJBll Podcb 
Eclitor• in-Chief 
Working Womt11f 

Mlcbul It. QDlalM 
Chairman a CEO 
MeDonald's Col'J)ORlion 

Barbara Put •oNatota 
hrtner 
Debevoise: & Plimptora 

J.Udl Rodia 
Provost 
Yale Vni.,ersity 
Prtsident Designate 
u.u~ersity or 
Penmytvanla 

hdh• Rogala 
Presidellt & cw 
EQ - ne EDvironcnenuaJ. 
Quali.tY Company 

0.114 L. lloll 
Chair 
S&eptoe • JohrtSOtl 

DoatM M. Rorke 
Pnsident A CEO 
Steuben 

Felice N. Selt••tD 
Pnsident Emerita 
Catalyst 

.M.riel SMmt 
President 4 Chairperson 
Muriel Siebert cl Co., Inc. 

Robbi B. S.lth 
PnsideJlt A CEO 
Publishers ctearioghome 

LJnJ E. SaoddoJa 
President & CEO 
Burson-Marsteller 

W1Wua F. Staslor 
Cbainmm A CEO 
8ooz. Allen al: tiamiltoa 

ft)'Dk Swenk1 
Presldent 
Work/Flatily Oi~tiom 

S.S.. P.Tho.-~ 
Partnm 
Willkie Farr ct. Gallagher 

GUJ L. Tooker 
Vice Chairman .t: C£0 
Motor0la 

Patrlda A. VlabaJrJc 
"'1aer 
Waclltell, Lipton. Rosen 4. 
Katz 
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.Hont ltD Wal 
E.zecv:cive V • 
Miles Inc . .t Ph!lldli 

Pbarcnaceuti 

Rolada Wa 
SUpervWns Ni¥t~r &: 
Host 
1'1te R.'11onda 

Shella W. We·IJaJrtH 
Ptesideat 
Calalyst 

Jady W'oodlruff 
Aochor .t Sea 
CcJTe:SPOAdeat 
C3b1e News t•ork 
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I 
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' .. k --- ..... - .. - -· • AICPA 
7 AlliadSlgnal lno. 
8 AUstate Insurance ComHllY 

• Al!leriCan Brand.a. lnG. 
~----··---- ... ~ 

10 American EllDreH - • 
11 American Home Produot. Corcora.Uon 
11 A.ma en, ln-o. 
11 Amooo Corporatloh -
14 Anne L. 4'm11rong 
II Afhlr Anderun & Co. SC 

J...!. AT&T 
----------~-------------

t7 Avnet, !no. -
...!.!. ~vo11 ProdlJ ~1•1 lno • --
'' Banll ol Am~nica 
10 Bank o1 Montfeal (1 oomp. 1ablel ·-

..!.!... Bankers Trust 
22 Barbara Anderson Interior DealDrt 
13 Baver Bess Vanc1e?Wa'~ 
24 BE&K fno. 
ti Bel too re• 
I& Btelaska, Marv Cl {t OOMD ... u 
17 BooL Allen_ & >1am 1 lwR 
28 Burton-Mar•telle r 
21 Callltat GrQUD lno. The 
ao Chu. Le~panr 
S1 Chase Manhattan Bank 
a:a Ctlamlcal Banking CorooralloB 
83 Chrvsler Con>oratlon 
14 Cilioore -
31!i Cit•~--- -
16 C<iaate·Palmolive Cornoanv 

Pa~1 • afler company nam& Indicates new raservatlon &ltlCe last report 
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I ----- ---- - ----------
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4 ..... - .. .. -- -
aa Comrncnwaelh Fund, Th• 
a• Co'1 Edl8Dn 

-----~-----

.to Cootlnen1al lnauranca 
•1 Q_~_ers ~~~rand --u Ooara Bfewl~m~~· 
43 CPO lntemttlonal lno. 
44 C~_,Flral Boeton• 

•• CUNY Graduate 8ohool 
46 Dean ¥Alter Ol.a~ar & Compani ·-47 De1oltte &. TOllche ----- ------
48 Ootn:rynakl, Judith 
49 D~ $119 (t Dom(!. aea~• 
80 D~ Chemical Comeanr: 
61 Dresser FOJJndatl<>n. l!MJ. 
52 DY n & Bradabeet Corr:taraUol\ Th• 
13 DuPont 
•4 Eastman ICodak CompculY-- -·- ----
511 Eln~er. Ctrol 8. 

~ Elllo1~ EleallOr T. --- ---~--•7 E m91'aon E!Ktr\c CD. 

•• Ent«RY CoJPoraltcn 

•• EO·TIM Envlfonmental Qualty C~·--'•I 
eo Eat&& taucler lnt&J!1atlonal -· ., EllJ(on Oorooratlon 
82 F6ci etltv lnv&Stmants 
83 Fi'at ln~rsta'! Ballk o1 Ce.llfornla• 
84 Frazler, Dlena• 
85 ~alia_~Helen ____ --66 GaMe11 -67 General rooda USA --------------ea Ge~~1 Motors Corporation 
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~ a 
• •• Ooklman Sadls & Co . 
TO Ooldarritb, Mana t1 aomD aeao• 
71 OMV Ait/&rtl.eirn& 
72 Guaaenhelmer. Eli"lor 0. 
7:» HarkJHA. Georae & Ellen llW• ta.mll1'1• 
74 H&ehlnaar, Gra.oe & Fred 
T• ~ trou1M lnooroarate<t 

1• Heuelbal11. Fral\CD 
77 Hewtan·Pac)tant Corn11anv 
78 Hua~•&. N01ah o. 
1• llllnol1 State lo1tety• 
ao lntemaUonal Puer 
81 Jamea. Caroline K. 
82 John H•ncook Flnanolal Serl/loes ., Johna.oil & John.son -... JS:-Moroan 

•• KPMB Paat Mat\IAok .-. teBoeul, Lamb. 0f8ena & MaoRH 
•1 Lell'NI n. Joan & Leonard 

•• UchtenbenL James & Ronna• 

•• L.oGlchHd Corporation 
•o M••t1Bhl1 Eleotflo Oorooratlon of America ·-•• MBIA• 
92 McDon111h:l'1 CorporaUon 11 OOll'IJl. tab1a} 

•• McOonald'a CorporatlLH'I 11 Patron bit.Ml -•• McOonald'a Corcort111Jon {9 SDanaor t1blnl 

•• McDonald'• Corporation 11 8oonaor tabte) 
98 Mtlauohlln, Ann 
97 !J!c f>tieraori: Mary P_a_tteraO!'I - -~-~----

91 MCI Cc;mmun~tioM Corporatlo"' 

•• Merrill L}'~~h & Co., Inc . 
100 MetLUe -- -·. . . 

P•ge3 • atler company name indlcalea n• reservation since last ieport 



0 
I-

er. 
[·~I 
m 
0.. 
0.. 
0 

et:: 
0::: 
cI 
LL 

. 
w 
v 
:J 
__J 

;::::: 
0 
0::: 
LL 

- --· ..• --
.... 
L 

~ 
r/_ 
I-· 

5 
RI .. 
a-..... 
:j, . 
'<t .... 

'04 Annual Atarde Dinner; tis Btatua To Datt 3111/04 

A ···-- - - - -----·----..---·----~ ..._..__.......__.._ .. ____________ -- ----.L- O• ------~--- -·-
1 ~ 

...!... ------
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102 Mifeslno. 

-~ 

tO::l Mobil Corooratlon 
104 tdomeon & Fo818ter 
101 Morrow, Richard till. 
tff ~fatClfola r1 comp. lablel 
t07 MLlrlel Siebert & Co., ~no. 
1t8 NaUo ne I Broadoaslll\Q Comoa rw 
1ee The Natorl Comoanv. rno. 
HG Nl>l'tham Teleoom Ltd. ---
111 NVNEX 
112 Ogll~ Adams & Rlnehart 
113 Ortegat Katherlf!.e 0. -
114 Pa~~ne 
115 Pensl(e, Roger S. 
118 PeD&IC~ Inc. 
117 1'11ur 
t1. Phip MOfl'IS Con:t•n lea tno, 
119 Philipa ODnenhelm Oroun. me• 
110 Pltnev 81Wf88 Ir!~. (t oomD. 1able) 
121 Phnev Bowea Inc. (I P1'ron tdlle) 
122 Procter & Bambie 
123 Prudent~!. The 
124 Putnem lnves,m911t1 - ·-
128 Revlon 
128 ~JR Nabl&oo, me. 
117 Robinson. Serl:tara Paul 
128 Roe"'91aller1 laurence 
129 R~alBankofCanade -
130 Sare. La'!.~~i:J>Ofatron 
131 Soherlng·PloliQh C__!JrporaUon -
132 6.C. Johnson & Sort. lrte. 

_Page 4 •after company nam• indicatet new renrvo11on since laat Nport 
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134 Sch~•&atow, To rd D. 
ti& Schwartz Felloe N. ---
tJI Seara. Roebuok end C~-
137 stieU 011 Company ·-tae ~mll~ Col~!_I! Manage/Tl9nt PfO{(!'Bm. 
t39 Smlttl. Robl11 
t40 Spa nceT8!uarl 

ill Slale Farm lnaure11oe 
142 Bl&Dl:oe & Johneo" 
1ci Tambrand• Inc. ·--144 Texaco Inc -
145 Te:taa Instruments , .. lt!.x.!• lrt11rumenls (2 adoit eeata)• 
147 Thomaaea, Mar1he 
148 Thompson, l•HY { 1 comp aeatl" ·-
149 TIAACREF ,.o Towan Perrlfl ,., Trowtwfdae. Atexander B. 
112 Union Paolftc CGrooratlon 
113 U nlted Aldlnea, ~nc. -·-
ta4 UJited Parcei1 99MOI 
115 U.S. Committee tor UNICEF -118 Wacht.ell Upton! Rosen 4 Katz 
117 Warner.\.ambel1 Comnarw 
1158 We&hlngton P'oet Company, Th• 

''" Wi!llcle Farr & O.llaaher 
180 Wot>ltrult, Judv ,., Woo1worth Oor(!aretlon 
112 W~rklt=~m~~ 0)r&¢1iol'l& ---
183 Wyse, Lciis ______________ 
184 Xerox Coroore.ll<Ht 
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HealthRIGHT: A VIDEO PETITION FOR 
HEALTH CARE REFORM 

M:ir(')\ 23, 1994 

(Washington, DC) - lieaJthRIGllT, the first video petltion for health care refonn, was 
created as a way nf capturing the AmPrl~iin J'M'OJ'lr.'s views an the health care system 
uni what needs to IN doni= tu impruvi= it. HHlth·RIGtn seelt.s to !ill a void in (hlil 
health care reform debate by givins the public a voice in the political proc:es1. 
Physieians, drug oompanles, and the lnsur11nce industry all have well-Funded lohhlrs. 
HtalthlUGHT ls the people's lobby. 

The coalition wall founded in early 1992 by thrtltl former t:apitol Hilt staff m~bers with 
mora tha.n 50 years of shaNd legislalive experimce. Former I lealth, Education and 
Welfare Secretary and CommissioMr on Aging Arthur S. Flemming t11 the chairman of 
He11lthRJGHT, whlt:"'h nnltPs national organizatiuns and ind.ivicluals in a powerful 
ro:ilirion for change. 

For more than two year9, HealthRICHT h~9 t?avplf><i from roast ta coast gilth~ring the 
testimony of CO'l'l('E'med Individuals on the critical issue; that ue at the cenltr of \he 
h~iihh <"arc dr.batc. The HealthRJGHT ramtlra 1.'NW has visiled hospices. hospitals, 
~nior centers, shopping malll, stale houses. school• and many other p1AC"eS pP.Oplc 
congregate. I:\ the summer of 1993, HealthRIClff romrlPtP.ci o landmark 16,000-mile 
t0ur of the 50 state!\. Tn thf' murse of thi~ "Speak Out, America!" lour, Lhousands of 
Amerkam; ww1u~u oft about the heallh care 1yslem. 

On Jil.Iluary 26, "1994, the day afteT '.President Clinton's Stntp of thl! Union addr~b, 
HealthfUGHT brought 50 of the peoplP lnti>rvicwcd during its "Speak Out, America!" 
tour to WAshh,gton, n.C.. to !iharr. tht.oir views with the U.S. Senate. Senate Majority 
Leader Gt!Orge Mitl;hell (l.}.Ml::i) chaired lhis "I lea.Ith of the Union" eovent, of which 
Sen.1tor I lanis Wofford (D·I'A) said, "(T)hls eitt1'11ort1tniiry prcscntatiun uf testimony 
today .. .is tomethlng evpry AmP.rlran needs to listl.'J\ tu a.nd learn from." 

HeallhRIGHT'li work continues. Today's event bringg senior ntiirens from 1111 50 stateli 
Jnrl n r 1n WR1hin~trm m tflll th,ir prr.mMl ~tnrlr~ nf hr.111th we orutJlwno ~(I Uw V·i· 
HOU~ Of KoprOIOl\tat1''•11. m ·":pru, A sunrmr .,.,,.,nr n·;111ir111y, 111n111r:1: wm 1111'!!: y111u1 uu 
Capitol Hill. In tpl'lng nf iqq4, HrrilthRir.HT will launch its "Heartland T0\11," taldng 
its camera crew the length nf thr spine uf th!:! t'Ou.ntry, the MiHi&Sippi River valley. and 
t('l i;urrnunding states. Thii; time, HeallhRIGHT will measure people's t'eflctions tn the 
villiOUS heallh reform proposals now rending 111 Conp,TP.S!'i. 

HciilthR.IGHT' Wilt; organized by Lhe Foundation !or no,piee and HomeC'flTP.. C>thcr 
spon15ors are: the ALS "Lou Gehrig's Dtsea!lt'" A!>~oo:irion; the American Association ol 
Retired :Persons; the AmerfC'lln 'FcdM'arinn of State, County and Municipal Employees; 
the Amrrican Fcdcratiun uf Tti0t1.:h~rs; Ule Ca1·ins lnslilule; lhe Child Welfare League of 
Amcrka; the Cleft Pala le Foundation; the Hospice Association of AmerkR; thp 1.onr,­
Tenn Care Campaign; the Marc:h of Dimes, the Nflttonal Asso<'liitlon for Home Care; the 
National CAttC\19 A.nd ('enter for Rliir'k /\~rd; the National Center fur H1;1a1Ul l'.•re Law; 
U\• NMio1ul Co1uu!PteP!l1 l..e11gue: tl'le NarioMI Ccml"ll'll of Sl:>f\lnr Cjtbi!m:; :md th"' 
World OrgAnl111tlon for (".;ire In thf' Homr onr! Hospire, among oth~rs . 

• 'lttaKrH'llfltfNI"""'·""'"''~ '°"''_tM.1#....,....,~ .. TJt 
l>UI> I.: Ul'06C, P/,L,, Wtl6Nl"1tfMol\1 U,1,,:, 1.'UU\A/ MJUU · L'UC/tAU I ILU' 



SUPPORTERS OF EMPLOYER BASED REFORM 

American Iron and Steel Institute 
American Institute of Architects 
Institutional and Municipal Parking Congress 
owner-operator Independent Drivers Association 
National Association of Retail Druggists 
National Assn of Chain Drug Stores 

Dwayne Andreas, CEO, Archer Daniels Midland 
Hank Barnette, CEO, Bethlehem Steel 
August Busch, CEO, Anheuser-Busch 
Garry Drummond, CEO, Drummond Company 
Robert Eaton, Chairman, Chrysler Corp 
John Hechinger, Sr., Chairman, Hechinger Company 
David Hoag, CEO, LTV Corp. 
Jack Smith, CEO, General Motors 
Stewart Turley, CEO, Eckerd Corp. 
Alan Wurtzel, Chairman, Circuit City 
Chuck Corry, CEO, USX Corp. 
Bob Crandall, CEO, American Airlines 
Victor Lund, Chairman, American Stores 
Thomas Downs, Chairman, AMTRAK 
Alex Trottman, CEO, Ford Motor co. 
Roberto del Rosal, CEO, Bacardi Corp. 
Earl Graves, CEO, Earl Graves, LTD 
Alex Grass, CEO, Rite Aid Corp. 
Peter Manos, CEO, Giant Food 
George McCarthy, CEO, Hiram Walker Group 
Robert Hannan, CEO, Thrift Drug 
John McDonnell, CEO, McDonnell-Douglas corp. 
Mal Mixon, CEO, Invacare Corp. 
Bernard Schwartz, CEO, Loral corp. 

/ 

: . :_:;t ·.: . ._<::.·. •.:~.-. 



Copyright 1994 Federal Information Systems Corporation 

FNS DAYBOOK 

JANUARY 26, 1994, WEDNESDAY 

EDffiON: THE WEEK AHEAD 

SECTION: GENERAL NEWS EVENTS 

LENGTH: 133 words 

HEADLINE: EVENT: (HEALTH CARE) NEWS CONFERENCE 

TIME: 9:45 am 

BODY: SUBJECT: HealthRIGHT, a nonprofit health care reform coalition, holds a 
news conference where fifty Americans, one from each state, will present their personal 
messages concerning "the health of the Union" to members of Congress and the media~ 
LOCATION: Dirksen Building, Auditorium -- January 26 CONTACT: Kathleen Brown, 
202-54 7-6586 

IANGUAGE: ENGLISH 

LOAD-DATE-MDC: January 24, 1994 



Copyright 1993 UMI/Data Courier; 

Copyright Ingersoll Publications Co. 1993; 

Business Dateline; 

New Haven Register 

August 10, 1993 

SECTION: Sec BUS; pg --

LENGTH: 442 words 

HEADLINE: Group gathers opinions on national health care 

BYLINE: John Curtis 

DATELINE: Wallingford; CT; US; New England 

BODY: WALLINGFORD--Connecticut residents Monday took part in a ''video 
petition" drive, offering their experiences, opinions and hopes for better national health 
care. 

HealthRIGHT, an organization of former congressional staffers whose motto is that 
health care is a right, not a privilege, interviewed 14 people at the Barnes Road offices 
of the Connecticut Association for Home Care Inc. 

HealthRIGHT is crisscrossing the country in a rented van as a presidential task force 
prepares to make recommendations on health care reform. 

HealthRIGHT is sponsored by 20 national organizations, including the American 
Federation of State, County and Municipal Employees, the March of Dimes and the 
National Center for Health Care Law, but has no official links to the task force. 

"We were just a little frustrated that the people's voice seemed to be missing" said 
Melanie Modlin, assistant director of HealthRIGHT, which started conducting interviews 
on June 21. "We know that the doctors and the pharmaceuticals have their high-powered 
lobbyists." 



As attention in Washington turns from the budget to health care, Modlin and her 
colleagues plan to present edited versions of their videos to decision-makers in early 
September. 

The brief interviews tum statistics-37 million Americans without health insurance and 
between 48 and 60 million underinsured into real people with real stories. 

"We have no savings," said Karen Hlavac of Wallingford, tears welling in her eyes. "We 
have nothing for a rainy day. I don't know how I'm going to send my kids to college. 

The demands of her 8-year-old son Todd, who's mentally retarded and autistic, have 
turned Hlavac's life upside down. She gave up her career as a registered nurse to care 
for the boy. 

He's not toilet trained and the family, which includes two other children, spends $ 150 
a month on diapers. Insurance doesn't cover all the costs associated with Todd's care, 
Hlavac said. 

A woman said she may have to divorce her husband so he can obtain the treatment he 
needs for multiple sclerosis. Treatment is more than the couple can afford, but they're 
considered too well-off for Medicare. 

The owner of a small business complained that she can't afford to give her employees 
better health insurance plans. An East Haven woman who runs concession stands said 
she pays $ 300 a month for health coverage in the off-season when she's not working. 

Those speaking on camera urged that bureaucracy not interfere with health care, that 
something be done for middle class people who are either too rich or too poor to obtain 
sufficient care, and that people be allowed some choice in who provides their care. 

GRAPHIC: Photo 

l.ANGUAGE: ENGLISH 

WAD-DATE-MDC: January 25, 1994 



Copyright 1993 Plain Dealer Publishing Co. 

The Plain Dealer 

July 27, 1993 Tuesday, FINAL / ALL 

SECflON: HEALTH & SCIENCE; Pg. SC 

LENGTH: 137 words 

HEADLINE: SOUND YOUR HEALTH CARE VIEWS 

BODY: If you have an earful for President Clinton and Congress on health care 
reform, head for the Visiting Nurse Association, 3300 Chester Ave., next Tuesday. From 
9 to 11 a.m., a camera crew will be there to record your views. 

It's all a part of HealthRIGHT's 13,000-mile tour of the country to gather comments 
from citizens. They will be compiled and presented to the Washington policymakers this 
fall. 

The tour, called Speak Out America, started in Washington, D.C., last month and will 
have visited 68 cities by the time it ends in September. 

HealthRIGHT's goal is to get opinions from citizens who have no lobbying or political 
clout. Sponsors include the Foundation for Hospice and Homecare, the Child Welfare 
League, the March of Dimes and the American Federation of State County and 
Municipal Employees. 

l.ANGUAGE: ENGLISH 

COLUMN: Health Beat 

WAD-DATE-MDC: July 28, 1993 



HealthRIGHT 
·\1\,flo VVe Are 

'z>3Jr::RlGHT 's :!. r.cnpro6t cc.,.Jiri::m 
·.~:o:::C:ng for L"OlllJ'Tc.h~i;;e ancl r.c•mpa..•~ion­
ir.e kalth ,-.,f..:.nn. in.Ju.: inl! lartg-1''1-rTI ·. _..,,_ 

~iunded in 1992, J 1.,..lthRJGI IT IHI;..,,, 
l:·~L·.):is.a.wl i11d..i~·i-lu<...s in~ powcrt"ul 
:oa1ilon for ,;::l::aJl!e-

._11191 a~ the drug OJ- ?-J-nies 011nd the 

nslS"Ul~e iudust:r:,r have lol::byis~ in 
i1i.11 !~ HealthRIGHT '.s d.e peop:e·s 

.o::>l:,9 Our p;.. is 10 ..hew Congress .uod tile 
iJib= H.::•.J~ d.e humar. fatt c-trhe health 
·areorisi!<, w•ile :u :h;o tn..'TI<• time me>hili~ng 
.he .anrri c-.an peoJ>I ~to -pr;!S~ pol;cyma-~.er< 
'or -.....ning:ful ~rh ,,_..,, refonn. 

HealthRIGHT 
·1/\.·'tlat V\/e Co 
He.TttRIGJ-rr i; the l:int ,-l:fac petitior. fer 
)-?a• I CaJ"e r-d~nn. The H.::alth~IGHT 
:a-·a ~rew :ra•,..h c:>a.il to coas.t ~.:ollecting 
-.,sti:Jon.v fn:>o:n t\meri~-<m6 cr:mc<'rnEd a J:.cnt 

this rritical ;,..,11r. T~y condt-.d irr~'."'Vii;·,;;s 

in :.::I)' ~ ... II ... ho.<pital!I ancl ho!!-pic-·~s. ~l"nior 
c.:nLt<n,, s.:J·.·:~:(,., ""'! shrof'ping mall~ -- an.".'­

whe;_--e J)l'C•p:o.: l'.C•Cof'.,·"t:gnte. 

lo 1hc SUHllllCt' ul' 199.'}. HedtltRIC HT 

c~•:.::.k-1.::d a !().:n:•C-:r ... o.: tour :of~:: 5C: slate" 

an:I tbc Oi~cict :J:·c-0lumliia .. Tl-:oo..:sarul-.uf 

Am""ric.:u·.s !-peke- out <.OJC".lt the h~al1h care 

~yst.m :cd what they thought :.hould be 
~ m imprOVl' it 

In January of 1'194. He-.J.!T:.RIGHT 
brcught one per,on fi-cm e.J..:h ci1· ~ 5-j sta~ 

;,.nd D.C. to ~'ashing::>:: 10 prt;se.nt thei:- ~to­

ri& oflw-&l:h .-.u .. h.u-chhips "o •he U.S. 
Sen&.tlo. T·-,,. um.:pe e\."entwa;; de!'O'i':.oo ~ 
&m.:rn Harri, -.;\.'.~F:-.-d (0-PA) "-'an 

'·exir.wrlin<..:y :•:"t:..,nt>c:i<•r• ·• u...i. ··.,.,eiy 

A.::-.cn.:an uc.:.Js ":' lis·.-:- n t.u an:.l l,,ar-. tram.' 

HealthRIGHT 
\1Vhy \/Ve Do It 
F>...-rr;:.- m.ajor s.3ciaJ -dorm io U.. United 
State~ - wom!"n ·~ s·.1ffr~. S:>:i.al Security. 
ci·,~I r.g:--:~and Meclicar!", w name a few -
ho;,; bt,.en r:rec-ert=--1 ~1 a grouncl~w..U of pub-

lie •uppurt. H~lllGHTailnsto l1M"rs" 
i:,,, A.mt:ri""" peoplei< stn:·'.'.~ des'.re for com­
pn::iensi.·.c ha.hi. ·:.are refcrm in ortft.r to 

I: J'1"ak through ·1-eGt<.I ~• ::tf ,;-ridloc l and .aniv.? 

.ata v.·o~:.ahl:o s:J.·~·.i.:n. HealthRICHT .._.a 
tl-::-e-:-pronged. .lfFn"'-cJ. - ,.;. t~ct.aJ" .... pE-r­
s;:,n.'.ll tes:Un::>ny .utd dtta.ikd survey • lat.a 

,gath..~ &om pttsons i.utcr;icwcd - to 

.,,.,.!,(!"th<' pe::>ple to directly ac:..-.: ~"u-f .. :ly 
Jl"tition tlwir le~cer-.;; foe ~e. 

HealthRIGHT 
vv·rat you can do 
~ E--"Fre"" y.,ur •"~on health C'a.-e 
l"d'orm to yo•_:· Sem. :ors o.-your 

Rcve;sent:Gti•·c. Cc... r.h;o Capitol 
Hill >Witd.Lo..rd a1 (202) 'L24-:'i 121 
ar.d ~k :·.,,them 6y m_c:-.e. 

:IS;>. ·,vri:E- a le:ter to tbe- edi:Or in 

:;··~··~ - ln::-.al nrwsp;aper. m:...<..ing :h<­
·~_,, for ~.eaJth c-n-e tt-form. 

'Iii. Send JUUr own .ndeara.pe ro 

H~altl-:R:Gl!T. Wewill'"""""r>t 
color ·,,jdeotapes. labd od with I he 
r.anw an-:i .:iddres:s r,I' ch:: 

f''!l"sunicrg"r.i,...ahon wh::. p-..p3red .ind :sJh­
mit·.~-d rh..,::-.. Pl ...... cinclud~ 1-.. n.am~. 

addr-eso. an.J 1de-ph:-nc numb.-r of ~:-h pK­
&'>n ... -:.,~,appear:,; ·f l.dpe. Vid.,orapE-s ;;ub­
miftee become tc.·~ pr>:·perty .::if r.,.alrh­
:-tJC-HT ..nd c-ar.::c1 be rctum.,.~ 

~ lfyol' pre~"1: s~ :-..c. a pbotogaph ,~f ynur­
s-elf or o;ameonf: who~ heoaltb •·arc .,,,,»ri­
c-m:" ~xm want to mMe. Ple;,s.,. id tad•" 
-..i cren e-..cplanalion of the ?ho:-:>pphoc 
pcrsun's e'<roerier.c., .J...-:d!o~ vif"Ns .-eear.:llrJ.6 
the he.a.it!.-~ '!:•stem. Phot'Of s_bmi~:I 
be:·ora the pmper-y of HealthRJGHT ;.nd 
c.:u:::iot be n::urncd.. 

""- :·'ill <Jut a :-i-wi.RJGHT !-ll1'-e:'.I• w~.:ch 
asb aboutynur p:-iorities fo~ Lealtl: r.fo11n 
and your p~n-onal i:'Wi'nercei;. .. To obmi..'l a 

~opy. t'.all die Hec..::t. R !GHT once. 
Dimi.bute c0pics K• ."/nur ~:.:-;~r' and &if!Bels. 

*' c.,n rhe HeahbRJGl lT ulf11.·c Jc-r m-.>-e 
sub~..hons ·r·c,O",;,,' tlO ~I [n, . .,J.ed. 

HeaHhRIGHT 
0::0.') C Stn::eL N:!: 
\'-"ashillgt<-.n, DC "20002 
(202) M3-Hli.LP 



POI IMMEDIATE RELEASE CONTACT:KA1HLEENIROWN I 
MELAND! MODUN 
(202) 5".M357 

MEDIA ADVISORY 

FIRST LADY IIIUARY CLINTON TO Hl-:AR SENIORS 
DEUVER mEIR MESSAGE ON I.ONG TERM CARE I 

HraftltRIGHT 8RI£rING ON CAPITOL IIILL WGHUGHI'S OLDER Al\4.1::..KJCANS 
CONCt;;RN::; ABOUT WNG TERM CARE. 

W A~HTNCTON, nc- Fifty-one older Americans come to Wuhington to deliver U\~ir 
unique, personal messa~ concemiug th111 nt!tld fur lung term i:are and a hr.alth car" 
system 'NIJ'nnsiv<' tn thi' ncrds of older Americans to Fint t.ady Hillary Clinton ind 
Congre11ional leaders in ill\ extraordinary brle.fi.ug 1t~1111iun tu be hRld in the R.11ybum 
Hu11Be Office Building (Room 2.'llM) on Carlto] HUI on Wednt1day, MUC'h 23 at 
10:•5am. 

The older Am.ericlWI coming to Wuhington are: 

- Solon Blundell, age 12. Huntsville, AL 
- Mary Schenker, age 69, Anchorage, AK 
· Kathleen Bowkw;, age '17, Phncnhr, A7. 
-- Edith Tiinnn, A,,'-12, Nnrt'h T .ittle Rocle, AR 
- Ruby 1ipp$, A.ge 71, 5Rn LeM.dro, CA 
- KAy Knapp, ag@ 83, Sa.aamento, CA 
- Nancy I<Jncheloe, 11ge :JI, Longmont. cu 
- 1'lulh Lllillley, age IH, Welher&lieJd, Cf 
- lJa Chww, A~w 81, Wilmi.111.-tun, D'E 
- Etht1l WWiitw. iii;"' 81. Wai;hh\i:;tun, DC 
- Midblwl S..uti.110, ,i;., 77, ft. J..\ulmi1l1i. PL 
- LAnlil &tur, 'S"' 79, Atl;mta, GA 
- Toi;hi NakasOnc, agt? 73, AJca, HI 

Woody Nctdhilrdt, age At, C".nr.ur l'l'AIPT'IP., Tn 
- 'F.tlw11n1 FitPWA", 11gp 75, Auron1, n, 
- Miilie Hower, 11ge 62, Decatur, IN 
- Lorraitle Keller, age 64, Norwalk. IA 
- lillen fiM:obJ, 11ge 74, 1<.an5•1 Uly, l<s 
-Tay!otla Willliul~. age 57, L.e~ingtuJ\, KY 
- Uill Mixon, •P &5, Uilker, L.A 
- .l<Off Kog;m-Llin$more, age 66, Llexler, Ml:: 
- .t'r~et 1'<lidey, •se 61:1, Ltaltimore, Ml> 
- Thoo\H McLJonough, age 05, lk>wie, MU 
- Willum Gitt\!ly. Jr.,"""' 62, Bruvklin1i, MA 
- William Mitchell, age 67, Detroit, MI 
-- Monta Childers, age 75, St. Paul MN 
- lw.tty Hintnn, 11~ M, Or.eiin ~rinp,q, M~ 

-- Koithttn ~. ajtP. 90, ~- T .nut\, M\J 
Helyn NclM, age '2, Billinw;, Mi 

- Rurh Rl11nk .. n'lhip, flgt' 80, Om11'hl'I, NF 
- Wild11 C'Mvers, 11ge 68, Las Vegas, NV 
- rriadlla Avery, age 64, Laa>ni&, NI I 
-Annie ROM )ohniton, aae tj2, Newa1·1<., NI 
- Antonio MartineZ. il&e 611, ~anl.4 Fe. NM 
- Norman David, age 68, 8101\Jl, NY 
- llwrl:!IHl Sprini;w, 11i,"¥ 76, R~1i~t1ir. NY 
-- Ruth N~, ase 76, Crwni;buru, NC 
- Cwr~'iil Cuyw, ii~~ 76, FiU\'1,1, ND 
- Antomette PodOJU. age 82, Clevelimd, OH 
~enncth C. l.Dchrie, age 84, Tulsa, OK 

- C.nnn!P. BnwP.ft, ag.. 71, Pnrtlnnd, OR 
- Eve Lefkowitz, LMghome, PA 
- John Prokopowicz, age SS, Cran8tor,, RI 
- R1.1by Kennedy, ase 72, Denmark, SC 
- (.;eoeli• Hwnphrey, ase ~:;. SiO\IX hll1, ~Ll 
- AJ\ita WolwtiJ\S, age 68, N.ulwi.lle, 1 N 
- lewel Hulen, age 61:1, l..ewiJville, ·1 X 
- ~ybiJ HAlhilway, s.lt 4b City, U1 
- Uilbua c.ireenwood, 1ge 73, Westminster, VT 
- tMlly Lle&per, age 70, s.lem, VA 
- Doll~ Juhna;un, <tj:;V 65. Spok&ltl, WA 
· · Martha Hain:row, Bl,'t! 6'. Charlt!bt\m.WV 

Ruth Colden. age 75; Madi.bon, WI 
- MAry ~APlman, aic 10, Pnwcll, WY 

H111<llthR1GHT, a coalition ut m1.tional urganiutiuru; rnnct?mt!U ttbout hea1Ul caN is 
t!'<JVf.'llng ;irn11nd thf' rountry tn gllthf.'r <\ flrst "afional vfd~petfffnn to gfvr thf' rrnpli' 
a voice in the health care debate. This forwn is Another in the continWt\g series o 
public t~vtmlo.; tu provide lt!gislatnrs with a senst~ of what the people st!t!k in hc;:llth t:drc 

reform. Sporuors of HealthRIGHI tour are national elderly, children's, health care and 
'01'\Swner organiulioi'\6. 

A 7Wn1nt1/lil1..'l.Ul.JlWn.fQrWmi;wwwrim.. w,,llJUN'iu1«M lwaUh. 7'((vrrn 
li<lfi C atreet, N.C:.1 WMNf'V'O"t i;>,r;;, aoocll·5GC» - 20t0!/~0-! IL.LI' 
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SHEILA W. WELLINGTON 

PRESIDENT, CATALYST, NEW YORK, NY 

For three decades Catalyst has been the leading national, not-for-profit rganizatj.ori 
that focuses the attention of business leaders and public policymakers n women•s 
leadership development in business and the professions. 

Wilb a staff of 40, Catalyst ·undertakes research, environmental as~ 
advisory services for leading companies and professional firms, 
Corporate Board Placement. identifies female candidates for boar~ of dbct.m:s.. 

catalyst major research ieports and publications profile issues affecting women and 
business as well as cwrent findings. model corporate programs and n steps far 
policymakers. The organization's Information Center is a vast resour far da.t.a on 
women's workplace issues. · 

SECRETARY OF YALE UNIVERSITY, NEW HAVEN, CONNECT CUT 

A senior executive officer of Yale University supervising a staff f 120 and 
respongible for: 

Yale'~ relation" with governmental. busine$s, and social organizations expanding 
the university role in community economic development, employment o porturuties:. 
education, human services, and long tenn economic and community p • g. 

1be physical sccurliy of the university. Managemont and pl4nning 
Police and university-wide security. 

Public infonnad.on. Oversight of university communications and public 

The traditional activities of a university secretary. Directing all majo university · 
functions, including both institutional and community events. Coord 
organizing the activities of the Yale Corporadon. 

DEPUTY DIRECTOR, Y AI.E PSYCHIATRIC INSTITUTE, NE 
CONNECTICUT. 

Managed opcrallon:s wiu pcr:;o1U1el of nationally known 63-bed in-pa nt facility · 
serving severely disturl>ed adolescents and young adults. Responsible ti program. 
f?ud;c•. bltlng aud firiug, 11nd design and construed.on of a new facili . Directed 
fundraising and grant applications. Developed new programs for after c and short 
l,c:[m~t. 

Selected tor director position in 1987. 
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198~ -1986 DIRECTOR, GREATER BRIDGEPORT COMMUNITY 
CENTER, BRIDGEPORT, CONNECTICUT. 

MENTA~ HEALTH 
I 

i 
L 

I 

I 

I 
Successfully restructured and expanded the operations of this public psychiatric 
facility by developing new financial iesour~s and reorganizing existin programs for 
effective delivery of prevention and treatment services. Expanded the p ysical facility 
and developed a variety of services and prognms to meet the needs of e chronically 
menWly ill, including minority and homeless patients. Coordinated lh provision of 
emergency and consultation services with local law enforcement. · and other 
providers. Supervised a staff of more than 400 people. · 

196~ -1980 DIRECTOR, HILL·WEST HAVEN DIVISION, CONNECTICU~ MENTAL 
HEALTH CENTER, NEW HAVEN. CONNECTICUT ; 

I 

I 
I 

Afu:r serving as the assistant to the Director and Co-Director. directed tfie operati(l(l8 
of this comprehensive community mental health center. By developin. new sources 
of federal. state and Yale University funding. expanded program.co and ~ces to mE".et 
community mental health needs. initiated and disseminated research 8Jd evaluation 
programs. provided additional tta.ining resolll'Ce§ to mental health pro!tssionals and 
paraprofessionals. Coordinated research studies. consultation and traiping services 
provided to community programs. Managed a staff nf 90. Tht- NationaJ Instirutes of 
Mental Health designated this center u one of the ten model facilities in ~e U.S. 

i 
I 

19~ - 19R7 LECTURP.R, v """ SCHOOL OJ' MRDICINR, NllW HAVEN, CoNr£CTICUT 

I 
I 
) 

I 

Thronehout professional mental health career, served as a lecturer in pub · health and 
! 

psychiatry. Until 1987 taught COW'SCS in mental health policy and · · stration and 
develope.d a successful mid-career training program for women and mi 'ties seeking 
careers in public health. Prepared grant applications and supervised grad te research.. 
Published numerous articles concerning health services policy and · stmtion. 

I 
I 

EDUCATION . 
I 
I 
I 

Yale University, DepanmentofEpidemiol~gy W1d I Master of Public Health 
I 
I 

I 
I 

I 
I 

Master of Urban Studies 
Bachelor of Ans 

Public Health : 
Yale University, School of Art and Archi~tw"C 
Wellesley College (Phi Beta Kappa, Duran~ Scholar) 

HONORS AND AWARDS 
[ Woman in Leadership Award, YWCA of Greater New Haven. 1991 
! Spec;iAI Ciwion, for Public Sciv~ to lbe CilW:m; uf Connccticul, 1986 ! 
· Official Citation, in Recognition for Services to Greater Bridgeport. Genetal 

A5sembly, State of Connc:ctil;ut, 1985 I 
Outstanding Service Award. Governor's Committee to Employ the Handifapped, 

OJwiecticut, 1984 I 
Member, Planning and Review Panel, President's Commission on Mental Health, 1978 

I 

coJMUNITY ACTIVITIES "T Executive Committee, Connecticut c.onference of Independent Colleges 
. Board of Governor's, Mory's Association Inc. 

Board of Trustees, Quinnipiac College 
Board of Trustees. Ya.le-New Haven Hospital 
Board of Directors, Scien~ Park Development Corporation I 
Board of Directors, Shubert Perfonning AIU Center . 
Board of Directors, Termis Foundation of CT, Inc. (Volvo Intl. Tennis Tc;irnament) 

I 

I 
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SHEILA W. WELLINGTON 

. Sheila WellingtOn assumed the presidency of Catalyst on July 5, 1993. As 
woman,, to achieve in many areas. Ms. Wellington relates strongly to the role of 
women in the workp1ace. For three decades Catalyst has been the leading natio 
profit organimion that focuses the attention of business leaders and public polic 
women's leadership development in business and the professions. Catalyst u 
Tesearch. envin')nmental assessments and advisory services for leading comp ies and 
professiooal firms. and via its Corporate Board Placement, identifies female candi 
boards of directors. 

Before joining Catalyst. Ms. Wt:Hington served as the st.crer.ary of Ya le Univers , a joh 
with broad responsibilities outside and inside the university, and the institutio 's third 
highest office. Hired in 1987 to enhance Yale's relationship with the city of Ne Haven 
and with government, business and social organizations, Ms. Wellington mad historic 
progress in her role. One of her most heralded efforts was facilitating a SS million 
investment from the Yale Corporation for city economic development proje s. Ms. 
Wellington supervised a staff of 120 and oversaw Yale's external telations, poli e force, 
security program. media affairs, activities of the Yale Cotp0ration and major u iversity 
ceremonies. Upon leaving Yale she received a "solden" key to the City of New H ven, the 
first Yale official ever so honored. 

Ms. WellingtOn has an extensive management background and is known as an inn vator in 
program and policy. Her ini.tinl career choice wos in meoml health, where she w one of 
·the first women and non-psychiatrists to run a major mental health facility. Before 
assuming the position of Yale Secretary, she was deputy director and director-des tc of 
the Yale Psychiatric Institute. Previously, Ms. Wellington was the director of th Greater 
Bridgepurl Comuiut:tlty Mental Health Center, turning it into one of the best gnized 
public sector institutions in the nation. She restrucrured the staffing, fman · g and 
opcri&tiom, IDd riilic::d mom:y in federal and Cow1dation grants, a coup for an insti ·on that 
had never received federal program money until Ms. Wellington's amval. E ier, she 
headed up the Hill-West Haven Division of the Connecticut Mcrmtl HclilLh Cc:n , whid1 
the National Institutes of Mental Health named as one of ten model facilities in e U.S. 
While reaching at the Yale School of Medicine, Ms. Wellington developed a · ·cessful 
training program for women and minorities seeking careers in public health. 

Ms. Wellingten has received numerous citations for community leadership and pro 
achievement and has served on national and state boards and commissions. 
cUirently a member of the Financial Women's Association of New York, The In 
Alliance, New York Women's Agenda, the Wellesley College J::Susiness Le ership 
Council and serves on the Advisory Board of the Ms. Foundation's Take Our Dau hters ro 
Work Day. A graduate of Wellesley College. she received two concurrent maste degrees 
from Yale, one in public health, the other in urban studies, while raising her famil . She is 
married to Harry Wellington, Dean of the New York Law School and former De of the 
. Yale Law School. They have two sons. 
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SAHA I.El CORP<tl~fHiN 

JOHN H. BRYAN 

John H. Bryan ls chairman of the board of directors and chief executive officer f 
Sara LH Corporation. 

Mr. Bryan beQan his business career In 1960 with the tamily owned and opera 
Bryan Foods Tn Wut Point, Mississippi. In 1 SGO, Dr)'e.n Foods was sold to 
Consolidated Foods Corporation of Chicago. Mr. Bryan became exectJtive v: 
president and a director cf Consolidated Foods Corporation in 1974. That sa 
he was elacted preSident and the following year was named chief executive o 
He was elected chairman of the board In 1976. Nlrie years later, In 1 sos, 
Consolldatect Foods changed its name to Sara lee Corporation. 

Mr. Sryan Is a member of the bOard of directors of Amoco Corporatlon1 of First icago 
Corporallol'l and its subsidiary, lhe First National Bank cf Chlcagc, and of Gen ral 
MotorS CorporatiOn. He ls the past chairman and a member of the board of dlr etors of 
Grocery Manufacturers uf Am~lca, Inc.; a mamber of the Business Council; a ember 
of the policy committee of the Business Roundiable; a trustee of the Committee r 
Ewncmlc Development; a member uf u1e TNstees' Council of th• Natkmal G erv of 
Art. Washington, D.C., and a director and past national chairman of the Busine 
Co1runlttee for the Ar1K. Mr. Bryan alsu bi chairman of Catalyst, the national 
organization v.tlich workS with business to effect change for women. 'n additio ; he ls 
a member of the Bo~trd of C!overno's or trta National Women'& Economic Allia . 

Active In a variety ot organizations In the Chicago area. Mr. Bryan is vice pr · nl of 
the board of truste&S and b'easurer of The Art f nsUtute of Chicago. He also is a ustee 
of the University of Chicago; a trustee and a vrce chairman of Rush-Pre5byte'1a t. 
Lukt1s Medical Center: Chairman al the Business Advisory Council ol the Chi o 
Urban League: ana chairman of the Chicago Committee ct the Cilicago Coun on 
Foreign Relations and vice chairman of rhe Council's board. He is a member o the 
Commeretal Club ana or the Eoonomic Club ot Chlcaga. 

Mr. Bryan's awards include France·s Chevalier de ta Legion d'Honneur; Holla 's 
Owrder ot Orange Nassau conferred by Queen Beatrix: the Nadonal Humanita an 
AwaJd ot the National Conference of Ctv4Stians and Jews: and tne V\llOlam H. er1 
Award given by tne Food Marketing Institute. He Uso receivsd tM Man of the ear 
Award from the Harvard Business Schooi Club or Chieago, was named the 
1992 Exeeutve of the Year by Crsin's Chicago Business, and is a laureate of a 
Junior Achilvement Chicago !us1ness Hall ot rame and the MiSStssippi Busin ss Hall 
of Fame. Mr. Bryan has bean awarded the Order of Unc:oln Medallion. the sta of 
Ullnots' highest honor for individual achievement. 

A naave Cf Ml&Slssippi, Mr. 6ryan 1a' a graduate 01 RhOdes College, Mempnls, 
he received a bachelor of arts degree In economics and busine$6 admlnlstrati 

Sara Lee Corporation ls a global packaged food and consumer products com 
wttn annual sales of $14.6 biDlon. . 

# # # 
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GARY L TOOKER 
Vice Chairman and Chit/ E.xtcutive Officer 

Gary L. Tooket joined Motorola, Inc.'s Semiconductor Divisior, in 1 Since 
that time, he has held a series of incre3£.ingly responsible positiuns in ma 
product and operations management and corporate management. Hew 
of products operanons-~MOS in 1974, and in 1975 he was named director 
operations for discrete semiconductor products. La~er that yt?ar he ·.•:a$ pi· oted to 
corporate vice president and general mar.ager of the Discrete Semiconduc r 
Division of the newly cre~ted Semic:onduc:tor Group. 

! 

I 
In 1979 Tooker was named to head the gr01..:.p's Dl$Crete Electrcruc . I 

Components Divisions and Materials. The following year h~ became vice · resident l 
and general manager of the group's Int~rnational Semicon<htctor Divisio and, :n , 
1981, became general manager 0f the Semiconductor I':oducts Sector. In .cember j 
1982 he was elected a ienior vice president by the compat"y's Board of Dire tors anc!. I 
became an ex@CUtive vice ?rtSident in r'ebruary 1984. He was elected seni I. 

executive vice president and ..:hief corporate staff officer in July 1986 a:'ld a 'rector of I 
Motorola in August 1986. H~ became chief operating officc-r in 1988 and p sident in 
1990. He wa" eleded \lice chairman and chief execufrve offic:f;r in 1993. 

Tooker is a director of the Pacific Basin Economic Council ~nd serv as 
chairman of its U.S. Member Committee. He is a director of the National lliance . 
of Business and serves as co-chair of its Education Committee. He is on th board of I 
dix"ectors of Eaton Corp. He is a director of Junior Achievement of Chii.:ago and is ! 
active in the Chicago United Way. He serves on Arizona State Universi s Alwnni' 
Association and Foundation lioards, and is a membe: or the Eco~.omic Clu ·of 
Chicago and the Electrical Manufacturers Club. 

Ile has $erved u chAirman of the Board o~ Dir~ton oi the America 
Electronic Association and was a member of the Executive C.>mmittee. He is also 
former chairman of the S.miconductor Industry AsiOciation. He also has een a 
director of the Arizona Association of Industries lnd the Scottsdale Boys C b. He 
has been a member of the Advisory Council on Engineering at Atizona St e 
University and the Phoenix 40. 

looke1· is a graduate of Arizona State University, where he received 
bachelor's degree in electrical engineering and did postgraduate studies in usiness 
administration. In 1983 he received the Distinguished Alwnnus Award fr m 
Ari%ona State Univereity. 

3/94 

Cgrpcnle Offices 
1:m i:. A~u1r. Mc4d, SChili.mc;.irg. LL. 6C~iR-1r.66 • (706i 57F.i·5COC 

' .. -·.;: ...... --



. .,..: 
,. .. 

.:.· i.' 

eo 202 6222633 DTR ECON POLI CY 

Can the United States Reform Its Health Care System? 

by 
Henry J. Aaron 1 
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All too often participants in the debate on health care reform present "best" new 

systems, rather than "best" reforms of the system that exists. Rather than worrying about 

how to move from where we now are to where they would like us to be, such advocates 

pretend that it is possible costlessly to erase current arrangements and start afresh. 

Such immaculately conceived visions fail because they do not recognize the 

enormous investment that the United States (and enry ether country) has in its current 

system. Creating wholly new arrangements entails wholesale changes in methods of 

paying for care, the relationships between patients and health care providers, and 

perhaps the organization of the delivery of care itself. In a country such as 'the United 

States, fundamental change in the health care financing system forces renegotiation of 

billions -- quite literally billions ~- d significant contractual and personal relationships. 

The wrench of change is compounded if, as under the plan advanced by president 

Clinton, a large cut in the use or price of medical services is the keystone to financing 

the new system. Such savings require massive income shifts, changes in practice 

patterns, or both. 

Short of economic or military catastrophe, democracies seldom break so much 

china in the name of reform. Even parliamentary systems seldom make revolutionary 

changes when the population is sharply divided, although narrow pluralities can and 

sometimes do effect sweeping reforms. Under the U.S. governmental system, in which 

1Director of Economic Studies, The Brookings Institution 
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minority interests can marshall numerous and powerful defenses to block major changes 

not supported by dominant and well-mobilized majorities, they are inconceivable. 

The structure of U.S. health care problems compounds this political difficulty. 

Americans recognize the need to assure and extend insurance coverage. This step will 

cost money. But most reformers say they also want to sharply slow the growth of health 

care spending. If both goals are met, reform must inflict losses on some µeople, 

businesses, i!1dustries, and regions, ns the gainers win resou:ces that 'Nould otherwise 

have flowed elsewhere. Such shifts run afoul of the political law. peculiarly apt in this 

case, that Charles Schultze articulated, "Never be seen to do direct harm." 

As noted, however, health reform must do some harm. To pay for extending 

benefits, one must either raise taxes, which is always politically difficult, or cut 

somebody's income, which is politically insupportable under Schultze' law, unless the 

somebody is shown to be a fool ("we a.re cutting waste") or a knave ("we are slashing 

fraud and abuse"). 

I believe that a recognition of these underlying forces is important for interpreting 

the various proposals for reforming the U.S. system of paying for health care and for 

making sense of the forthcoming debate. I shall focus on the proposal President Clinton 

outlined on October 22nd, but \Vlll comment briefly on other major proposals that will 

play a meaningful part in the debate. 
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President Clinton's plan begins ·with a basically conservative political vision, but 

deviates substantially from it in execution. The conservative vision sees that most -

Americans are currently well, ii unreliably, insured and that all can be covered securely 

by building on, rather than replacing, the current system. This vision recognizes that 

curbs on premium growth linked to limits on approved cost sharing and pror.ibition of 

balance-billing can create the budget discipline that is largely missing from the ci:trrent 

system. 

Unavoidable Complexity 

Although advocates of the President's plan would deny it, the vision behind the 

plan rests on an acceptance of the complexity and cumbersomeness of the current 

system. It does so, because it forswears neat alternative program designs that would 

scrap the current system. In fact, the president's strategy !.!1J!ll increase complexity 

because his plan cannot rely exclusively on any one cf the three possible ways to achieve 

universal coverage, but inust use all three -- an employer mandate to pay for insurance, 

an individual mandate to purchase insurance, and government provision of in~urance. 

• Since most Americans, other than those who depend on public programs, 
are insured through work, the president would extend that system to 
workers not currently covered by requiring all employers to pay most of 
the cost of insurance coverage for their employees and families. However, 
for companies with fewer than 5,000 employees the plan scraps the current 
employer practice of sponsoring insurance plans for their employees and 
creates new "regional alliances" that would approve a limited number of 
insurance plans among which individuals must choose. 
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• The range of insured services that all approved plans must cover is at least 
as generous as the average current benefit package, particularly in 
coverage of mental health and preventive services. 

• Exclusion from personal income tax is retained unchanged for required 
employer-financed benefits. Exclusion for extra employer-financed 
benefits, such as payment for the share of premium for which employee's 
would otherwise be responsible, is retained for ten years. 

• To avoid disrupting coverage for the elderly and disabled, the Clinton plan 
would retain government insurance through medicare. But the option of 
medicare beneficiaries to elect cove.'"age through regional alliances hints at 
the eventual replace111ent of government administe:ed insurance "t"!ith 
insurance administration by regional alliances for everyone. Meanwhile, 
the plan adds a new drug benefit and modest long term care coverage. 
These extensions simultaneously address re~l probleir.s 0f the elderly and 
secure their political support for reform and boost plan costs. 

• By definition, self-employed or not-employed nonelderly Americans cannot 
be covered through an employer. The only way to assure them coverage, 
in the absence of direct government payment for health coverage, is 
through what amounts to an individual mandate 

To make the individual mandate affordable, the plan provides subsidies for 

households containing full-time workers and retirees \vith incomes below 150 percent 

of official poverty thresholds, a limit covering most of this group.2 To ease the shock 

of the employer mandate for companies th1:1t do not currently pay insurance for their 

employees, the plan contains explicit government subsidies for some companies with 75 

or fewer employees in which average earnings of full-time workers are under $24,000 

annually. The cap on employer liability for health insurance ccsts of 7.9 percent of 

payroll indirectly subsidizes all companies for which the current cost of services 

2The plan also provides subsidies to ir.dividuals or families with incomes up to 250 percent of official 
poverty thresholds if the family contains one or more part-time workers, but no ful!-time worker. Tile 
incentives of these varied thresholds are quite odd. 
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mandated under the president's plan exceeds 7.9 percent of payroll. These subsidies are 

paid for by the government or by payments made by companies that do not now pay 

for employee health plans. 

--· 
The president's plan will also redistribute insurance costs among companies in 

other ways. Companies whose employees are now covered by the plans of relatives 

employed by other companies will have to shoulder those costs directly. The shift from 

experience to community rating for all companies with n1ore than fifty but fewer than 

5,000 employees will cause even larger inter-company shifts in costs of health care. 

Companies with above average current costs receive subsidies paid, at least at first, by 

increased charges on companies with below average costs.3 If growth of spending is 

slowed, most companies would have lower insurance costs after a few years. Reportedly 

at the last minute, a provision crept into the plan to relieve companies of costs of retiree 

health benefits for people under age 65. This provision, a massive gift mostly to the 

shareholders of a few, large, old corporations is likely to be subject to the political 

equivalent of LIFO accounting -- last in, first out. 

Each of these steps is initially costly. Exactly how costly is determined by the 

comprehensiveness of coverage provided under the plan, the generosity of new benefits 

for the elderly, and the depth of subsidies. The estimated costs of these benefits is $100 

31ne consensus among economists is that most health insurance costs, before and after refonn, are 
borne by workers through reduced wages. For a thorough review of these issues, see Alan B. Krueger, 
"Observations on Employment-Based Government Mandates, With Particular Reference to Health 
Insurance," duplicated, October 15, 1993. Few people other than economists believe in this off set, and 
economists acknowledge that the adjustment process may be slow and painful. 
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billion in 1998, the first year in which the plan would be fully operational and four years 

after presumed enactment. 

Payin~ the Bill 

The next step is to decide hov.: to pay for the added costs of new and extended 

services. The problem for government payers is quite different from that of private 

payers. Governments have four options. Tvvo -- deficit financing and cutting nonhealth 

programs -- can be disregarded. The deficit is already too high, and elected officials 

[ljoo7 

have paid in political blood with program cuts to bring it down; further politically 

acceptable spending cuts in nonhealth programs are decidedly scarce. The fall-out from 

the deficit reduction debate seems also to preclude more than token use of the third 

instrument, tax increases. The added federal costs of the president's health plan are 

therefore financed largely from cuts in cu:rent health programs, notably medkare and 

medic aid. 

The added private costs are m€t initially by public subsidies and by cost shifting 

among private payers. The magnitude of inter-company shifts4 has not been reported, 

but is likely to be quite large, as the cost differences among plans are now· frequently on 

the order of two or three to one. Moreover, these variations arise primarily from 

variations in local prices, differences in local practice patterns, and work force 

characteristics. While the president's plan would perpetuate some of these differences, 

most would be levelled out by proposed community rating with.in each regional alliance. 

4As noted in the preceding footnote, what appear as inter-company shifts in the short run can be 
expected over time to become shifts in the composition of worker compensation. 
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Over the longer run, both private and public payers are projected by the 

Administration to be_nefit from a sharp slowdown in the growth of health care spending. 

Real growth of medicare and rnedicaid, projected to grow under current policy at an 

annual rate of 8 percent from 1995 to 2000 '''ould be slashed to 1.4 percent in 2000. The 

fero~ity_of the implied cost containment is indicated by comparison with the 1980s, when 

the number of hospital days per person was slashed 30 percent, when medicare and 

medicaid payments to providers were slashed, but medicare expenditures rcse an 

average of 7.7 percent annually, medicaid expenditures rose 6.5 percent annually/ and 

all other health care spending rcse 5.3 percent annual:y. all after adjustment for inflation. 

Administratio11 

~008 

President Clinton's plan would also massively change the· administration and 

politics of health insurance. Employers with fewer than 5,000 employees and all 

individuals would be prohibited from dealing directly with insurers or at-risk providers 

such as prepaid group practices. Each state would be required to establish one or more 

non-overlapping regional health nlliances that jointly cover the whole state. These 

alliances would be required to accept applications from entities wishing to sell health 

insurance and to approve those plans that meet certain conditions, some of which are 

outlined in the draft plan. The alliances would be the conduit for subsidies paid to 

5Part of this increase was attributable to extension of medicaid eligibility. In the latter years, part of 
the increase occurred as states exploited a loophole in federal legislation that permitted them the increase 
federal payments by an accounting gimmick. 
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small businesses and low-income households. The alliances would administer risk-rated 

payments to health plans. 

Serious technical and poiitical issues surround these new entities. How would 

the alliances prevent cream-skimming by health plans? Are available techniques of risk-

rating adequate to squeeze the profit out of cream-skinuning? rf states tried to 

gerrymander health alliances, are there objective and legally defensible techniques for 

identifying when such practices are improper? Ho't-.' would the provision prohibiting 

alliances that span two or m.ore states from favoring providers located locally over 

providers located in neighboring alliances be enforced? If political differences arise 

between the president ard Congress, on the one hand, and governors and state 

legislatures, on the other, regarding administration of the plan, are enforcement 

techniques politically plausible? No reliable answers exist because these questions have 

never been put in practice. 

For example, suppose that the National Health Board allocates to a given state a 

share of national health spending '"'ell below the level the governor or the state 

legislature deems appropriate or acceptable. Suppose further that they respond by 

refusing to enforce such limits on local health plans. Is it plausible that the federal 

government will take O\'er operation of these alliances as called for in the President 

Clinton's plan? Would it not be preferable to place the states at financial risk, as is done 

in Canadian provinces, a measure that the administration is reported to have considered 

and rejected? 
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Plans that claim to achieve universal insurance coverage without an employer 

mandate can choose either of two alternative options -- n-1andatory i:r.dividua1 and family 

purchase of insurance or tax-financed, government insurance -- or a blend of the two. 

The Cluz(ee Plan 

The proposal advanced by Senator John Chafee and cosponsored by other senate 

Republicans relies on a mandate that employers make group insurance available to all 

employees without regard for preexisting conditions or certain other limitations currently 

common in the group insurance market. But employers would not be required. to pay 

any of the cost of such insurance. Current tax advantages would be extended to the 

unemployed, but limited in amount for all individual income-tax payers. 

Individuals and famiiies would be required to purchase insurance to achieve 

universal coverage. Unfortunately, however, low. income households cannot afford 

insurance without subsidy. How the Chafee mandate would deal with this problem is 

unclear. It would provide some subsidies to low-inconi.e households, but limit the 

subsidies initially to households \·vith incomes below 90 percent of official poverty 

thresholds. The subsidies would gradually be broadened, extending to families with 

incomes up to 240 percent of official poverty thresholds by the year 2000. The subsidies 

would be financed out of savings from shaving 2 percentage points anr.ually from the 

growth of medicare and medicaid spending. 

The Chafee proposal leaves fundamental questions ab0t:t the subsidy and the 

mandate for universal coverage unanswered. The subsidy budget is implicit in this cost 
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control target, but the outline of the proposal does not specify the exact size of the 

subsidies. Would the individual mandate take effect graduaily from the bottom of the 

income scale as subsidies become available? Would it apply immediately to those who 

will never be eligible for subsidies? Or would it be introduced in some other pattern? 

The plan does not say, and the absence of evidence that these issues and others (for 

example, how would the mandate to have insurance be policed?) have been thought 

through raises doubts on whether the sponsors are genuinely serious about universal 

coverage. 

Like President Clinton's plan, the Chafee plan would create new regional health 

alliances, although their powers would pale beside those of the Clinton alliances. The 

Chafee alliances would be responsible for creating an insurance pool for employers 'Ni.th 

fewer than 100 employees and individual purchasers, but V1'ould not be empowered to 

approve health plans or to enforce fee schedules. The Ch.:.fee plan would institute some 

features of managed competition, but \\'Ould contain no other administrativ2 measures 

to slow the growth of private health care spending. As the rnaterials accompanying 

release of the plan acknowledge, the Congressional Budget Office is not likely to credit 

the plan with any savings in health care spending other than for scorable cuts in 

medicare and medicaid. 

Like the president's proposal, the Chafee plan would reiy on reductions in growth 

of medicare and medicaid spending to pay for the federal costs of subsidies to low 

income households. Unlike the president's plan, however, thi? Chafee prnposal calls for 

!4;011 
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no additional revenues and contains no controls to discourage providers from shifting 

additional costs to private payers, as they have done over the last decade. 

In contrast to President Clinton's plan, which unambiguously promises universal 

coverage and a genuine budget constraint in the form of limits on the growth of 

premiums, the Chafee plan contains no coherent road map to universal coverage and 

relies upon the rosy claims for cost containment of the more euphoric proponents of 

managed competition. 

Full National Health Insurance 

Several plans call for the government to directly provide health insurance to 

everyone. All contain broad benefit packages, contain some form of budget control or 

fee regulation on physicians and hospitals, and depend on new taxes along with savings 

from reduced growth of curr2nt programs to pay for the new program. 

Long advocated by a :solid core of liberal Democrats, this approach credibly 

promises universal coverage and would create powerful regulatory instruments to 

control growth of spending. But its even rnore credible promise to move health care 

spending from private to public budgets has effectively discouraged support among 

centrist and conservative members of both parties. Nothing in the current debate has 

so far suggested that the fate of full national health insurance as the perennial 

bridesmaid will change soon. 
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While all of the preceding cptions promise universal coverage, proposals for 

reform advanced by conservative House Democrats led by Representative Jim Cooper 

and by House Republicans and Sena tor Grc.mm make no such claim. These plar.s would 

mandate that employers make available group insura11ce to employees but not pay for 

it. These plans would prohibit undenvriting practices that bar new employees from 

eligibility and would bar preexisting condition lir:1itations. The Republican proposal 

would expand tax sheltered savings for IT.edical expenses. The plan advanced by 

Representative Cooper \vould establish the framework of managed competition, but not 

force any employer to pay for insurance. The Cooper plan would pay for coverage for 

households with incomes below poverty thresholds and partial subsidies for households 

with incomes up to h\l;ce official poverty thresholds. No limits would be placed on the 

growth of medical expenses except those arising from the incentives created by tax 

sheltered savings for upper income households to buy high cost-sharing plans. 

Defining Questions for the Health Reform Debate 

The course of the health care reform debate will be determined by how the 

Congressional participants respond to five fundamer\tal questions. \'\Thile members of 

Congress are clearly responsive to their constituents' views and President Clinton and 

other members of the administration will try hard t-:> shape these views, I believe that 

the positions of members of Congress are sufficiently set on the first four so that one can 

predict the opening and middle-game of the great chess match now beginning. The final 

~Ul3 
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moments of this contest, likely to enliven late summer 1994, hinge on answers to the fifth 

question and still hold important mysteries. 

Question 1 Do participants embrace the principle that government 
should assure essentially all Americans health insurance 
coverage? 

Support for this guarantee has clearly grown. The ranks of supporters have long 

included most Democrats in both houses and now nuir1ber many Senate Republicans 

who have endorsed the Chafee plan. Vvhether a dear majority in the House endorses 

this proposition remains unclear, but whatever the count may be on the principle of 

universal coverage, what counts is agreement on timing and method, which together 

strongly influence cost. The critical but still unresolved question is whether the 

president can mobilize the growing and well-founded middle class fear of curtailment 

or loss of health ir.surance coverage into an irresistible force in support of his approach 

and timetable. 

Question 2 Should universal coverage be achieved by requiring 
employers to sponsor, and pay most of the cost for, insur· 
ance for their employees? 

On the answer to this question hinges the fate of President Clinton's approach to 

health care reform. In the Senate, nearly all Republicans and a few Democrats, 

constituting (at least) a filibuster-sustaining minority oppose such a mandate. Nearly 

all House Repu.blicans and a solid bloc of conservative House Democrats, who together 

form a majority, also now oppose a mandate as extensive as that proposed by the 

president. 

~014 
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The outcome of the health care reform debat.e may well hinge on whether the 

president and his administration can persuade enough oppor.ents to a full blown 

mandate to accept a limited mandate that would initially force relatively few businesses 

to change their practices. Opponents of a sweeping mandate would claim that they had 

won in practice, while proponents would claim they had won in principle. 

Question 3 Should the United States impose an effective budget 
constraint on growth of health care spending? 

If this question refers to a nationally !egislated lirnit on the ar.nual growth of 

health insurance spending, '.vhether translated into caps or. health insurance premiums 

or imposed through fee controls and hospital budget caps, the line-up in both the House 

and Senate closely resembles that on forcing employers to pay for health insurance for 

their workers. 

The important difference, as far as President Clinton's proposal is concerned, is 

that no obvious compromise exists. The administration could easily accept less stringent 

limits on premium growth than it proposes. But opponents cannot agree to any such 

limit without capitulating, in flagrante delicto, on the fundamental principle of 

disagreement with the president's approach to cost control. Furthermore, many 

opponents to a legislated cap on spending hold fast to the faith (I believe tc an illusion) 

that their method of controlling costs is not only "lighter but tastes better." They believe 

that various measures to promote price sensitivity among insurance purchasers and to 

standardize the health insurance product will suffice to produce a sustained slow-down 
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in the growth of health care spendir.g, while the president's approach 'Nill fail through 

· bureaucratic elephantiasis. 

-­President Clinton will no doubt continue to try to persuade the public that \ 
I 
I 

national spending goals can be met, at least through the year 2000, by eliminating \ 

. ----~ 
medical waste, fraud, and abuse. In so do~ng, I believe he will be making a serious i 

I 
blunder. First, trying to wring so m.uch out of health care spending as 1_uickly as he , \ 

·I \ 

proposes is not practicable. Cuts of the magnitude he projects -- one sixth of baseline .,.r 
,~· 

acute care spending by 2000 -- would require radical changes in medical behavior of 

providers or large cuts in their incomes. But while many providers acknowledge 

instances of waste, I think most believe they are now doing the right thing most of the 

time. And large cuts in provider incomes are likely to provoke guerilla warfare by the 

groups whose complicity in, if not actual support for, reform is essential for its success. 

Those who note that citizens are n'.ore satisfied \'\'ith their health care financing 

systems in countries that spend far less than the United States does should acknowledge --, 
·,_ 

that large savings will eventually be possible. But they can still insist that such savings 

will take much more than the four years the president allows their achievement. 

Second, large sustained reductions in the growth of health care spending must 

eventually force the denial of some beneficial care to some people. Despite the palpable 

truth of this assertion, it is more effective in emptying a room of elected officials than 

shouting ''fire." The efforts of elected officials to avoid it is understandable, as the 

choices that rationing will impose are ethically and politically distressing. But health 

care reformers who insist on claim that enormous savings can be quickly achieved 
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complicate the task of politicians bent on fuzzing this truth. The president's claims of 

fast and large savings, which come tco quickly for cuts in waste, fraud, and abuse 

credibly to generate, defeat the political desire to banish the ogre of rationing. 

/"1 
For all of these reasons, I believe that President Clinton's proposed national hearth (·' 

budget and limits on premium increases will fail to \Vin maj-:irity surport. The limited 

chances for acceptance of the principle of a national health budget were doomed by the .J 

high cost of the plan developed by his advisors. The atn1osphere created by the 1993 

budget debate made politically unthinkable the adyocacy of increased taxes on ar.ything 

but the voluntary inhalation of poison. This s1tt.:ation is highly regrettable, in my view, 

as President Clinton's repeated insistence on national spending limits are essential for 

the sustained control of growth of spending is correct. Spending limits are~\ 
) 

necessary to create the incentives for efficient resource allocation and even to enabie j 
I 

/ managed competition to achieve its full po ten tial.6 J 

President Clinton's health proposal also eITibraces price regulation of physicians and 

hospitals that continue to deliver services for fee. But it is not clear how this n"l.andatory 

extension to the private sector of current pracfr:e under medicare and medicaid could 

win approval outside the general framework of the president's plan. 

6Henry J. Aaron, Serious a11d U11st11ble Co11ditia11: Fimmcing Ai11erica's Health Care, Brookings, 1991; Henry 
j. Aaron and William B. Schwartz,· Managed Competition: Litt!(! Cost Containment witho:Jt Budget Limits, 

. He.a/th Affairs, vol 12 (supplement 1993), pp. 204-215; Henry J. Aaron, HBudget Limits ~ Managed 
Competition, Health Affairs, vol. 12 (Fall 1993), pp. 132-136. 
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What role, if any, should mandatory associations of insur­
ance buyers play in mediating the purchase of insurance by 
private businesses and individuals? 

Something called "health alliances" is likely to win :ongressional •P?roval, given.-~ 
their inclusion in both the president's plan and that of Senate Republicans. But the role ! 
and powers of the alliances remains in doubt. At a minimum, they would assemble 

I 

\ 
small purchasers into large groups for the purchase of insurance. The larger question 

is whether they will be vested with regulatory powers to approve health plans, to 

regulate fees, to pay subsidies to b-.1sin~ss (if an employer mandate survives), and to pay 

subsidies to households. 

For reasons set forth above and elaborated belovv, I think Congress is not likely 

to approve powers for health alliances as extensive as propcscd by President Clinton. 

The incentives are large for health alliances in states politically in the central of a party 

different from that in control in Washington (even assuming one party is in control) to 

pursue policies that are intolerable to Congress or the president. The regulatory 

demands on the National Health Board or other federal agencies to police the health 

alliances are enormous and probably unmanageable. 

Despite these difficulties, however, the infinite variations in the design and 

possible powers of health alliances make this the most negotiable element of the reform 

~ 
debate. A broad consensus has developed on the failures of the small group market. \ 

i 

Health alliances are a natural vehicle for effectuating a11y limitations on permitted \ 

j 
practices. The case for insisting that health plans all quote prices for a standard plan to 

help purchasers compare prices is also powerful. This requirement is an element of the 

\ 

\ 
I 
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president's and Senator Chafee's plan. It could easily be accepted by all participants in 

the debate other than those who :Lever met a government function they didn't dislike. 

Alliances could become the agency for ad11"1.inistering medicaid and fer offering coverage 

to any medicare beneficiaries who wished to switch from HCFA. 

Any compromise is likely ta invest health alliances with powers well short of 

~019 

those proposed in the Clinton plan. A process of gradual evolution wculd then----"""­

commence, as Congress added, subtracted, and modified alliance powers. The eventual l 
character of the alliances would be influenced by their initial design, but it would be 

determined largely by future decisions. The creation of health alliances would be a 

watershed event, bringing into existence entities that in the future could become 

enforcers of managed competition, managers of an employer mandate, or the 

administrators of government sponsored health insurance. 

Question 5 How much change in health insurance arrangements can be 
implemented over the remainder of this decade? 

----..... 

No hard analysis can answer thi5 question. Hovv much can be done and how fast 

it can be done depend on political leadership and will. In fact, U.S. history contains no 

example of legislation that remotely resembles the President's proposal for reforming 

health insurance in the depth and pervasiveness of institutional change. It has become 

commonplace to compare reform of health care financing to enactment of the Social --

Security Act in 1935. This analogy is faulty, but instructive. On a scale of ~omplexity 

starting at zero, if the Social Security Act rates a 10, President Clinton's health reform 

plan rates 200. 

J 
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' 
i 
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The Social Security Act was passed during a time of great economic distress, an 

era of chaos in the American capitalist system that more closely resembles the current 

conditions of Russia or the near collapse of Britain after World War II than the slowly 

emerging and comparatively minor chronic difficulties the United States is now 

experiencing. Nevertheless, the largest element of that landmark legislation, old age 

inswance, was financed by taxes that did r.ot start until 1937, nearly two years after 

enactment, to pay for benefits that did not start until 1940, more than four years after 

enactment. Survivors insurance was enacted only in 1939. These programs began with 

a delay and grew slowly. More fundamentally, they replaced essentially nothing and 

required virtually no one to rewrite existing contracts or change then existing pension 

arrangements. 

In contrast, the president's health care rdorm would transform the financing and 

organization of the delivery of roughly 11 percent of gross domestic product. It wo~ld 

bring into existence a wholly new type of agency, the regional alliances, with sweeping 

regulatory powers and would do so in the space of less than two years. Quite apart 

from the huge administrative task this represents, the successful operation of these 

alliances hinges on the successful execution of diffkult technical tasks, such as risk 

rating, that have never been carried out in practice before and whose feasibility remains 

in doubt, even among experts sympathetic to an employer mandate. 

Under some circumstances, such enormous change is possible. The mobilization 

for World War II involved direct control of most of the U.S. domestic economy and the 

creation of countless agencies with new and untried powers. The exigencies of war 

~020 
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elicited enough cooperation and tolerance for mistakes to make that episode the most 

·glorious triumph of government policy in U.S. history. 

The practical question facing Congress involves how much cl~ange to ask the 

American people to embrace during a peacetime of rela!ive prosperity and how fast to 

ask them to accept it. In maki:r.g this decision. Congress and the administration that will 

have to administer the new legislation will not be able to draw on the good wilt, 

patriotic fervor, and sense of shared sacrifice that united the nation after Pearl Harbor. 

They will not even be able to count on the toleration of experimentation born of 

economic: desperation that smoothed the way for the untried and often unsuccessful 

innovations of the New Deal. They wiil confront a public suspicious of government and 

elected officials, that is mostly satisfied with the access to health i::are it now enjoys but 

is worried about losing it, and thaL is bombarded by information and disinformation 

provided by groups with enormous economic stakes and not all of whom hold truth in 

. -----------~ ... , 

high regard. Against this background, I believe that the plan advanced by President ,i 

Clinton asks more of the political system than it can or will deliver. 

The mystery that will riot be settled until late next year is whether the ad-

ministration can keep alive in the public the recognition that reform is imperative and 

that its plan contains many good ideas that should survive in any compromise plan. 

Can those committed to reform prove sufficiently flexible to start down a road to reform 

the end of which cannot be seen and that will not be reached within the political lives 

of most of those asked to begin the journey? 

I 
I 
I ___ ) 
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Reform of health care financing will not be achieved by one grand new law 

enacted in 1994. It will emerge from a successicn of laws enacted over many years. The 

current debate is vitally important, however, because it vvill determine whether the 

process of reform begins in 1994 or is delayed indefinitely. 

1 have argued that no proposal now on the table is likely to win majority support 

in both houses of Congress. A compromis~ can be fashioned from these proposals that 

will initiate a process leading eventually to universal coverage and the creation of 

institutions capable of controlling growth of he2lth care spending. Because the proposals 

of neither the left nor the right have much potential for adding to their bases of support, 

a suc:cessful compromise must be fashioned principally of elements drawn from the 

centrist proposals of President Clinton and Senator Chafee. Particular elements of other 

proposals may be included if support from the left or right hinges on these provisions. 

The Clinton and Chafee proposals ha\'e important elemer.ts in common. Both call 

for malpractice reform and for limitations on underwriting practices of insurance 

companies. Both include an individual mandate to buy insurance although the mandate 

is quite limited in the President's plan. Both call for the creation of regional health 

alliances although the powers accorded the alliances differ radically between the two 

plans. Both call for subsidies to help low"income households buy insurance. Both 

embrace the principle of managed competition. Both advocate large cuts in payments 

to medicare and medicaid providers. Most importantly, both contain unequivocal 

commitments to m1iversal coverage. 
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Building a compromise on these common elements acceptable to a majority of 

both houses of Congress will be technically and politically difficult and may prove 

impossible. The principle value of such a compromise will lie in its capacity to serve as 

the seed from which real reform can grow. 

The vital core of this compromise is the creation of regional health alliances. The 

immense diversity of delivery systems and insurance arrangements in the United States 

will require some variation in administration. The painful choices that effective cost 

control inevitably will force 011 system administrators means that these difficult choices 

must be made by political entities dose to each community. While regional health 

alliances fully empowered to administer universal coverage and cost controls are 

unlikely to emerge from Congress in 1994, creation of regional alliances that could 

evolve through later legislation to assume such respo::tsibilities would represent a 

historic achievement. 

~023 
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About Catalyst 
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i 
I 
i 

i 
i 

Catalyst works with business and the professions to effect change for wamen-through 
I 

l'esearch, tU!vi.sory services and communication. : 
I 

\ 

An independent not-for-profit organization founded in 1962, Catalyst has a dt*1I miss.ion-to 
enable women in business and the professioM to ~1chleve their maximum poten~aJ and to help 
employers capiulize on the talents of their female employees. Under the direqlon of its new 
presicienr., Sheila W. Wellington, and with guid3nce from a board of corporate ~d prnfessiouul 
leaders, Catalyst's pragmatic and solutions-oriented approach has earned the I confidence of 
business 1et\dcrs, who know they cau counl on Catalyst to l\elp them acutress women's 
workplace issues and develop cost·effcctive responses. Following are highligh~ of Catalyst's 
.v10~1 i;UUS aoo services. I 

I 
Keseareh and Advisory Senices 

i 

Catalyst's research includes both published studies that are national in scoP.! and internal 
01garuzatlon:il assessments conducted on a pcoprit't:ary b~is for corporations 4o profe~iuiJ'*1 
firms. Catalyst's research and advisory services staff analyzes workplac~ barriers and 
opportunities for women and helps companle!i am.1 p1uf~ss!onal tlnns aeve,op success.tu! 
strategies to retain, develop and advance womtn. [ 

\ 

Recently completed research includes a census and study of women's repr~sentation and 
contributions to corporate boards and a report commissioned by the U.S. Qepartrnent of 
LabOr's Glass Ceiling Commission on successful corri0ra.Tt': inirfatives for b1e~ns the glass 
ceiling for minorities and women. Currently under way are a study of corpqrate women's 
groups as organi1.ation~l change agenii;, a nudy of the opportunities Q.nd barricrs!to succe~ fur 
women in sales, a step-by-step examination of the process needed to successt~ly implement 
flexible work policies in corporations and prnfesslouul firms, ano a stuay Of 

1
the impacc Of 

racial/ethnic status on barriers and opportunities for women in corporate manageient. 

Along with providing largewscale internal company assessments, research and ~dvisory staff 
can provide CataJyst contributing companies with a range of shon-term assi~ce, including 
advice on human resources p0licy changes. coaching on how to P.!:t11blish a mentCfins program, 
corporate women's group and other practices of importance to companies ~nd to female 
employees. and "hP.1:t practice~" information on such issues us work/life supp()rts, women's 
leade.rship development, sexual harassment and managing diversity. ! 

I 
'1 

Information Center , 
! 

Catalyst's ln!onnation Center specialists regularly screen hundreds of business p¥lkations for 
data on emerging work force issues and provide guidance and information to con~ibutors and 

I 
I 
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the media.. Corstafoing hundreds of pedodicals, thousauds of topically filed article$, boo and facr.. shlw, 
the Information Center represents a vast resource on women's workplace. issues. It is av 'lable to catfysr 
corporate com:rtDutors ana rne meClia. 1 

. C()rporate Board Placement t 
I 

Increasingly, business leaders are seeking women to join their boards of directors. Sine :1977, Catal st's 
Corporate Botil'd Placement, a confidential, individuafaed ~ervke, has: helped ove '100 compa ie.s 
identify and recruit carefully selected women to serve on their boards. 

The Catalyst Award 

The Catalyst Award is presented each March to three corporations or professional fU'ms that demons 
outstanding achievement in promoting women's career and leadership development. e 1994 Ca 
Award winners are Bank. of Montreal, McDonald's Corporation and Pitney Bowes Inc. 

Publications 

i 
I 

1 

ate 
yst 

Catalyst publications give comptulies the facts needed to respond to the challenges of changing 4nrk 
force. The organlzation's monthly newsletter, Perspective, repo11.s on issues affec ·:ng women ~nd 
busiuess. ::is w~H as curnmt research flnd!ngs, model corporate pm grams ancJ fHun i>tt:ps I fo.r 
policymakers. Practical guides, research reports and two-page lnfoBri.efs help emplo . s address rch 
issues as women's leadership development, flexibility and work/life balance. 

Media Outreach 

Catalyst has a strong relationship with the media, which relks on the organization's bal ced perspe;l ·ve 
and jts Information Center for the most up-to-date facts and statbtics. Each year, C taly!lt's rese ch 
findings are cited in over 500 publications, and its issue ~cialists featured o!'l major b siness and n ws 
broadcasts. · . 

i 
1 

Speakers and Conferences 1 

Catalyst staff specialists annually deliver over 50 presentatfons to professionw organiza ons, compales, 
universities: and wom~n's frnup~, C:irnlyst ~lso r.omm1mit.MP.'l rP.~P.arr:h fini1;nei:. r ,rough r~2i~nal 
conferences cosponsored by major corporarions. Recent conferences focused on wor lace flexibility, 
&tratesiee to recruit and retain femole engineers nnd g!nss ceiling is:;ues. 

For more information, contact: 

Catalyst, 250 Park Avenue South. New York, NY 10003-1459. (212) 77i-8900; FA-'' (21 ) 477-4252. 

I 

i 
I 
i 
i -------------------··------------- ·-----·------·-·-- ---·· ~ ---------------··- ----- ··--------- -- ----- ···--- ----· ,- --- -----·-----+--·· 
t 

Catalyst is supported by a natjonwid:: conso1tiuw of co1poia1e aud pllilantl1rnpiG fun rs. Anaual ~a.'\· 
deductible contributions of $5,000 or more provide contribut1~rs with access to the s· ·ices descrir· ed 
above. 

' 1 
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I 
I 
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CATALYST AWARDS DINNER Jc'ACT SHEET 

Date: Wednesday, March 23, 1994 

Place: The Waldorf-Astoria Hotel, New York City 

Time= 6:00 p.m. to approximately 9:30 p.rn. 

• The Catalyst Award is presented each year to three leading corpo ·. tions an 
professional firms who have implemented exemplary initiatives to re ruit, reta · 
and advance women. Previous n ward winners include: Americ · Airline , 
Arthur Andersen, Con Edison, Continental Insurance, Hew lett-P ckard an 
Motorola. 

• The Catalyst Awards Dinner is one of the most prestigious corpora · events · 
the nation, drawing close to 1,000 guests, including Fortune and 'rvice 5 
CEOs. senior human resources executives. academic leaders and ·reemine 
women in corporate and professional life. · 

• The goals of the Dinner are two-fold: to provide corporate A 
model strategies for tapping the talents of female employees and to 
fQr the pursuit of Catalyst's mission. 

•.This year our Dinner chainnan is Gary Tooker, Vice Chairman .and Chi 
Executive Officer, of Motorola. Motorola's progressive policies are ell kno 
iri the corporate community, as exemplified by their winning the 199 Secre 
of Labor's Opportunity 2000 A ward and the 1988 Malcolm Baldrid e Nation 
Quality A ward. 

• Previous Dinner c.hainncm hav~ im.;luded Robe.rt Allen of AT&T, ohn Ake 
of IBM, Richard Morrow of Amoco and John Bryan of Sara L 'e, who i 
currently chainnan of Catalyst's Board of Directors. 



• 

MAR 21 ''34 14=16 CATALYST F'. 3 i i. 
250 Park Avar.ue SoJth 
New Yori<, NY 10003- 1160 
TEL. (212) 777-8900 

Worl<ing wiih business I 
to effect change tor wo en · throug'l r&s~a1ct1. 
advisor-y servic€:s <:nd c mmunication. I FAX (212) 477-4252 

News Release 
.RclC&liCDa~: Embargoed for January 11, 1994 

Cantact: Jamie Parilla/Charlotte Weber, Public Rela ons 

LIFE GETS BETTER FOR WOMEN AT WORK 
THREE COMPANIES WIN 1994 CATALYST AWARD 

January J 1, 1994 ·-Bank of Montreal, McDonald's Corporation and Pitney Bowes 

I 
I 

~c. have wor 
the 1994 Catalyst Award for their bold new initiatives to shatter the glass ceiling. Catalyst, th 

not-for-profit organization that works with business and the professions to eff e t change f 

women, has helped spur the most significant labor market development of t 

decades: the dramatic increase in the number of working women. Since 1987, co panies hav 

vled for the prestigious Catalysr. Award, which annually honors American business 

innovative efforts to advance women. 

Baak of Montreal, the first non-U.S. based company to win the award, e sures 

opportunity for women and minorities and has achieved impressive results: wome represente 

54 percent of executive level promotions in 1993, up dramatically from 29 perce tin 1991. 

300 percent increase in female ownership of McDonald's franchises during the p st five year 
reflects the leading fast~food restaurant's outstanding commitment to wom n's progre1 

Finally. Pitne)' Bowes' comprehensive diversity plan for each of irs ten b siness unir 
formalizes the company's long-standing culture of fairness and equality. 

"Women today are better educated and better trained than ever before. They a e filling th 

management pipelines," said Catalyst President Sheila Wellington. •ey investing i women, thi 

--mGre--
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v11se· 1wo--1994 Catalyst Awards 

year's winning companies roster leadership by the most able and promote their 

vJabillty." 

P.4 

\ 
I 
i 
I 
j 

I 
\ 

uture econo~ic 
I 
i 
I 

Through its research and advjsory efforts, Catalyst continually learns abo ·and moni or~ 

company programs and policies; those nominated for the C1talyst Award ar .· benchmar ed 

against the organi~ation's comprehensive database and undergo rigorous scruti y. Member~ of 

the Awards Committee carefully evaluate nominations on the followjng crite ia: originat(ty, 

accountability, replicabilit-y, measurable results, top-down support, perccnta of womenl in 

senior management, communication of and rationale for the program an a support ve 

environment Catalyst conducts intensive, on-site audits at finalist companies i 

the programs• effectiveness. Evaluations include interviews and focus groups 

management. high-level women, human resources professionals and employees at arious lev s. 

•The Catalyst Award competition prompts genuine progress. busin ss 

I 
community about model initiatives to develop women's potential; said Wellin 1 

! 

Bank of Montreal, McDonald's Corporation and Pitney Bowes lne. will be hon ied for th1ir 

winning programs at a dinner to be held on March 23, J 994 at the Waldorf-Astori jn New Yotk 

City. Gary L. Tooker, Vice Chairman and Chief Executive Officer of Motorol ·will serve ~s 

chairman and host of the dinner; Evelyn Lauder, Senior Corporate Vice Pres .cnt of Estte 

Lauder Companies, will present the awards. F. Anthony Comper, President and : 00 of Ba4k 

of Montreal; Michael R. Quinlan, Chairman and CEO of the McDonald's Cor oration; a,d 

George B. Harvey, Chairman and President of Pitney Bowes Inc., will accept .c awards ~D 

behalf of their companies. Representatives from each winning company will outline thetr 

programs earUer on the afternoon of March 23 at a Catalyst-sponsored researc conf ercnce 

--more--
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page three - 1994 Catalyst Awards 

ABOUT THE WINNERS 

A fully integrated approach to cultural change, Bank. of Montreal's rk 1 i 
initiative was implemented to address the barriers to women's advanc.l'lmenr .· A task ro ce 
researched and dispelled beliefs commonly held by employees about women's l ck or progr '5S. 

The newlycrcatcd Workplace Equality division monitors a busine~!I ril~n rhat .in ludes eoals for 
all managers on hiring, retaining and advancing women and minorities. Qua terly track ng 
of progress is undertaken through a variety of channels. including employ~r. fee bac.k compi ed 
in a report to the chief operating officer. Some of the programs that Work .lace Equal ty 
monitors for the entire bank include work/life initiatives. a !lle!'ie~ of ge .er awaren ss 
workshops for executive and senior management. revision of all training nd educat n 
programs to include di~ersity perspectives. and a natinna.1 career information netwo1k. he 
success of the initiative is borne out by statistics: between October 1991 and October 1 3, 
women's representation at the executive level hu. increased from nine to 13 pe 'ent; in sen or 
management, from 13 to J7 percent~ and in middle management, from 34 to 3 percent. 

A key component of the McDonald's Corporatlon'a rtner hi w· h W m is its Wom n 
Operators• Network (WON). Dedicated tr. the e:ic.pansion of entrepreneurial op ortunitics or 
women throughout tbe McDonald's franchise system, WON has the full support o 'the cha.irm n 
and senior ananageinent. The netwnrk nfrers women participation in the corpor :ion's busin ss 
plan. with its management liaison reporting directly to the top officers of the ompany. n 
important element of the network is the Spouse Certification Program, which of er3 the :1po c 
of an existing owner/operator who is already aeth·e in running a restauran ·the traini, g 
ncccssar-y to gain his or her nwn owner/operator statu!f. Throush the partner3hi • McDona14•s 
has produced a 300 percent increase in female franchise owners during the p !:it five yea1s; 
their stores are prnduc:ing some of the top level fin.incfo.I reward3 in the :sy~tc ; women a c 

1 gaining recognition for operational excellence; and contributions made by wome operators a c 
CCC08Dizcd by hnsinl!:H 91ld communjty organiution;;. , ' 

In Augu~t IQ9?, Chairmanassd President Gecrge Han~y initiated the dcvclopm~ of au overjll 
Stretcgjc Diversity Plan at Pitney Bowes Inc. A task force drafted a diversity vi 'on stateme t 
and creAted a strategic plan that funotfons n:i a model for each of the company ·.ten buliinc s 
units. The various units• individual plans jncorporate such actions as mentori g, prepari g 
competency models for management positions, strengthening the cuipluyce ca ecr planni g 
process. conducting and analyzing exit interviews. and including a diversity omponent n 
orientation and manager training. J:ach unit's progn::>:> in c~nying out its diver ity strategi s 
is measured monthly; the bonus of each business unit head will be affected by t e unit's yea • 
end diversity results rating. Through varlous communk1ttion channels. lncludin an emptoy~e 
publication and a corporate video, employees are kept apprised of tile goals of the Strategic 
Pl::in. l 

For more information on the winning companies. please contact: 

Bank of Molltrcal; Lynne: Kilpatrlck. Manager, Media Kelations (416) 867-7662 

McDooald•s Corpor.UJoa: Terri Capatosto, Director, Medja Relations (708} S75-6 09 

Pltaey Bowes Inc.: Sheryl Battles, Director. Corporate Communications (203) 35 -6808 

\ 

i 
I 
l 
l 
\ 
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BANK 

OF MONTREAL 

Workplace Equality 

lnitiativeJ 

In sheer nwnbers, women dominate the banking industry -
except when it comes to the senior management and execu­
tive ranks. Here rhey represent a very clear minorily. This 
situation is no longer acceplablt!. at Bank of Monrreal, a 
Canadian-based leader in financial services. which has made 

the advancement ()f women~ major business priority. It~ 
recem initiatives to promoce women and to develop H 

diverse work fore.~. within an equitable workplace have 
earned it the distinction of being the first non-U.S. based 
company ever to win The Catalyst Award. 

In January 1991. the president and chief operatin~ officer ~ponsored an c:mpl 

P.E. 

Force on the Advancement of Women in the Bank. The task force's groundbr ·king report, 
issued to all employees in December 1991. provided facts from Che human re urces da!a­
bank to prove that by all the important yardsticks - including education, kn ti of service, 
dedication ttnd job pcrfonnance - women in the bank equaled or suroassed t ir male col· 
leagues. It also identified the main bame~ to women's advam:~rnenc ana set 
('lhlM m ~mtwr rhr,m Jr ~rAm~ rh~ hunk'' hlueprinr for a.:hievin£' equaiit}. · 
lyst for subsequent task forces air.led at achieving diversity in tht workplace. 

The Task Force on the Advancement of Women called for the cree.:ion of an 
n\ent, Workplace Equsliry, responsible for i!nplememinii its recnmm~r.datir.m 
c:nsuring a fully inttlgrat~d approat:h to cultural change within the bank. Some 
national initiativer. that the Workplace Eq11ality ta:am ovtrste~ inclode ge11der 
workshops for executives and senior managers, worki1ife prognu~s (norabl}' c 1pioyce­
initiutcd flexible work urro.ng~ment!;, child enre o.nd elder co.te). rev::;ion of :111 policies ~nd 
training programs to support and reflect diversity and eq1.1ality, a national car r inforrr,a­
eion ~twork and an CJ;c,utivc Advisor progn~m. 

Wu1kµJa1,;e Ei.juoilhy abv rnv11i~v1~ die cu111ual uu:!.iuc~s plan p10ccss., i11 whkh 11 m.:uH1gcr5 
set individual goals for hirins. retaining and advancing women and minoririe~ and the per­
fumumce review prucess, whh:h ensures occounLabiliLy. P11Jgu:~:o;~ i:-; ua1.J.~u ti u5!1 i1 v111i­

ety of channels, including 10 divisional advisory councils that assess the effec ·venes:; of 
rhe inlrialives at rhe grassroms level. It ls then summarii.~c.1 in a quancrly rc1l<i L to the pres­
ident and other key executives, and 1111 i:mploy~es a.re kepr fully iuformed rhr gh mile­
stone reports. 

Hank ot Montrears initiatives ha\'e been recogmi.cd as some of Lhe most <:om renensive 
and visible attempts to promote womcm ever undertaken by a Canadian organi ation. AnJ 
so far, results have been impressive. Bc:tw~cn October 1991 and October 199~ the per­
centage of women who have been promoted into the executive ranks inc.rea;e from 29 to 
54 ~rcent, promotions inW senior management from 20 to 38 percent and pr otions into 
middle managemem from 43 to 57 percem. 
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PITNEY BOWf:~ INC. 

Strategic Diversity Plan 

Pitney Bowes is a highly decentralized company. compris­
ing 10 diverse units that proauce office equipmem or pro­
vide compillli~~ with business services. In August 1992, 
Chairman and President Ueorge Harvey initi11lt!d a process 
to solidify Pitney Bowes' longstanding commitment LO valu· 
1ng a divc:ri~ work torce. A task force was formed to draft a 
cJiver~ity vision statement and create a str&legic plan that 
would serve as a model for each bu~iness unit. 

The 24 members of the task force were diverse nor only in tenns of division, job function 
and levi:l, but also in terms of race, age, religion, gender, culrural back~und and sexual 
oriemation. Representatives from the Minorities and Women's Resource Groups were 
included to ensure the represenu1.tion of their respective issues ir. the strategic plan_ 

The task force's r.trategy served as a foundation from which each business unil wrote indi­
vidualized plans that incorporate s1.1ch actions as mentoring, rotatioaal and s~cia! assign­
ments. preparin.e; competency models for management positions. suenerh~nine rhl": r"m11lny­

et career planning pro.::es~, conducting and analyzing exit interviews, 1md including a 
diversiry ccmponem in orienta:ior. and m1'1n::tet'.r rr11inine While che focm o:' th~~c plan> i• 

on women and Olher diverse groups, tht overall Strat~gii; Diversity Plan affirms a cornrnit­
;'!'!eCJt to create a Cl.l.ltur~ that foster-: rhr .11•.vi;o,lnpmeont and t1pward mt>bility of ;'Ill Pttnt-y 
Bowes employees. 

Each business unii's progrtss in carrying out its diversity str11.tt·.gies is rr.easured in monthly 
me~rinf~ wirh the chairrr:an and all businest. unit. h.-sad;;. Pitney Bowes' c.:immitmcr.t w 
div:rsity as a comperir.in: imperative is evidenced by the fact that the bor.us of each busi·­
neoss unit head will be affected by the unit's year-end di .. ·cr~ity results ~ating. 

P:trt of the succ@i;~: of the di••er:>ity ~trutcgy is opc11 communic~tion. :CmpJ..:1yee~ h11~1: u.::::11 
kept apprised of the goals of the Diversity Task Force and the Strategic Plan through rhe. 
employee public1,1tion, Ourk>ok, and A corporate video, din:r~i1y lrn~ ul:;:.; i.Jcen a subj::.ct of 

communications meetings in each division. 

By implementing the Srrategic Diversity Plan, Pitnl!y Bowef has strongly affirrm:d th:u 
d.:vdoping ~nd maimainiug "Jivc:1:.c: wurk force is ar. essemlaJ bu:>int.ss pr~ctice. And its 
success is evident: the number of women in manag~inent has increased steadily over the 
past scveial yc;1a1~; w1j111cn now represent 16 percent of i!ll business unir heads, v1c;e presi­
d~nts, executive directors and directors. 

----------------------------·-------... 
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McDONALD'S 

CORPORATION 

McDonald's 

Partnt:rship with 

Women 

McDnMlrl'<> Corporation's "Pannership with Women" 
encourages and recognizes the contributions that wumen 
hring to all facets: of the business. McDoaold'~ com:nitmcnc 

to developing a.nd enhanci11g long-term business relation­
s:hip, with women is panicularly cxcmplifkd by its unique 

partnership with its Women Operators' Network (WON). 
The coinpany b~Iicvcs its work for'c and it~ f1il11d1isc 
owner/optm~tors should rr:f!ect the diversity of the commu­
nities in which McD<.mAld' s doc~ !Ju~im::;:;, 

WON shares th1: values of the i.;urpurmiun and Is dedicate:~ to the expansion of entreprc· 
neurial opponunities for women throughout the McDonald's franchise system. WON has 
th~ full suppoit of lh.: r..:h<linmm and senior manai:ement. The group's mamgement liaison 
reporcs directly m the top officers of the company and provides the group with a communi­
r..:~Lion link to management. · 

A key element or the network 1s the .Spouse Certificacion Program, which offers spouses of 
existing owner/operators the training necessary to gain :heir own legal owner/operlltor sta­
tu~. WON's leaaersh1p works with regional rnanagers ro identify women who are eligible 
for Spouse Cenitication. WON membtn; also serve as mentors who provide extensive sup­
pOrt to program participants and all McDonaJd'.s employee networks. Through the partner· 
ship, McDonald's has reali2ed a 300 percent increase in female franchise owners during 
the past five years. And today, McDonald's has the highest number of female and minori­
ty~owned franchises iri the fa.it-food restaurant industry. 

Along with increasing the number of fomale owner/operators. WON has heightened awar~­
ne~s of women's roles and contributions to the McDonald's Corporation. Through the net­
w6rk's efforts, \\Omen are being recognized for both operational l':xr:P.lll'!nl'.'.f'. 11nd communi­
ty business achievements at national conventions and award programs. 

The Womeo Operators' Network is an imponant pan of McDonald's total quality manage­
ment philosophy, By providin.e a forum for the exch11nge of info:mation and ideQs on !:uch 
topics as running a profitable business, improving customer satisfiu::tion. enhancing com­
munity relations and resolving prohlem~. ~nior executive=~ credit WON ~s their mo5t :;'1c­
cessful eK.ample of their total quality management. 

WON also serves as a model for other ne[works within McDonald's: for example. 
WON wnrh ~losely with the McDonald'!; co:potnte women's group, the Womcu':s 
Leadership Network. 
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The Catalyst Award 

The search for this year's Catalyst Aw;.ird winn~rs be£an in 
Mny 1993, when Cataly~t ~em nomif1ation materials to 
l ,300 public and private cor.ipanies a.nd profe~sior.al firms. 
lnte1c:m:d org1mi2.,,tiom; no1nin:ued their initi:HivP-~. which 
were evaluated on the following criteria: originality, 
ill;countability, rcplicability, 5enior manage.rn~nt !illppt'rl. 
the number of women in key positions, communication of 
Ll1t: p11J~:a1n, ratiom1lc:: for the progrwn, mea~..irable r~sul:s, 

and supportive: c:nvironm1mt After th~ finalises were cho· 
sen, member~ ufTlic: Cataly!\t Awlll'd ovuh.1.:doo committel:! 
'.>pent two day~ at each company cc:mdJcting an inte!i~h·e 
a1,1dil. Evall.:aticm tc:1:1111 1111::.1111.Jers h~ld int..-:.rvi(;w3 und ioc1,1;; 

P.'3 

group$ with senior manai:ement, high-level women, human n:sour es execuli\'es 
groups of employees at viiriou~ k:vi;b, thus allowing 1hcm to gtiug c:ach progr 'so effo('­
tivencss. Ir. November 1993, the commitree examined and evah.:ar d !he merits o each 
finalist and :>elected the winners. 

The Cat:Alyst A.ward was atmgned and made by Bc.:s11.m 1,;c1umic a1 ur Kuthi Tigh ', rhc 
piece is hand-carved. fired aT!d git.i.zed by airbrush, in (1 1ech11ique ·11011m a.~ Rak • an 
ancient Japanese art form of porrery. tach piece is unique. 

Thi! upward band of whire agaimr a l>lue back.ground iJ rhe arr far ·· ~ym/Jvlir.. rep e.ii:ma· 

lion of women's advancr:,ment in business. 

Kathi Tighe's work is shown in gcilleries across rhe .:ountry and r rt.'Sented in ivate col· 
lecriom; around the wurld. 



@MOIOROLA 

GARY L. TOOKER 
Vice Chairman and Chief Executive Officer 

Gary L. Tooke.c joined Motorola, Inc.'s Semiconductor Divisior, in 1 62. Since I 
t.liat time, he has held a series of increa!.ingly responsible positi0ns in ma eting, ! 
product and operations management and corporate m.anageme!"l.t. He wa director i 
of products operat1ons-·MOS in 1974, and in 1975 he was named director o I 
operations for discrete semiconductor products. La~er that y~ar he ·~·a$ p1· oted to I 
corporate vice president and general manager of the Discrete Semiconduc r 1 

Division of the newly cre~tcd. Semiconductor Group. ! 
I 

I In 197Y Tooker was named to head the group's Di~rete Electronic 
Components Divisions and Materials. The following year hi:i became vice : resident I 
and general manager of the group's Intftrnational SemiconriLlctor Divisio and, in ! 
1961, became genera.! manat;er 0f the Semiconductor P:oducts Sector. In 'cember j 
1982 he was elected a jenior vice president by the company's Board of Dire tors and I 
became an. executive vice president in r'ebruary 1984. He was .elected sen! · i 

executive vice president and chief corporate staff officer in July 1986 and a. ;·rector of II 

Motorola in August 1986. He became chief operating officd in 1988 and p . sident in . 
1990. He wa~ ele(ted vice chairman and chief executive officr.r in 1993. 

Tooker is a director of the Pacific Basin Economic Council and serv 
chairman of its U.S. Member Committee. He is a director of th!! National 
of Business and serves as co-chair of its Education Committee. He is on th board of 
director.:1 of Eaton Corp. He is a director of Junior Achievemertt of Chi,ago and i.s i 
active in the Chicago United Way. He serves on Arizona State Universi s Alumni I 
Association and Foundation boards, and is a membe!' ot the EcoT'.ornic Clu :of I 
Chicago and the Electrical Manufacturers Club. 

I Ile has served as chA.i.rman of the Board of Directon oi the Americ.a 
Electronic Association and was a member of the Executive C.>rnmittee. He is also 
former chairman of the Semiconductor Industry Assodaticn.. He also has een a 
director of the Arizona Association of Industries and the Scottsdale Boys C b. He 
has been a member of the Advisory Council on Engineering at Arizona St e 
University and the Phoenix 40. 

looke1· is a graduate of Arizona State University, where he received 
bachelor's degree in electrical engineering and did postgraduate studies in usiness 
administratioTI. In 1983 he received. the Distinguished Alumnus Award fr m 
Ari%ona State Univenity. 

3/94 

Corporate Offices 
1:1oa ;:, Alg0~1..ur. rl04d, SChfl~mci~rs. !L 6C196-1C65 • (706j ~715·5000 
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SAHA LEl CORP<,ltA'fJON 

JOHN H. BRYAN 

John H. Bryan ls chairman of the board of directors and chlef ex&(;utive officer f 
Sara Lee Corporation. 

Mr. Bryan beQan his business career In 1960 with the tamily owned and opera 
Bryan Foods Tn West Point, Mississippi. In HIGO, Dryan Fooda was· sold to 
Consollclatoct Foods Corporation of Chicago. Mr. Bryan became ex9CtJtive vi 
president and a director of Consolidated Food6 Corporation in 1974. That sa 
he was elacted preSident and the following year was named chief executive o 
He was elecied chairman of the board In 1S7e. Nine years later, In 1905, r 
Consolidated Foods changed its name to Sara Lee Corporation. 

Mr. Bryan Is a member of the bOard of directors of Amoco Corporation, of First icago 
COrpo!alior"I and ira subsidiary, the First National Bank ct Chicago, and of Oen ral 
MotorS CorporatiOn. He Is tha past chairman and a member of the board of dlr etors of 
Grocery Manufacturers uf America, Inc.; a merroer of the eusiness Counci1i a ember 
of the policy committee of the Business Roundtable; a trustee of the Committ~ r 
Economic Oeveloprnent; a member uf t11e Trustees' Council of the National Ga ery of 
Art. Washington, D.C., and a director and past national chairman of the Busine s 
Canunltlee for iha Arbs. Mr. Bryan also bi chairman of Catalyst, the national 
organization vmlch workS wilh business to effect change for women. In additio , he ls 
a ruember of the Bo~rd ot Governocs of ma National Women's Economic Allia . . 

Active In a variety of organizations In the Chicago area, Mr, Bryan is vice pres~ nt of 
the board of trustees and treasurer of The Art Institute of Chicago. He also is a ustee 
of the University of Chicago; a. trustee and a vtoe chairman of Aust1·Prel:ibytarta St. 
Luke's Medical Center: chairman of the Business Advisory Council ol the Chi o 
Urban League: and chairman of the Chicago Committee of th1:1 Cr1iGago Coun on 
Foreign Relations and vice chairman of me Council's board. He is a member o .the 
Commeretal Club ano or the Economic Club ot Chicago. 

Mr. Bryan's awards include France·s Chevalier de la Legion d'Honneur; Holla 's 
Owrder of Orange Nassau conferred by Queen Beatrix; the Nadonal Humanita an 
Award of tne National conference of Ctvlstians and Jews; and the Wlmam H. er~ 
Award given by the Food Marketing lnstttute. He i'.:ISO received the Man of the ear 
Award from the Harvard Business School Club ot Chieago. was named the 
1992 Execu~ve of the Vear by Crain's Chicaao Business, and is a laureate of e 
Junior Achievement Chicago susiness Hall at rame and the MiSSISSippi Busin ss Hall 
of Fame. Mr. Bryan has been awarded the Order of Lincoln Medallion, the stat of 
Ulinols' highest honor tor indivlduaJ achievement 

A native of Mtsslss1ppi, Mr. 6ryan 1s'a graduate 01 AhOdes College, Memphis, 
he received a bachelor of arts degree In economics and busine$s admlnlstrati 

Sara Lee Corporation Is a global packaged food and consumer products com 
wltt'I annual sales of $14.6 bimon. . 

### 
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250 Park Avenue Soulh 
New York. NY 10003°1459 
TEL (212) n7-8900 
FAX (212) 477-4252 

Working >Nilh bu$inBS$ 

to effect chetnge for wo 

advisory services ar.d 

SHEILA W. WELLINGTON 
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Copyright 1994 Chicago Tribune Company 

Chicago Tribune 

February 6, 1994 Sunday, FINAL EDIDON 

SECDON: WOMANEWS; Pg. 2; ZONE: CN; News in brief. National. 

LENGTH: 93 words 

BODY: Model companies: Catalyst, a New York organization dedicated to 
women in business, is giving the 1994 Catalyst Awar.d to the Bank of Montreal, 
McDonald's Corp. and Pitney Bowes Inc. for their commitment to improving business 
opportunities for women. 'The awards go to the companies, but their value extends 
beyond to corporate and professional America in honoring innovative, successful 
programs that can serve as models for other firms," says Sheila Wellington, president of 
Catalyst. The winners will be honored at a dinner March 23 in New York. 

lANGUAGE: ENGLISH 

WAD-DATE-MDC: February 7, 1994 



Copyright 1994 Southam Inc. 

The Gazette (Montreal) 

January 17, 1994, Monday, FINAL EDillON 

SECTION: WOMAN NEWS; Pg. C2 

LENG1H: 365 words 

HEADLINE: Bank equality programs gamer U.S. award 

BYLINE: CANADA NEWS WIRE 

DATELINE: NEW YORK 

BODY: The Bank of Montreal joins McDonald's Corporation and Pitney Bowes Inc. 
as winners of the 1994 Catalyst Award for their bold new initiatives to shatter the glass 
ceiling. Catalyst, the not-for-profit organization that works with business and the 
professions to effect change for women, has helped spur the most significant labor 
market development of the last three decades: the dramatic increase in the number of 
working women. Since 1987, companies have vied for the prestigious Catalyst Award, 
which annually honors American business for innovative efforts to advance women. 

Bank of Montreal is the first non-U.S. based company to win the award. Its 
equal-opportunity program for women and minorities has achieved impressive results: 
women represented 54 per cent of executive level promotions in 1993, up dramatically 
from 29 per cent in 1991. The bank's initiative, implemented to address the barriers to 
women's advancement, took the form of a Workplace Equality division to monitor a 
business plan that includes goals for all managers on hiring, retaining and advancing 
women and minorities. Some of the programs that Workplace Equality monitors for the 
entire bank include work/life initiatives, a series of gender-awareness workshops for 
executive and senior management, and a national career information network. Between 
October 1991 and October 1993, women's representation at the executive level has 
increased from 9 to 13 per cent; in senior management, from 13 to 17 per cent; and in 
middle management, from 34 to 39 per cent. 

A 300-per-cent increase in female ownership of McDonald's franchises during the past 
five years reflects the leading fast- food chain's outstanding commitment to women's 
progress. Finally, Pitney Bowes' comprehensive diversity plan for each of its 10 business 
units formalizes the company's long-standing culture of fairness and equality. 



"Women today are better educated and better trained than ever before. They are 
filling the management pipelines," said Catalyst President Sheila Wellington. "By 
investing in women, this year's winning companies foster leadership by the most able and 
promote their future economic viability." 

LANGUAGE: ENGLISH 

WAD-DATE-MDC: January 18, 1994 



Copyright 1994 Southam Inc. 

The Gazette (Montreal) 

January 7, 1994, Friday, FINAL EDffiON 

SECTION: BUSINESS; IN BRIEF; Pg. B4/BREAK 

LENGTH: 54 words 

HEADLINE: Bank honored for promotion policy 

DATELINE: TORONTO 

BODY: The Bank of Montreal has become the first company based outside the 
United States to win a highly regarded American award for promoting women's 
career and leadership development. 

Women represented 54 per cent of executive level promotions in 1993, up 
dramatically from 29 per cent in 1991, New York -based Catalyst said. 

lANGUAGE: ENGLISH 

WAD-DATE-MDC: January 8, 1994 
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The New York Times 

November 10, 1993, Wednesday, Late Edition - Final 

SECTION: Section D; Page 6; Column 4; Financial Desk 

LENGTH: 337 words 

HEADLINE: Women Hold 6.2% of Seats on Top Boards 

BYLINE: By SUSAN ANTILIA 

BODY: Women hold only 6.2 percent of the board seats in the 1,000 companies that 
make up the Fortune 500 and Fortune 500 Service companies lists, according to a study 
released yesterday. 

Of 11,715 directors' seats in the study, only 721 were filled by women, said Sheila 
Wellington, the president of Catalyst, the nonprofit women's organization that 
conducted the study. 'The selection process has to be examined, and the pool has to be 
broadened," she said. "Almost half these boards have no women on them." 

The breakdown of women on boards varied from industry to industry and region to 
region, Ms. Wellington said. The Northeast, for example, had the highest percentages of 
women, with 61 percent of corporations having at least one woman on their board. The 
South ranked lowest, with only 46.3 percent of companies having female representation 
on their boards. 

The nonservice industries with the highest feniale representations were soaps and 
cosmetics, jewelry and silverware, toys and sporting goods, and publishing. Ranking 
lowest was the mining industry, where only two of 13 companies had a woman on their 
board. 

Utility Industry 

The utility industry ranked highest among companies on the Service 500 list, while the 
transportation industry ranked lowest. 



Of the 500 women who filled the 721 board seats for an average of 1.4 seats per 
female director, 74 percent had children and 85 percent were currently or previously 
married. 

Of the 50 most profitable companies in the study, 41 had at least one female director, 
Ms. Wellington said. Each of the 10 most profitable had a woman on its board, she 
added. 

Asked if it might be an accident that the most profitable companies tended to have 
women on their boards, she said it was ''within the realm of possibility." 

But the companies that make it their business to get women on their boards may also 
be among those that are most open-minded, she noted. "That was not the focus of the 
study," she said, "but the findings did jump out at us." 

LANGUAGE: ENGLISH 

LOAD-DATE-MDC: November 10, 1993 



Copyright 1993 Plain Dealer Publishing Co. 

The Plain Dealer 

November 10, 1993 Wednesday, FINAL / ALL 

SECTION: BUSINESS; Pg. lG 

LENGTH: 256 words 

HEADLINE: TOPS IN FORTUNE 1,000 INCLUDE WOMEN ON BOARDS 

BYLINE: BLOOMBERG BUSINESS NEWS 

BODY: What do more than three-quarters of the 50 most profitable Fortune 1,000 
companies have in common? They have women on their boards. 

What makes that noteworthy is that less than half of all 1,000 companies have women 
on the board, according to Catalyst, a non-profit research and consulting group. 

"We can't say that putting women on the board will bring you more profits," said 
Sheila Wellington, Catalyst president. "But all our research demonstrates that when you 
join veteran leaders with people who bring fresh perspective and real corporate 
experience, you reach better decisions. And that impacts the bottom line." 

But while the number of women board members is growing - up 6% in the last year, 
to 500 women holding 721 seats - they're still a tiny minority. Women represent just 
6.2% of all the board seats on Fortune 1,000 companies. 

The group also asked a sample of 46 chief executives about women board members. 
More than a third of them said women are unqualified for board service, and even more 
said they fear female directors will have a "women's issues agenda." 

More than 20 of the men said there are fewer than 250 women in the country capable 
of serving on a corporate board. 

If some shareholders get their way, change will come. Large institutional investors like 
Connecticut's state pension fund, New York City's pension fund, and the Teachers 
Insurance and Annuity Association-College Retirement Equity Fund now ask the 
companies in which they own shares to include women on their boards. 

IANGUAGE: ENGLISH 



WAD-DATE-MDC: November 12, 1993 



Copyright 1993 The San Diego Union-Tribune 

The San Diego Union-Tribune 

August 7, 1993, Saturday 

SECTION: LIFESTYLE Ed. 1,2,3,4,5 Pg. E-3 

LENGTH: 480 words 

HEADLINE: Flexible hours meet resistance from bosses 

SERIES: FAMILY TIES 

BYLINE: MICHAEL WPEZ Albany Times Union 

BODY: More workers are negotiating flexible schedules to care for their families, but 
women -- who traditionally make these adjustments -- still find supervisors and 
colleagues resistant to such arrangements, a new survey of corporate America has found. 

Growing from pioneer beginnings just four years ago, flexible job arrangements are 
now formal policies among 61 percent of 70 major companies surveyed last year by 
Catalyst, a non-profit organization meant to encourage management roles for women. 

The New York -based Catalyst, funded by company contributions, recently reported 
the findings nationally. 

Job sharing, part-time hours and work-at-home arrangements were rare in 1989, but 
each of nearly half of the 70 companies said last year that at least 100 of their employees 
were using flexible arrangements. Three-quarters of the surveyed companies employed 
more than 10,000 people. 

Flexible schedules are ironed out mainly by women to care for their children, said 
Marcia Brumit Kropf, Catalyst's director of research. 

"For many men in our culture, if you're the primary breadwinner ... you don't feel 
like you can reduce your work hours and take a cut in pay," Brumit Kropf said. But, 
''women are still forced between two very difficult alternatives," she said. 



Brumit Kropf found a difference between perception and the reality of what happens 
when women call time out to care for their families. 

Twenty of 45 women in last year's survey said their peers were jealous of their 
part-time arrangements. Brumit Kropf said the women felt their careers were slowed, 
but not derailed. More than half the 45 women were promoted while working flexible 
schedules and 14 returned to work full-time. 

Job sharing, part-time arrangements and leaves can allow companies to keep 
experienced employees whose lives change, by caring for elderly parents or children, for 
instance, said Joanne Gage, spokeswoman for the Golub Corp., Schenectady, N.Y.-based 
owner of the Price Chopper supermarket chain. 

"We get the benefit of their expertise and they get the flexibility they need during that 
time," Gage said. "Rather than turning people over and training, which is very expensive, 
you're investing in people." 

LANGUAGE: ENGLISH 

LOAD-DATE-MDC: August 8, 1993 



Copyright 1993 Southam Inc. 

The Gazette (Montreal) 

August 2, 1993, Monday, FINAL EDffiON 

SECTION: WOMAN NEWS; FROM AROUND 1HE WORLD AND AROUND 1HE 
CORNER: INTERNATIONAL; Pg. Fl/BREAK 

LENGTH: 93 words 

HEADLINE: NEW HEAD OF U.S. BUSINESS GROUP 

DATELINE: NEW YORK 

BODY: Sheila Wellington, secretary of Yale University, is taking over as president of 
Catalyst, a New York non-profit research and advisory organization on women in 
business. "Catalyst has a national reputation, it is respected, it has access and it has 
clout," said Wellington. "What I would like to do is take those strengths and work with 
others who are involved in thinking about the changing nature of American corporate 
and professional life." Wellington is taking the helm from Felice Schwarz, founder and 
president of the 31-year-old organization. 

LANGUAGE: ENGLISH 

WAD-DATE-MDC: August 3, 1993 



Copyright 1993 Newsday, Inc. 

Newsday 

July 11, 1993, Sunday, NASSAU AND SUFFOLK EDmON 

SECTION: BUSINESS; Pg. 70 Other Edition: City Pg. 58 

LENGTH: 502 words 

HEADLINE: WORKBOOK 

BYLINE: Robin Schatz. Martha Guevara 

BODY: 

Economies of Child Care 

Corporate-sponsored child-care programs are surviving the economic slowdown 
because of strong support by employees, according to a study by Catalyst, a New York 
research and consulting group that promotes change in the business world to benefit 
women. 

Catalyst also found that, on the whole, these centers are of higher quality than 
day-care programs available in the general community. Not surprisingly, the best 
corporate child-care centers were those with the best paid staff. 

"If you pay a better salary, you get the more experienced, qualified teachers and they 
stay," said Catalyst research director Marcia Brumit Kropf. 

The study, conducted for the Pew Charitable Trusts to develop a model for quality 
corporate-sponsored child care, looked at 80 centers sponsored by 91 corporations and 
found that high staff turnover is one of the biggest problems facing most day-care 
centers. The average turnover rate runs about 25 percent a year, but at the 
corporate-sponsored centers, turnover averaged just 15 percent. 

But not all employer-sponsored day care is of the highest quality, particularly when the 
company isn't directly involved in running the center, Kropf said. - Robin Schatz 

Dealing With Diversity 



More employers are expressing concern about successfully managing America's 
increasingly diverse work force, but most companies still aren't doing much about it, 
according to two recent studies. 

In a survey of human resource executives by Olsten Corp., the Long Island-based 
temporary placement firm, half the respondents reported an increased need for 
education and training programs to manage a work force composed of growing numbers 
of women, minorities, elderly and the disabled, but only 27 percent had company-wide 
training programs in place. 

Meanwhile, authors of a study by the Society of Human Resource Management and 
Commerce Learning House Inc. concluded that there was "a disturbing level of 
intolerance and exclusionism as part of many organizations' cultures." - Robin Schatz 

One Exec to Another 

At New York's Plaza Hotel recently, 11 promising young women were honored by 
Clairol - and it wasn't for their hair color. 

The women were selected from among 3,000 applicants to participate in the 5-year-old 
Clairol Mentor Program to work closely with successful executive women in careers 
similar to their own. 

For instance, mentor Kerry Kennedy Cuomo, executive director of the Washington, 
D.C.-based Robert F. Kennedy Memorial Center for Human Rights, will be working with 
Elizabeth Retamozo. Like Cuomo, Retamozo works in public service: As the coordinator 
of educational opportunities for the Boys & Girls Clubs of Greater Fort Worth, Texas, 
she provides high school students with academic guidance and emotional support and 
helps them find financial aid. 

"It's invigorating to see someone with such determination," Cuomo said of Retamozo. 
'This woman is someone we are going to be hearing from." 

- Martha Guevara 

IANGUAGE: ENGLISH 



Copyright 1993 The New York Times Company 

The New York Times 

June 12, 1993, Saturday, Late Edition - Final 

SECilON: Section 1; Page 22; Column 1; Style Desk 

LENGTH: 314 words 

HEADLINE: CHRONICLE 

BYLINE: By NADINE BROZAN 

BODY: FELICE N. SCHWARTZ, who 31 years ago founded Catalyst, a national 
nonprofit organization that works to help women in business and professional life, will 
step down as its president next month. She will be succeeded by SHEILA W. 
WELLINGTON, the secretary of Yale University. 

"I am ready to move on to the next stage of my life," said Mrs. Schwartz, 68. "I want to 
have more leisure, to spend time with my five grandchildren and their parents, to get out 
from under the very tough job of running Catalyst. I am only now recognizing how 
exclusive my focus has been." 

Although she is leaving the organization, she will remain an advocate for women. 

"I have felt for almost a decade that law firms will be the fulcrum of change because 
the time line from entry into the profession to partnership is so short," she said. "We are 
now seeing huge numbers of women who have been in firms for the seven to eight yea.is 
it takes. The motivation for law firms to change is enormous, and I want to document 
those changes" by writing about them. 

Ms. Wellington, 61, who holds the third-highest position at Yale, said: ''This will be the 
first of my last three jobs in which I will not be the first woman. Now I am following a 
woman, and I am pleased about that." 

Among her goals at Catalyst, she said, "is strengthening collaboration between 
universities, foundations and other organizations, especially in research and in analyzing 
the implications of research and communication." At Yale, she was the liaison between 
the school and New Haven. 



Moving to New York will give her the chance to move in with her husband, Harry 
Wellington, the former dean of Yale Law School, now the dean of New York Law 
School. "I've already purchased my bureau and bookcases," she said, "though I will barely 
have time to fill them." Her Yale job ends on July 1; she starts at Catalyst on July 5. 
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June 3, 1993, Thursday, FINAL EDIDON 

SECTION: LIFE; Pg. lD 

LENGTH: 1124 words 

HEADLINE: A feminist lightning rod retires 

BYLINE: Marilyn Elias 

BODY: "I am the quintessential victim of the glass ceiling: 31 years with the same 
organization and I've never been promoted." 

That's how Felice Schwartz wryly sums up her progress since founding Catalyst in 
1962. It's a rare flash of humor from a very serious lady. She retires this month as 
president of the New York -based agency, which pioneered the push to enlarge 
women's opportunities in U.S. corporations and now advises many companies on 
women's issues. 

Her successor, announced today: Yale University executive Sheila Wellington. 

But the departure of Schwartz, 68, is past due - and no laughing matter, argues a 
chorus of livid critics. They say the mommy of the "mommy track" idea, a term she 
never coined and disavows, set U.S. working women back plenty with her Harvard 
Business Review article in 1989. 

Even her latest, more conciliatory book, Breaking With Tradition (Warner Books, $ 
12.99), has hardly quenched the rage of feminists over her original advice that companies 
separate "career primary" from "career and family" women, keeping the former on a fast 
track and offering flexible conditions to the latter. 

But Schwartz's many defenders credit her with effectively challenging top 
management's prejudices against women long before it became fashionable. Moreover, 
they say, her new emphasis on flexible work options and day care just shows she's 
remained on the cutting edge, where you're bound to get sliced up. 

"Felice is a trailblazer - always has been," says Fran Rodgers, president of Work/ 
Family Directions, a Boston firm that advises about 100 companies on family issues. "She 



was in there with the CEOs 30 years ago, persuading them to hire women, when nobody 
else even realized women were around." 

Her 31-year tenure coincided with a sea change in women's lives: In 1962, just 33% of 
mothers with kids under 18 were employed; now it's 67%. The most dramatic shifts 
occurred among mothers who often felt the sting of day-care traumas: In the early '60s, 
about 1 in 5 women with a child under 6 worked, compared with 3 in 5 now. 

When Schwartz launched Catalyst, her goal was to promote the goals of "re-entry 
women" - educated, suburban moms ready to take jobs again. The group set up 250 U.S. 
resource centers to serve career-seeking women. 

Under Schwartz's direction, Catalyst also did the first large studies on child care for ·.· 
working parents, relocation, two-career families and parental leave. In recent years, the 
40-person staff has specialized in advising companies on women's and family issues. 

Executive Bob Burke first met Schwartz when she consulted with senior management 
at Goldman, Sachs Co., the New York investment banking firm. Says Burke, "She 
changed attitudes there, she made it seem in their interest to give women opportunities .. 
. . But Goldman, Sachs wasn't alone - her vision started so many major companies 
focusing on this area." 

Now human resources chief at Putnam Investments in Boston, he invited Schwartz to 
consult with top management there. "We've made tremendous strides in work/family 
issues like flexible hours and backup child care. There's no question she helped us. She's 
one of my favorite people." 

But it is just such lavish praise from corporate bigwigs that gives Schwartz's critics the 
chills. They fear decision-makers will believe her three core convictions and throw even 
higher barriers into the paths of aspiring women. 

Point 1: 'The cost of employing women in management is greater than the cost of 
employing men," the opening line of her Harvard article, is a battle cry for Schwartz's 
critics. 

Her corollary, Point 2: Firms can offset added costs by providing flexible hours and 
parent-friendly benefits. 

Point 3: They'll need to do it anyway, she argues, because impending skilled labor 
shortages, temporarily masked by the recession, will make able female workers a hot 
ticket. 

But even some of Schwartz's admirers doubt all three assertions. About 1 in 4 women 
doesn't return to her job after a maternity leave, and that does cost money for retraining. 



"Still, men are much more likely to leave for better jobs and more money - that costs a 
lot, too," says Rodgers of Work/Family Directions. And often mothers don't return only 
because the job hasn't been kept for them. Also, studies show women in flexible or 
part-time spots often produce as much as full-timers. "There simply is no evidence that 
women managers cost more than men," Rodgers insists. 

So what's the harm in companies believing it's in their interest to subsidize more 
family-centered benefits? 'They say, 'Oh, don't throw me into that briar patch! It's fine 
for other companies, but I don't have the money. And if I have to pay for it, in order to 
have female workers, then forget it,' "says Wendy Reid Crisp, national director of the 
National Association for Female Executives. 

Schwartz's contention that labor shortages will open a wealth of jobs for skilled women 
also draws fire. "Our economy is changing so drastically - it's downsizing and turning 
much more to temporary workers .... Those jobs are never going to come back," insists 
Barney Olmsted of New Ways to Work, San Francisco, a business consulting firm. 

But Schwartz is nothing if not stubborn - and sure she'll be proven right in the long 
run. About the Harvard article brouhaha, she says, "If I had to do it over, I would do 
precisely what I did. At least it got people talking about the issues." 

In her vision, the -well-functioning workplace of the future will look more like a jungle 
gym than today's pyramid ringed by vertical ladders to the top. There will be many 
avenues up, freedom to move laterally or horizontally, opportunities to exit, then re-enter 
at a different level without impeding advancement. 

The scene will be better for women - and men. Her new book recommends flexible 
work options for employees of both sexes. ''Translation: Don't put them on a mommy 
track," the book advises. 

As Schwartz departs, Crisp argues that young women shouldn't affect the pose of 
ungrateful brats who are too purist and provincial to be fair. 

"Felice has been a critical link between the corporate world and the emerging female 
executive. She had credibility with the corporations, and she fought for women." 

As for charges that Schwartz was co-oped by male bosses, became one of them, her 
voice rises in anger: "If she had been one bit different than she was, she couldn't have · 
done it! Do you think somebody like Wendy Crisp, who practically has to be bribed to 
get out of her Levis, could have been listened to the way she was?" 

Says Olmsted, "She really tried to make more options possible for women, she spent 
her life doing that - and nobody's perfect." 

GRAPIDC: PHOTO, color, Andrea Renault, AP 
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HEADLINE: Survey seeks to rouse slumbering companies 

BYLINE: By Mark Wukas. 

BODY: Felice Schwartz says that corporate America needs a wakeup call regarding 
how it treats women employees, and she is only too happy to sound reveille. 

Schwartz is the president of Catalyst, a non-profit research group in New York 
that focuses on issues facing working women. She recently published a 20-item 
questionnaire for corporate leaders in her newsletter, Catalyst Perspective, that is 
intended to help them evaluate their treatment of women employees. 

"I created the questionnaire to stimulate new thought and provoke (corporate leaders) 
to think about some of these issues," says Schwartz, whose latest book, "Breaking With 
Tradition: Women and Work, the New Facts of Life" (Warner Books, $12.99), comes out 
in paperback this month. 

Some questions are blunt ("Are there specific obstacles to the advancement of women 
in your company that don't exist for men?"); others are more subtle ("Are men reluctant 
to take parental leave, even when it's offered?"). 

The "correct" answer to every question, it turns out, is yes, but the phrasing of the 
questions means that even a perfect score of 20 yeses only gives a company a rating of 3 
on a scale of 1 to 5. 

Schwartz defines a rating of 1 as "Can't find a pulse of interest in women"; a 5 
"elevates the playing field for women." 

Schwartz, a corporate consultant, says that CEOs "are very honest" in rating themselves 
and says the majority rank themselves at 2. "In a way it's a game, but in a way it's a very 
serious game," she says. 
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HEADLINE: Home/Work Flexibility Crucial 

BYLINE: Cindy Richards 

BODY: Felice Schwartz once thought she would put herself out of business. But the 
glass ceiling has proven tougher than she thought. 

When she retires May 1 after 31 years as head of Catalyst, the New York -based 
organization will continue its efforts to open up business opportunities for women. 

The 68-year-old dynamo, who once thought she would see gender equality in her 
lifetime, now predicts her grandchildren will see a world free of gender prejudice before 
they die. 

Schwartz, who was in town this week taking her message to Chicago's corporate elite, 
has tred a rocky path in the last few years. Her 1989 Harvard Business Review article, 
dubbed 'The Mommy Track" by naysayers, made her a pariah among feminists. She had 
dared to suggest that women can't have it all any more than men have had it all in the 
past. 

"I felt that, in 1989, we had turned a real comer from a time when women were 
superfluous to a time when women would be a business imperative. I thought we could 
afford to put the issues on the table because companies were no longer looking for 
excuses to put women down," she said. 

Schwartz admits the Mommy Track controversy was ''very painful, but the outcome is a 
dream of any social activist like me: It got the issues discussed." 

Her latest message is the centerpiece of her 1992 book, Breaking With Tradition: 
Women and Work, and the New Facts of Life. In it, she argues that companies are 
hurting themselves by failing to recognize that home and work no longer are separate 



entities. Women as well as men can be good workers and modern dads as well as moms 
also want to be good parents. 

Companies, however, are pursuing the old norms. 

'The word is going out: You've got to word harder and longer. You've got to travel 
and take work home on the weekend," Schwartz said. 

When men respond to that message, they are prevented from being participative 
parents - and their wives are left with all the duties of home. 

"So (employers) get this guy (who'd rather spend more time with his family) and he's 
not functioning that well anymore. They get his wife who has to drop the kids before she 
goes to work and has to leave promptly to pick them up - and leaving promptly is 
antithetical to leadership - then she has to go home and cook dinner and take care of 
the myriad things that used to be women's full-time job," Schwartz said. 

'Think of how limited her contribution to her employer then is. Wouldn't he be smart 
to send out a message to men: We want you to share in parenting (as well as work). 
Then, what would your employer get? Two people who really can be committed ... not 
only to their employers but to their children. 

"It's a simple thing," Schwartz said as she stopped for a breath. 

That's easy for her to say. And maybe it will happen in her grandchildren's lifetime. 

But the reality for most working couples today is not two flexible work schedules that 
allow both parents to share parenting and require that children spend only a few hours a 
day with a surrogate caregiver. It is much more likely that both parents work long hours 
each day and the wife hopes she'll finish in time to get the kids before 6 p.m. 

Despite the entrenched corporate bias against it, Schwartz believes flexibility is 
inevitable. The new corporate environment, which offers just a few levels of 
management, no longer allows companies to reward workers in the old way: a promotion 
to the next level. 

Chief executives may have heard from the human resources department that women 
with children are absent more than men. Or they may have a daughter who just got her 
MBA and can't seem to find a job where her skills are valued. Or a valued secretary may 
have chosen not to return from maternity leave because she can't work 60 hours a week 
and raise a child. 

But the CEOs don't see gender equity - career opportunities for women and well as 
family flexibility for men - as a bottom-line issue. They want to solve one small problem, 
not change the corporate culture, she said. 



'"The things I'm talking with corporate leaders about are largely incremental at a time 
that calls for revolution. And they don't know it," she said. "We no longer have two 
worlds. We have one world and it has to do both: Produce goods and support family." 

So is this Schwartz's dream, or our future reality? 

She figures there's no other way. Companies that don't accommodate their employees' 
needs won't be able to hire the best and brightest managers, she said. 

"And I don't think you can survive if your management is second tier." 
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About Catalyst 
1994 

\ 

Catalyst works with business and the professions ro effect change for w<Jrien-through 
research, advisory services and communication. 

An independent not-for-profit orianization founded in 1962. Catalyst has a c1¥ mission-to 
enable women in business and the profession~ ro achieve their mwmwn po~~aJ and to hdlp 
employers pitalize on the talents of their female employees. Under the dire,cJ!on of its new 
pre.<;icienr .. heil::I W. Wellin to and with guid3nce from a. board of corporate ~ professiouW. 
leaders, Cataly s pragmatic and solutions-oriented approach has earned the:confldence of 
business lea.dcrs, who know they caa cuuul on Catalyst to llelp them aaaress women's 
workplace issues and develop cost-.effcctive responses. Following are highlights of Catalyst•s 
~"o¥nuus aoo services. 1 

I 
I 
' 
' Research and Advisory Senices I 
i 

Catalyst's ceseaich includes both published studies thaI ace national in sco* and internal 
organizatlon:il assessment5 conducted on a pcopri~ basis for coiporations ~ pro!ewoiW 
firms. Catalyst's research and advisory services staff analyzes workplac barriers and 
opportunities for women and helps companlc& aull p1uf~sslonal ttrms aeve op successful 
strategies to retain, develop and advance women. \ 

' 
Recently completed research includes a census and study of women's repr~sentation and 
contributions to corporate boards and a report commissioned by the U.S. J1>epartment of 
Labor's Glass CeiUng Commission on successful corporaTP. inirtatives for bre*'1n1 the glass 
ceiling for minorities and women. Currently under way are a study of corpQrate women's 
groups as organi7.arlnn~J change. agents, a study of the opportunities And bo.rricrslto succe:A fw 
women in sales, a step·by·step examination of the process needed to success~ly implement 
flexible work policies in corporations and professiol.Ull nrm,s, an<.1 a StuO)' or 1the impaci: or 
racial/ethnic staws on barriers and opportunities for women in corporate management 

I 
Along with providing largewscale internal company assessments, research and lactvtsory sta1I 
can provide Catalyst contributing companies with a range of shon-term assi~ce, including 
advice on human resources Policy changes. coachint: on how to P.~ahlish a meD1<fin8 program, 
corporate women's group and other practices of importance to companies '1d to female 
employees, anci "he11:r practices:" information on such issues tiS work/life supP1>tts, women's 
leadership developmenl, sexual harassment and managing diversity. I 

\ 
Infonnatioo Center i 

i 

Catalyst's ln!onnation Center specialists regularly screen hundreds of business p~blications for 
data on emerging work force issues and provide guidance and infonnation ro conqibutors and 

I 
I 
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the media. Containing hundreds of periodicals, thousand5 of topica.Ily filed articlca, boo 
the lnformadon Center represents a vast resource on women's workplace issues. It is av 
corporate conatbutors ana me merua. 

Corporate Board Placement 

.., -- . . .) 

i 
I 

l 
and fac! shits, 
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I 

I 
l 

Increasingly, business leaders are seeking women to join their boards of directors. Sine 1977, Car.al st's 
Corrorate Board Placement, a confidential. individualized ~ervke, hu helped ove ·100 comp:1 ies 
identify and recruit carefully ~ected women to serve on their boards. 

The Catalyst Award 

·The Catalyst Award is presented each March to three c:orpoiations or professional fl!ms that demonstate 
outstanding achievement in promoting women's career and leadersbip development e 1994 Ca~yst 
Award winners are Bank of Montreal. McDonald's Corporation and Pitney Bowes Inc. [ 

Publications 
\ 

Catalyst publicuions give companies the facts needed to re3P0nd to the challenges of ch:inging ~ork 
force. The organization's monthly newsletter. PerspectiYe, reports on issues affec ~ng women nd 
l>u:siues:s. l:ls well as cummc research nncUngs. model corporate programs amJ cliun stt:ps for 
policymakers. Practical guides, research reports and two-page lnfoBriefs help emplo · s address ch 
issues u women's leadership development. ftexibilit)' and work/ljfe balance. 

Media Outreach 

Catalyst has a suong relationship with the media. which relfos on the organization's hal ced pe.r~·ve 
and its Infonnation Center for the most up-to-date facts and st11tfatics. Eo.ch ye::ir, C t:ilyst's rese ch 
findings are cited in over 500 publications, and its issue Specialists !'eature<l O!'l major b sincss and ws 
broadcasts. , 

i 

S ..... 1. . I pe-ers and Conferences 1 
I 

Catalyst staff specialises annually deliver over 50 presentations to professional organiza ons, compales, 
uni versitie~ and woml"!n'.c; ernurc;. C:m1 J y1;t ~ l~o com rr111 nit.art'!~ rP..c:P.arr.h fi n<f; nv; r ,rough rr:el~nal 
conferences cosponsored by major corporations. Recerit conferences focused on wor bee flexibipty. 
stratesies to recruit and retain female engineers QOcl g!iiss ceiling is:.'1.!es. I 

I 

For more information, contact: 

Catalyst, 250 Park Avenue South. New York, NY 10003-1459. (212) 777-8900; FAX (21 ) 477·4252. 

Catalyst is supported by a aationwid~ coiiso1t.lull1uf1.Xupo1ale a.ud pllilan.thrnpjc fun 
deductible contributions of $5,000 or more provide contributors with access to the 
abOve. 

i 
I 
I 
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CATALYST AWARDS DINNER FACT SHEET 

Date: Wednesday. March 23, 1994 

Place: The Waldorf-Astoria Hotel, New York City 

Time: 6:00 p.m. to approximately 9:30 p.rn. 

• The Catalyst Award is presented each year to three leading corpo tions an 
professional firms who have implemented exemplary initiatives to r iuit, reta· 
and advance women. Previous n ward winners include: Americ · Airline , 
Arthur Andersen, Con Edison, Continental Insurance, Hewlett-P ckard an 
Motorola. 

•.The Catalyst Awards Dinner is one of the most prestigious corpora . events · 
the nation, drawing close to 1,000 guests, including Forcune and rvice 5 
CEOs. senior human resources executives. academic leaders and 
women in corporate and professional life. 

• The eoals of the Dinner are two-fold: to provide corporate A 
model strategies for tapping the talents of female employees and to 
fQr the pursuit of Catalyst's mission. 

•·This year our Dinner chairman is Gary Tooker, Vice Chairman .and Chi 
Executive Officer, of Motorola. Motorola's progressive policies are ·ell kno 
in the corporate conununity, as exemplified by their winning the 199 Secre 
of Labor's Opportunity 2000 Award and the 1988 Malcolm Baldrid e Nation 
Quality A ward. 

• Previous Dinner chainm.m ha v~ im,;luded Robert Allen of AT&T, ohn Ake 
of IBM. Richard Morrow of Amoco and John Bryan of Sara L 'e, who i 
currently chainnan of Catalyst's Board of Directors. 
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News Release 
Embargoed for January 11, 1994 

Jamie Parilla/Charlotte Weber, Public Rela ons 

LIFE GETS BETTER FOR WOMEN AT WORK 
THREE COMPANIES WIN 1994 CATALYST AWARD 

I 
! 
I 
I 

j 

January J 1, 1994 ··Bank of Montreal, McDonald's Corporation and Pitney Bowes nc. have wo 

the 1994 Catalyst Award for their bold new iniriatives to shatter the glass ceiling. Catalyst, t 

not·for·profit organization that works with business and the professions to eff c t change r 

women, has helped spur the most significant labor market development of t 

decades: the dramatic increase in the number of working women. Since 1987, co panics hav 

vied for the prestigious Catalyst Award, which annually honors American business rt 
innovative efforts to advance women. I 

I 
I 

Baak of Moatrul, the fint non-U.S. based company to win the award. e sures eQu ·1 

opportunity (or women and minorities and has achieved impressive results: wome represente 

1c 54 percent of executive level promotions in 1993, up dramatically from 29 perce tin 1991. 

300 percent increase in female ownership of McDonald's f ranchlses during tile p st five ycaj 

reflects the leading fast¥food restaurant's outstanding commirmenr to wom . 's progr ··. 

Finally, Pitney Bowes' comprehensive diversity plan for each of irs 

formalizes the company's long-standing culture of f"airness and equality. 

•women today ue better educated and better trained than ever before. They a e filling th 

management pipelines," said Catalyst President Sheila W~ll!ngton. •ay investing i women, th· 

··mGre·· 
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l'liKC two-·1994 Catalysr Awarcls ' ' 

I 
year's winning companies roster leadership by the most able and promote their uture econo~ic 
vJabi111y: 

Through its research and advisory efforts, Cataly5t continually learns abo . and moni or41 

company programs and policies; those nominated for the C:italyst Award ar benchmar ed 

against the organiution's comprehensive database and undergo rigorous scruti y. Member~ of 

the Awards Committee carefully evaluate nominarions on the followjng crite ia: original ty, 

acco¥ntability, replicability, measurable results, top-down support, perccnta 
- " - ----t-----+--
~einent, communication of and rationale for the program an 

e~. Catalyst conducts intensive, on-site audits at finalist companies i 

the programs• effectiveness. Evaluations include interviews and focus groups 

•The Catalyst Award competition prompts genuine progress. 

community about model initiatives to develop women's potential; said Wellin 

Bank of Montreal, McDonald's Corporation and Pitney Bowes lnc. will be hon 

busin ss 

winning programs at a dinner to be held on March 23, 1994 at the Waldorf -Astori in New Yotk 

City. Gary L. Tooker, Vice Chairman and Chief Executive Ofricer of Motorol will serve ~s 

chairman and host of the dinner~ Evelyn Lauder, Senior Corporate Vice Pres .ent of Est'e 

Lauder Companies. will present the awards. F. Anthony Comper, President and 00 of Ba1k 
of Montreal~ Michael R. Quinlan, Chairman and CEO or the McDonatd•s Cor . ration; a1d 

George B. Harvey. Chairman and President of Pitney Bowes lnc., will accept .e awards 

behalf of their companici. Representatives from each winning company will outline the r 

programs earlier on the afternoon of March 23 at a Catalyst-sponsored rescarc 

--more·· 
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A fully integrated approach to cultural change, Bank o( Montrea1•1 ..u...:.""'"rk~l:&&Z-..!t<Jll.:~~ 
inidaaive was implemented to address the barriers to women's advanc.emen · A task ro ce 
researched and dispelled beliefs commonly held by employees about women's l ck or progr ss. 
The newly created Workplace Equality division monitors a busini!~!l f'h•n rhiit in ludcs eoals or 
all managers on hiring, rctainins and advancing women and minorities. Qua terly track ng 
of progress is undertaken through a variety of channels. including emplny~e ree back compi ed 
in a report to the chief operating officer. Some or the programs that Work lace Equai ty 
monitors for the entire bank include work/life initiatives. 3 !leril'!~ of ge .er awaren 
workshops for executive and senior management. revision of all training nd educat 
programs to include diversity perspectives. and a national career in(C1rmation network. 
success or the initiative is borne out by statistics: between October 1991 and October 1 
women's representation at the executive level hu increased rrom nine to 13 pe ·ent; in son or 
management, from 13 to 17 percent; and in middle management, from 34 to 3 percent. 

A. key component or the McDonald's Corporatloa11 r ner h" w is its Wo 
Operators' Network (WON). Dedicated tn the expansion o( entrepreneurial op orhinities r 
women throughout tbe McDonald's f ranchisc system, WON has the full support o :the chairm n 
and senior managcinent. The .n.etwnrk offers women participation in chc corpor .ioii•a busin .sa 
plan, with its management liaison reporting directly to the top officers of the ompany. n 
important element of the network is the Spouse Certification Program, which of eu the spo c 
of an existing owner/operator who is already ac:th·e in running a restauran ·the traini g 
necessary to gain his or her nwn owner/operator status. Through the partnershi • McDonalfs 
has produced a 300 percent increase in female franchise owners during the p st five yea~s; 
their stores are f)rnducing some of the top level finaocfal rowords in the :sy:stc ; women a c 
1ainina recognition for operational excellence; and contributions made by womc operators a e 
recoanized hy hnsh,ess and community organiution'l. · ' 

In Aueuu IQ9?., Chairman.aAd President George HUY~)' ioitjatcd the dc:vclopm; or au over II 
~tcatcgjc Diversity Plan at Pitney Bowes lac. A task force drafted a diversity vi 'on stateme t 
and creAted a strategic plan that funotions 1u G model for each of the company ··ten busine s 
units. The various units• individual plans incorporate such actions as mcntorj g, prepa.ri g 
competency models for manQgemcnt po.sitlons, strengthening Lhc cu1pluyc;e ca ccr planni g 
process, conducting and analyzing exit interviews. and including a diversity omponent 
orientation and DlQnager training. :Cac:h unlt's progrc::s:s in cunying out its diver ity strateai s 
is measured monthly; tbe bonus of each business unit head will be affected by t e unit's yea • 
end diversity results rearing. Through various communi1,;1&titm channels. lncludin an emptoy~e 
publication and a corporate video, employees are kept apprised of the goals or the Stratcs c 
~a~ . 

For more information on the winning companies. please contact: 

Baak of Moutrc&l; Lynne; Kilpatrick, Manager, Media Kelations (416) 867-7662 

McDoaa1d•1 Corporation: Terri Capa.tosto, Director, Medja Relations (708) 575-6 09 

PUaey Bowes lac.: Sheryl Battles, Director, Corporate Communications (203) j5 ·6808 

I 

I 
I 
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BANK 

OF MONTREAL 

Workplace Equality 

Initiatives 

In sheer nwnbers, womtm dL.>minate the banking ind~try -
~xcept when it tomes to :he senior management and execu­
tive ranks. Here chc:y represent a very clear minority. This 
situation is no longer acc<:ptable at Bank of Monlt'"..al, a 
Canadian-based leader in financial services, which has made 
the advancement uf women a major bu~iness priority. Its 
recenr initiatives ro promoce women and to develop 11 

diverse work forc.e within an equitable workpla~e have 
ell.llled it~ distinctiOll of being the first non·U.S. based 
company ever to win The Catalyst Award. 

F.t:. 

In January 1991. the president and chief operating officer spon~crect an empl cc ·rask 
Force on rhe AJvancemi;nt of Women in 1he Bank. The task force's ~oundbr king report, 
issued to all e:nployees in December 1991. provided facts from the human re urces data­
bank to prove lhac by all che imporunt yardsticks - including education, kn h of service, 
dedication imd job ~rfonnance - women in the bank equaled or suroas.~ t · ir male eel· 
lea~ues. It alw identified the main barriers to women's advancement ana set 
fllAM T(l rrmMt": rh.-m Ir hr!'Aml" rht": hAr'lk'~ hlnerrint for a~hieving equa·tit)I. · 
lysc for subsequent task forces aimed at achieving di\'ersity in Che workplace. 

The Task Force on :he Advancernen: of Women called for the cru~ion of an depart-
n\enc, Workplace: Equaliry. respor.sible for i:nplememina its recommendation :f.lld for 
ensuring Ii fully int~gn1ted approach to cultural ::hange within the bank. Some f the 
n:i.tional initi.:itivef. th.:it the Workplace Equality t~:am Oversees include sender 
workshops for executives and senior managers. worki1ife progr11.ms (notably e pio:yee· 
init.i!ltcd tlcxiblc work urro.ngl!:menl!>, ehild cnr1: o.nd elder cnte), revision of lll policie!; ;:.nd 
craiaing programs co support and reflecr diversity and equality. a national car r infom:a· 
tion network and an Cllecutivc Advi~or progr11m. 

Wu1kµl<if.;e &ju;sli~y iihv 111v11ii.u1~ i.l11; '1.l11w<Sl 1Ju~i11e~s plai: p1v(.eSs, ~11 whi.;h II m.:inoigcrs 
:>er individual goals for hirinl!, retaining and advancing women and minori!ies and the per­
furrulillce review proct:sl>, wllkb ensure:; act:ou11wbili~y. P1u!;•t:s~ i:o. L1;.i1.:k.ell LI u5ls a qui· 

ety of channels. including l 0 divisionitl 11.dvisory councils that assess the effec · veness of 
t:he inttlallves al the grassroots level. It ls then summarti.i:u in a quan~rly rcric1 L LO the pres­
ident and other key executives, and all ~mployas are kepr fully illfotmed tht ,sh mile­
stone repol'!s. 

tSank ot Montreal's Initiatives nave been recognized its somt or r.ne most com renensive 
and visible attempts to promote wom~n ever undertaken by a Canadian organi ation. AnJ 
so far, results have been impressive. Between October 1~91 and October l~~ the per· 
centage of women who have been promoted into the executive ranks increase from 29 to 
54 percent. promotions into senio:- management from 20 to 38 percent and pr otions into 
middle managernem from 43 to 57 percem. 
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PlTN&Y 80W£S INC. 

Strategic Diversity Plan 

Picney Bowe~ is a high1~ decentn1.lized company. ::ompris· 
ing ICI civerse units that produce office equipmen= or pro­
vi~e companies with business s.ervicos. In August 1992, 
Chairman and President Ueorge Harvey inili11.tt:d a process 
to solidify Pitney Bowes' longstanding commitment LO valu­
ing a <liver~ work torce. A task force wa~ fonncd to draft a 
diveraity vision statement and create a s1rau~gic plan that 
would se.r.-e as a model for each bu~iness unit. 

The 24 members .Jf the ta.s.k fore~ were diverse no< only in terms of division, job function 
and levi:I, tiut also in terms of race, age. religion. gender, cultural back~und and sexual 
orientation. Representatives from the: Minorities and Women's Resource Groups were 
included to ensure the represenUttion of meir respective issues in the strategic ;:ilan. 

The task force's ~trategy sel"ied as a foundation from which e.ach business uni1 wro1e i:l.:li· 
viduaJizcd plans that incorporute s1Jch actions as m<:nloring, rotational and spe:;ia! assign­
ments. preparin,« competency models for management positions. strenerh~nine rn~ r-mrlt1y­

et career planning process. conducting and analyzing exit interviews, Md including a 
diversity ccmPQnem in orieoia:ior. and miuiael'r rr,.in;n3 While •he focu£ o:' the£c pl:tns: i~ 

on women IU'ld other Clivcrs.e groups, tht overall Strategic Diversity Plan affirms a commit­
ment to create a 1~1...:ltur~ that fo~ter~ rhi> cli>.vPlnpment and upward mubility of all Pitnty 
Bowes employe~. 

Each bu~iness unil's progress in carrying out its diversity stratc.gies is measured in month!y 
m~rine~ wirh thl' chairrr:.an and a:I biisinesi> unit h~;. Pitr.ey Bowe!>' c_,mmitmcr.t tu 

div::rsity as a comperjtir~ imperati\'e is evidenced ?y the fact ~hat the bor.us of each ousi­
nes~ unit head will be affected by the unit's )'ear-end divc~ity results :."8.ting. 

P:art of the succl!t•: of th" di\er~it)" strutcgy is open comr..uni<;.ltion. Employee~ hhc: ~:m 

kept apprised of the goals of lhe Diversity Task Force ar.a the Srr&tcgic Plan through rhe 
employee pubhc~ion, OutkJok, and A corporate video, di n.:1 si1y hit::; .Us.; iJecn a subj:ct ti! 
communications ~tings in each division. 

By implementing the Strategic Diversity Plan, Pitney Bowet has strongly affirmed that 
d.;vdoping .:md rr • .Umainiu~ a J.ivei:.c: wurk force is ar: essential tlu:>:ncss ?r~ctice. An.:! its 
success is evident: the number of women in mar.agement has increased steadily over lhe 
past scvc1a.I yc=aai.; w1)111cn now represem 16 percent of 01.ll business unH head.I\, v1r;e presi­
dents, executive ctirectors and directors. 

-----------------------------·. 
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McDONALD'S 

CORPORATION 

McDonald's 

Partnership with 

Women 

McOnMlri'<> Corporation·~ "Pannership with Women" 
encourages and recognizes the contri.butions that wumen 
hring to all facets: of che busines&. McDono.Jd'~ com:nitmcnc 
to developing and enhancing long-term business relation­
s:bip' with women 1.s particularly i.;xcmplifkd by ils unique 
partnership with its Women Operators' Network (WON). 
The compo.ny believes its work force and iu f1t1m;hbc: 
owner/optmUors should n:f!ect the diversity of the commu-
1\ities in whlch McDonAld':1 d~ l>u.:>iuc::,:;. 

WON Jhare.s the vAlucs af t.111:: i.:vrpon1Liun :md Is del'.licate:d to the expansion ot entreprc· 
neurial opportunities for women throughout the McDonald's franchise system. WON bas 
the full suppolt of lln:: dictinmm and senior motna.sement. I he '1'oup·s management liaison 
reports directly to the top officers of the company and provides the group with il communi~ 
c.;~Liuu link to management. · 

A key element or the network is the Spouse Cenitic&cion Program. which offers spouses of 
existing owner/operators the training nt!cessary to gain :heir own legal owner/openuor sta­
tu~. WON's leaaersh1p works with regional inanager;i co identify women who are eligible 
for Spouse Cenitication. WON members also serve ~ mentors who provide extensive sup­
part to program participants and all McDonald's employee networks. Through the partner· 
shjp, McDonald's has reallied a 300 percent increase in female franchise owners durin1 
the past five years. And today, McDonald's has the highest number of female and minori­
ty-Owned franchises iri the fa;;t-food restauranr industry. 

Along ""ith increasing the number of fe:male owntr/operators. WON has heightened awarl'!­

ness of women's roles and contributions to the McDonald's Corporation. Through the net­
worlc:'s efforts, y,omen are beini recog.nized for both opcllllional P-Xr'.~ll~nr~ 1111d <"Ommuni­
ty business achievements at national conventions and award programs. 

The Women Operators' Network is an important pact of McDonald's total quality manage­
ment philosophy. Bv providini a forum for the elCchi:tngl!l of info:matfon and id.as on such 
topics as running a profitable busintu, improving customer s.atisfiu:tion. enhancing com­
munity relations and resolving prnhlem~. ~nior executivei credit WON ~their mo~c su.c­
cessful CK.ample of their total quality management. 

WON also serves as a model for other nerworks within McDonald's: for example. 
WON wnrl<~ dl'.lseily with the McDonald'!; co:porn1e women's group, the Womeu·~ 
Leadership Network. 

ei1h1 
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The Catalyst Award 

The search for this year's Catalys< Award winnt!r~ ~gan in 
Mny 1993, when Cata.ly~t ~em Mmirmtion material~ to 
1,309 public and private cor.ipanies ;md profo;sior.al firms. 
fntc:rc:n.::d oq;o.nizc.tions nominated their initiMiv~~. which 
were evaluated oo th~ following criteria: originality, 
ll•:cuu;lt.iibili1_y, rcplicability, s;,nior m.anasement support. 
the number of women in key positions. communication of 
tlu: yru~:o111\, rationale for the pro6rwn• meas..irable re~ults, 
and suppor-jvc: environmenr. After the finalists were cho· 
sen, member::. ufTlic CatAly~t Award cvulu.l:ion comm.ittel! 

'.>pent two day~ at each c:ompany cond~ting an inte:-i~ive 
audic. EvalL:ation tc:1:H11 1111:1111Jers held inrcrvi.;w, und foc1.1;: 

groups with senior :nana~ement; high-level women, human resour 
groups of employees at vliliuus lc:vc:b, lhus .lllo .... ing them 10 g:iu; 
tivencss Ir. November l 993, i:ile committee examined and evah.:at 
tinallst :md :>elected th~ winners. 

The Cat:Jiysr A.ward >\-QS cLtmgned and rruuie /J)' l:Jcwu" 1.·t!rnr11ii; a1 i.st Kurhi Tign . Th~ 
piece is hand-carved. flr~d and gt:;.zed by airbrush, i.'I u rechnique wn a.~ Rak , an 
anciem Japar.est! a'1 form of porrtry. t.ach piece 1s unique. 

The upward band of white agairn.r a blut background U rhe arr Lu lym/.J1.Jli1.. 't!JJ e~,11ta· 

tion of waWJen 's advancement in business. 

Karhi Tighe '.s work is shown in gulleries across rhe •ounuy and~ rdented in ivalt col· 
lecrion:. around rhe wurld. 

/OM' 
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Co. 

SHEILA W. WELLINGTON 

I 

Sheila Wellington assumed the presidency of Catalyst on July ~. 1993. ~s the ·'fint 
woman'" to achieve in many areas. Ms. WellingtOn relates strongly to the role of xecutive 
women in the workplace. For three decades catalyst has been the leading nati no1-for­
pro.tit organization that focuses the attention of business leaders and public polic~ers on 
women's leadership development in business and the professions. Catalyst rtakes 
research, environmental assessments and advisory services for leading comp ies and 
professional firms, and via its Corporate Board J:Jlacement, identifies female can "dates for 
boards of directors. 1 • 

Before joining Catalyst, Ms. Wellington served as the secretary of Yale Unive ity, a job 
wilh broad responsibilities outside and inside the university, and the instituti n's third 
highest office. Hired in 1987 to enhance Yale's relationship with the city of N w Haven 
and with government, business and social organizations, Ms. Wellington ma historic 
progress in her role. One of her most heralded efforts wlis facilitating a $ million 
investment from the Yale Corporation for city economic development proj cts. Ms. 
Wellington supervised a staff of 120 and oversaw Yale's external relations, po ice force, 

'· security program, media affairs, activities of the Yale Corporation and major iversity 
, ceremonies. Up0n leaving Yale she received a "golden" key to the City of New aven, the 

first Yale official evel' so honored. , 

Ms. Wellingron bas an extensive management backl'found and is known as an in~ovator in 
program and policy. Her initial career choice was in mental health. where she 'f8S one of 
the first women and non-psychiatrists to run a major mental health facilit~. Before 
assuming rhe pMirion of Yale Secretary. she was deputy director and director-~i,nate of 
the Yale Psychiatric Institute. Previously. Ms. Wellington was the director of ~e Greater 
Brid~eport Community Mental Health Cenrer, niming it into one of the best 1'Cognized 
public sector institutions in the nation. She restructured the staffing, fina~ing and 
operations, and raised money in federal and foundation grMts, a c--011p for an in.::ri nrion that 
had never received federal program money until Ms. Wellington's arrival. E lier, she 
headed up the Hill-West Haven Divi$iOrt of the Connecticut Mental Health Ci:-n er, which 
the National Institutes of Mental Health named as one of cen model facilities i~ the U.S. 
While teaching at the Yale School of Medicine, Ms. Wellington developed a $ucceuful 
training program for women and minorities seeking careers in public health. I 

I 

Ms. Wellington has received numerous citations for conununity leadership and fessional 
achievement 1md hBs SetVed on national and state boards and commission . She is 
cwrently·a member of the Financial Women's Association of New York, The In mational 
Alliance, New York Women's Agenda, the Wellesley Colles~ Business aden:hip 
Council and serves on the Advisory Board of the Ms. Foundation's Take Our D ghters to 
Work Day. A graduate of Wellesley College, she received two concurrent nuistc:rs degrees 
from Yalet one in public health, the other in urban studies, while raising her f~y. She is 
ruanicd to HACI)' Wellington, DeiUl of the New York Law School and former ~An of the 
Yale Law School. They have two sons. j 

.... 
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1981-1993 

SHEILA W. WELLINGTON 

PRESIDENT, CATALYST, NEW YORK, NY 

For three decades Catalyst bas been the leading national, not-for-profit rpnization 
that focuses the attention of business leaders and public policymakers n women•s 
leadership development in business and the professions. 

Widl a staff of 40, Catalyst undertakes research, environmental asse 
advisory services for leading companies and professional firms, 
Corporate Board Placement. identifies female candidates for boards of (i*1!rctm1 

catalyst major research iepons and publications profile issues affecting wamen and 
business as well as current findings. model corporale programs and n steps far 
policymakers. The organization's Information Center is a vast reSOUl' for data nn 
women's workplace issues. 

SEC:a.&TilY OF YALE UNIVERSITY, NEW HAVEN, CONNECT CUT 

A senior executive officer of Yale University supervising a staff f 120 and 
responsible fer. 

Yale'~ relation" with governmental. business. and social organization 
the university role in community economic development. employment onTV'rn11m 

education. human services, and long term economic and community p 

1be physical securliy of the university. Manageinent and pl4nning r me Yale 
Police and university-wide se.curity. 

Public informadon. Oversight of univenity communications and public~ . 

The traditional activities of a university secretary. Directing all majo university 
functions, includin~ both institutional and community events. Coor atlou and 
organizing the activities or they ale Corponuion. 

1981-1987 DEPUTY DIRECTOR, YALE PSYCHIATRIC INSTITUTE, NE ~ CONNECTICUT. 
I 

I 

I 
I 
I 
I 
l 
i 

Managed operallOlui und pcniOnnel of nationally known 63-bed in-p ru facility · 
serving severely disturl>ed adolescents and )oung adults. Responsible ti pro~ 
~udge~. bi.ring aud fuiog, und de~i;n and consauction or a new ractli • Directed. 
fUndraising and grant applications. Developed new programs for after c and short 
ICOlm tm&OJJcmL 

Selected tor dlrector position in 1987. 
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198~ -1986 
I 

DIRECTOR, GREATER BRIDGEPORT COMMUNITY MENTAJ. HEALTH 
CENTER, BRIDGEPORT, CONNECTICUT. J . 

l 

I 
Successfully resu"UCtured and expanded the operatj.ons of this public ~ psychiaaic 
facility by developing new financial resources and reorganizing existin programs for 
effective delivery of prevention and tteatment services. Expanded the p sical facility 
and developed a variety of services and programs to meet the needs of 1 e chronically 
mcnadly ill, includin& minority and homel:Jatients. Coordinated th4 provision of 
emapncy and constiltation services with l law enforcement. bospijals and other 
providers. Supervised a staff of more than 400 people. I 

196~ -1980 DIRECTOR, HILL· WEST ff AVIN DIVISION, CONNECTICU~ MENTAL 
l HEAL TH CENTEa, NEW HAVEN, CONNECTICUT ! 

I 

! 
l 

Alta saving as the assistant to the Director and Co-Director. directed tpe operatiC111& 
of this comprehensive community mental health center. By developin~ ~cw sources 
of federal. stare and Yale University funding. expanded program.c; am ~ces to mt.et 
commnni ty mental health needs. initiated and disseminated research ajd evaluation 
programs. provide.d additional rraining resource~ to mental ht.alrh pro~~sionals and 
paraprofessionals. Coordinated research studies. consultation and traiping services 
provided to community programs. Managed a staff of 90. Tht. Nation3' lnsrirure1 of 
Mental Health designatt.d this center u one of the ten model facilities in ttie U.S. 

19~ - 19R7 
i 

LRCTURll.R, Y 4U'. SCHOOL 011' M.RDICINR, NEW HA VEN, CONiECTICUT · 
l 

Thmnehour professional mental healdl ~. served as a lecturer in pu · · health and i 
I 

! 
psychiatry. Until 1987 taught courses in mental health policy and · • tradon and 
develope.d a successful mid-care.er trainins pro.gram foe women and • 'ties seekinJ 

I 
I 
l 

careers in public health. Prepared grant applications and supervised grad te research. 
Published numerous articles concerning health sezvicos policy and · · n. 

I 
I 

EDUCATION. l 

I Master of Public Health Yale University, DopanmcntofEpidcmiolc~gy Dnd 

I 
I 

I 

I 

Master of Urban Stadies 
Bachelor of Arts 

Public Healdi • 
Yale University. School Qf Art and Archi~wrc 
Wellesley College (Phi Beta Kappa, Duran~ Scholar) 

HONORS AND AWARDS 
/ Woman in Leadenhip Award, YWCA of Greater New Haven, 1991 
i Special Oration, for Public Sc~ to lhe Cltia:mi uC Conncc.:ticut, 1986 
. Official Citation, in Recognition for Services U> Greater Bridgepca1, Genetal 

Awmbly, Swc or ConncctU.;ut. 198~ i 
Outstaading Service A ward. Governor's Committee to Employ the Handifapped, 

0>UDCCticut, 1984 I 
Member, Planning and Review Panel, Presidenc1s Commission on Mental Health, 1978 

I 

coJMUNITY ACTMTIES ·T Executive Committee, Conneciicuc C.onference of Independenr Colleges 
· Board or Governor's, Mory's Association Inc. 

· Board of Trustees, Qui.nnipiac College 
Boan! of Trustees, Ya1e--Ncw Haven Hospital 
Board of Din:ctors, Science Park Development Corporation I 
Board of Directors, Shubert Performing Ans Center 
Board of Directors, Tennis Foundation of CT, Inc. (Volvo Ind. Tennis T;unament) 

I 
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Chicago Tribune 

February 6, 1994 Sunday, FINAL EDffiON 

SECTION: WOMANEWS; Pg. 2; ZONE: CN; News in brief. National. 

lENG1H: 93 words 

BODY: Model companies: Catalyst, a New York organization dedicated to 
women in business, is giving the 1994 Catalyst Awar.d to the Bank of Montreal, 
McDonald's Corp. and Pitney Bowes Inc. for their_ commitment to improving business 
opportunities for women. "The awards go to the companies, but their value extends 
beyond to corporate and professional America in honoring innovative, successful 
programs that can serve as models for other firms," says Sheila Wellington, president of 
Catalyst. The winners will be honored at a dinner March 23 in New York. 

LANGUAGE: ENGLISH 

LOAD-DATE-MDC: February 7, 1994 
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The Gazette (Montreal) 

January 17, 1994, Monday, FINAL EDIDON 

SECTION: WOMAN NEWS; Pg. C2 

LENGTII: 365 words 

HEADLINE: Bank equality programs garner U.S. award 

BYLINE: CANADA NEWS WIRE 

DATELINE: NEW YORK 

BODY: The Bank of Montreal joins McDonald's Corporation and Pitney Bowes Inc. 
as winners of the 1994 Catalyst Award for their bold new initiatives to shatter the glass 
ceiling. Catalyst, the not-for-profit organization that works with business and the 
professions to effect change for women, has helped spur the most significant labor 
market development of the last three decades: the dramatic increase in the number of 
working women. Since 1987, companies have vied for the prestigious Catalyst Award, 
which annually honors American business for innovative efforts to advance women. 

Bank of Montreal is the first non-U.S. based company to win the award. Its 
equal-opportunity program for women and minorities has achieved impressive results: 
women represented 54 per cent of executive level promotions in 1993, up dramatically 
from 29 per cent in 1991. The bank's initiative, implemented to address the barriers to 
women's advancement, took the form of a Workplace Equality division to monitor a 
business plan that includes goals for all managers on hiring, retaining and advancing 
women and minorities. Some of the programs that Workplace Equality monitors for the 
entire bank include work/life initiatives, a series of gender-awareness workshops for 
executive and senior management, and a national career information network. Between 
October 1991 and October 1993, women's representation at the executive level has 
increased from 9 to 13 per cent; in senior management, from 13 to 17 per cent; and in 
middle management, from 34 to 39 per cent. 

A 300-per-cent increase in female ownership of McDonald's franchises during the past 
five years reflects the leading fast- food chain's outstanding commitment to women's 
progress. Finally, Pitney Bowes' comprehensive diversity plan for each of its 10 business 
units formalizes the company's long-standing culture of fairness and equality. 



"Women today are better educated and better trained than ever before. They are 
filling the management pipelines," said Catalyst President Sheila Wellington. "By 
investing in women, this year's winning companies foster leadership by the most able and 
promote their future economic viability." 

IANGUAGE: ENGLISH 

WAD-DATE-MDC: January 18, 1994 
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The Gazette (Montreal) 

January 7, 1994, Friday, FINAL EDillON 

SECTION: BUSINESS; IN BRIEF; Pg. B4 /BREAK 

LENGTH: 54 words 

HEADLINE: Bank honored for promotion policy 

DATELINE: TORONTO 

BODY: The Bank of Montreal has become the first company based outside the 
United States to win a highly regarded American award for promoting women's 
career and leadership development. 

Women represented 54 per cent of executive level promotions in 1993, up 
dramatically from 29 per cent in 1991, New York -based Catalyst said. 

LANGUAGE: ENGLISH 

WAD-DATE-MDC: January 8, 1994 
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The New York Times 

November 10, 1993, Wednesday, Late Edition - Final 

SECTION: Section D; Page 6; Column 4; Financial Desk 

LENG1H: 337 words 

HEADLINE: Women Hold 6.2% of Seats on Top Boards 

BYLINE: By SUSAN ANTILlA 

BODY: Women hold only 6.2 percent of the board seats in the 1,000 companies that 
make up the Fortune 500 and Fortune 500 Service companies lists, according to a study 
released yesterday. 

Of 11,715 directors' seats in the study, only 721 were filled by women, said Sheila 
Wellington, the president of Catalyst, the nonprofit women's organization that 
conducted the study. ''The selection process has to be examined, and the pool has to be 
broadened," she said. "Almost half these boards have no women on them." 

The breakdown of women on boards varied from industry to industry and region to 
region, Ms. Wellington said. The Northeast, for example, had the highest percentages of 
women, with 61 percent of corporations having at least one woman on their board. The 
South ranked lowest, with only 46.3 percent of companies having female representation 
on their boards. 

The nonservice industries with the highest female representations were soaps and 
cosmetics, jewelry and silverware, toys and sporting goods, and publishing. Ranking 
lowest was the mining industry, where only two of 13 companies had a woman on their 
board. 

Utility Industry 

The utility industry ranked highest among companies on the Service 500 list, while the 
transportation industry ranked lowest. 



Of the 500 women who filled the 721 board seats for an average of 1.4 seats per 
female director, 74 percent had children and 85 percent were currently or previously 
married. 

Of the 50 most profitable companies in the study, 41 had at least one female director, 
Ms. Wellington said. Each of the 10 most profitable had a woman on its board, she 
added. 

Asked if it might be an ac~dent that the most profitable companies tended to have 
women on their boards, she said it was "within the realm of possibility." 

But the companies that make it their business to get women on their boards may also 
be among those that are most open-minded, she noted. "That was not the focus of the 
study," she said, ''but the findings did jump out at us." 
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HEADLINE: TOPS IN FORTUNE 1,000 INCLUDE WOMEN ON BOARI;>S 

BYLINE: BLOOMBERG BUSINESS NEWS 

BODY: What do more than three-quarters of the 50 most profitable Fortune 1,000 
companies have in common? They have women on their boards. 

What makes that noteworthy is that less than half of all 1,000 companies have women 
on the board, according to Catalyst, a non-profit research and consulting group. 

"We can't say that putting women on the board will bring you more profits," said 
Sheila Wellingto~ Catalyst president. "But all our research demonstrates that when you 
join veteran leaders with people who bring fresh perspective and real corporate 
experience, you reach better decisions. And that impacts the bottom line." 

But while the number of women board members is growing - up 6% in the last year, 
to 500 women holding 721 seats - they're still a tiny minority. Women represent just 
6.2% of all the board seats on Fortune 1,000 companies. 

The group also asked a sample of 46 chief executives about women board members. 
More than a third of them said women are unqualified for board service, and even more 
said they fear female directors will have a "women's issues agenda." 

More than 20 of the men said there are fewer than 250 women in the country capable 
of serving on a corporate board. 

H some shareholders get their way, change will come. Large institutional investors like 
Connecticut's state pension fund, New York City's pension fund, and the Teachers 
Insurance and Annuity Association-College Retirement Equity Fund now ask the 
companies in which they own shares to include women on their boards. 
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HEADLINE: Flexible hours meet resistance from bosses 
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BYLINE: MICHAEL WPEZ Albany Times Union 

BODY: More workers are negotiating flexible schedules to care for their families, but 
women -- who traditionally make these adjustments -- still find supervisors and 
colleagues resistant to such arrangements, a new survey of corporate America has found. 

Growing from pioneer beginnings just four years ago, flexible job arrangements are 
now formal policies among 61 percent of 70 major companies surveyed last year by 
Catalyst, a non-profit organization meant to encourage management roles for women. 

The New York -based Catalyst, funded by company contributions, recently reported 
the findings nationally. 

Job sharing, part-time hours and work-at-home arrangements were rare in 1989, but 
each of nearly half of the 70 companies said last year that at least 100 of their employees 

· were using flexible arrangements. Three-quarters of the surveyed companies employed 
more than 10,000 people. 

Flexible schedules are ironed out mainly by women to care for their children, said 
Marcia Brumit Kropf, Catalyst's director of research. 

"For many men in our culture, if you're the primary breadwinner ... you don't feel 
like you can reduce your work hours and take a cut in pay," Brumit Kropf said. But, 
''women are still forced between two very difficult alternatives," she said. 



Brumit Kropf found a difference between perception and the reality of what happens 
when women call time out to care for their families. 

Twenty of 45 women in last year's survey said their peers were jealous of their 
part-time arrangements. Brumit Kropf said the women felt their careers were slowed, 
but not derailed. More than half the 45 women were promoted while working flexible 
schedules and 14 returned to work full-time. 

Job sharing, part-time arrangements and leaves can allow companies to keep 
experienced employees whose lives change, by caring for elderly parents or children, for 
instance, said Joanne Gage, spokeswoman for the Golub Corp., Schenectady, N.Y.-based 
owner of the Price Chopper supermarket chain. 

"We get the benefit of their expertise and they get the flexibility they need during that 
time," Gage said. "Rather than turning people over and training, which is very expensive, 
you're investing in people." 
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HEADLINE: NEW HEAD OF U.S. BUSINESS GROUP 

DATELINE: NEW YORK 

BODY: Sheila Wellington, secretary of Yale University, is taking over as president of 
Catalyst, a New York non-profit research and advisory organization on women in 
business. "Catalyst has a national reputation, it is respected, it has access and it has 
clout," said Wellington. "What I would like to do is take those strengths and work with 
others who are involved in thinking about the changing nature of American corporate 
and professional life." Wellington is taking the helm from Felice Schwarz, founder and 
president of the 31-year-old organization. 
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BODY: 

Economies of Child Care 

Corporate-sponsored child-care programs are surviving the economic slowdown 
because of strong support by employees, according to a study by Catalyst, a New York 
research and consulting group that promotes change in the business world to benefit 
women. 

Catalyst also found that, on the whole, these centers are of higher quality than 
day-care programs available in the general community. Not surprisingly, the best 
corporate child-care centers were those with the best paid staff. 

"If you pay a better salary, you get the more experienced, qualified teachers and they 
stay," said Catalyst research director Marcia Brumit Kropf. 

The study, conducted for the Pew Charitable Trusts to develop a model for quality 
corporate-sponsored child care, looked at 80 centers sponsored by 91 corporations and 
found that high staff turnover is one of the biggest problems facing most day-care 
centers. The average turnover rate runs about 25 percent a year, but at the 
corporate-sponsored centers, turnover averaged just 15 percent. 

But not all employer-sponsored day care is of the highest quality, particularly when the 
company isn't directly involved in running the center, Kropf said. - Robin Schatz 

Dealing With Diversity 



More employers are expressing concern about successfully managing America's 
increasingly diverse work force, but most companies still aren't doing much about it, 
according to two recent studies. 

In a survey of human resource executives by Olsten Corp., the Long Island-based 
temporary placement firm, half the respondents reported an increased need for 
education and training programs to manage a work force composed of growing numbers 
of women, minorities, elderly and the disabled, but only 27 percent had company-wide 
training programs in place. . 

Meanwhile, authors of a study by the Society of Human Resource Management and 
Commerce Learning House Inc. concluded that there was "a disturbing level of 
intolerance and exclusionism as part of many organizations' cultures." - Robin Schatz 

One Exec to Another 

At New York's Plaza Hotel recently, 11 promising young women were honored by 
Clairol - and it wasn't for their hair color. 

The women were selected from among 3,000 applicants to participate in the 5-year-old 
Clairol Mentor Program to work closely with successful executive women in careers 
similar to their own. 

For instance, mentor Kerry Kennedy Cuomo, executive director of the Washington, 
D.C.-based Robert F. Kennedy Memorial Center for Human Rights, will be working with 
Elizabeth Retamow. Like Cuomo, Retamow works in public service: As the coordinator 
of educational opportunities for the Boys & Girls Oubs of Greater Fort Worth, Texas, 
she provides high school students with academic guidance and emotional support and 
helps them find financial aid. 

"It's invigorating to see someone with such determination," Cuomo said of Retamow. 
''This woman is someone we are going to be hearing from." 

- Martha Guevara 
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BODY: FELICE N. SCHWARTZ, who 31 years ago founded Catalyst, a national 
nonprofit organization that works to help women in business and professional life, will 
step down as its president next month. She will be succeeded by SHEil.A W. 
WELUNGTON, the secretary of Yale University. 

"I am ready to move on to the next stage of my life," said Mrs. Schwartz, 68. "I want to 
have more leisure, to spend time with my five grandchildren and their parents, to get out 
from under the very tough job of running Catalyst. I am only now recognizing how 
exclusive my focus has been." 

Although she is leaving the organization, she will remain an advocate for women. 

"I have felt for almost a decade that law firms will be the fulcrum of change because 
the time line from entry into the profession to partnership is so short," she said. "We are 
now seeing huge numbers of women who have been in firms for the seven to eight years 
it takes. The motivation for law firms to change is enormous, and I want to document 
those changes" by writing about them. 

Ms. Wellington, 61, who holds the third-highest position at Yale, said: "1bis will be the 
first of my last three jobs in which I will not be the first woman. Now I am following a 
woman, and I am pleased about that." 

Among her goals at Catalyst, she said, "is strengthening collaboration between 
universities, foundations and other organizations, especially in research and in analyzing 
the implications of research and communication." At Yale, she was the liaison between 
the school and New Haven. 



Moving to New York will give her the chance to move in with her husband, Harry 
Wellington, the former dean of Yale Law School, now the dean of New York Law 
School. "I've already purchased my bureau and bookcases," she said, "though I will barely 
have time to fill them." Her Yale job ends on July 1; she starts at Catalyst on July 5. 
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HEADLINE: A feminist lightning rod retires 

BYLINE: Marilyn Elias 

BODY: "I am the quintessential victim of the glass ceiling: 31 years with the same 
organization and I've never been promoted." 

That's how Felice Schwartz wryly sums up her progress since founding Catalyst in 
1962. It's a rare flash of humor from a very serious lady. She retires this month as 
president of the New York -based agency, which pioneered the push to enlarge 
women's opportunities in U.S. corporations and now advises many companies on 
women's issues. 

Her successor, announced today: Yale University executive Sheila Wellington. 

But the departure of Schwartz, 68, is past due - and no laughing matter, argues a 
chorus of livid critics. They say the mommy of the "mommy track" idea, a term she 
never coined and disavows, set U.S. working women back plenty with her Harvard 
Business Review article in 1989. 

Even her latest, more conciliatory book, Breaking With Tradition (Warner Books, S 
12.99), has hardly quenched the rage of feminists over her original advice that companies 
separate "career primary" from "career and family" women, keeping the former on a fast 
track and offering flexible conditions to the latter. 

But Schwartz's many defenders credit her with effectively challenging top 
management's prejudices against women long before it became fashionable. Moreover, 
they say, her new emphasis on flexible work options and day care just shows she's 
remained on the cutting edge, where you're bound to get sliced up. 

"Felice is a trailblazer - always has been," says Fran Rodgers, president of Work/ 
Family Directions, a Boston firm that advises about 100 companies on family issues. "She 



was in there with the CEOs 30 years ago, persuading them to hire women, when nobody 
else even realized women were around." 

Her 31-year tenure coincided with a sea change in women's lives: In 1962, just 33% of 
mothers with kids under 18 were employed; now it's 67%. The most dramatic shifts 
occurred among mothers who often felt the sting of day-care traumas: In the early '60s, 
about 1 in 5 women with a child under 6 worked, compared with 3 in 5 now. 

When Schwartz launched Catalyst, her goal was to promote the goals of "re-entry 
women" - educated, suburban moms ready to take jobs again. The group set up 250 U.S. 
resource centers to serve career·seeking women. 

Under Schwartz's direction, Catalyst also did the first large studies on child care for 
working parents, relocation, two·career families and parental leave. In recent years, the 
40-person staff has specialized in advising companies on women's and family issues. 

Executive Bob Burke first met Schwartz when she consulted with senior management 
at Goldman, Sachs Co., the New York investment banking firm. Says Burke, "She 
changed attitudes there, she made it seem in their interest to give women opportunities .. 
. . But Goldman, Sachs wasn't alone • her vision started so many major companies 
focusing on this area. n 

Now human resources chief at Putnam Investments in Boston, he invited Schwartz to 
consult with top management there. "We've made tremendous strides in work/family 
issues like flexible hours and backup child care. There's no question she helped us. She's 
one of my favorite people." 

But it is just such lavish praise from corporate bigwigs that gives Schwartz's critics the 
chills. They fear decision-makers will believe her three core convictions and throw even 
higher barriers into the paths of aspiring women. 

Point 1: "1be cost of employing women in management is greater than the cost of 
employing men," the opening line of her Harvard article, is a battle cry for Schwartz's 
critics. 

Her corollary, Point 2: Firms can offset added costs by providing flexible hours and 
parent-friendly benefits. 

Point 3: They'll need to do it anyway, she argues, because impending skilled labor 
shortages, temporarily masked by the recession, will make able female workers a hot 
ticket. 

But even some of Schwartz's admirers doubt all three assertions. About 1 in 4 women 
doesn't return to her job after a maternity leave, and that does cost money for retraining. 



"Still, men are much more likely to leave for better jobs and more money - that costs a 
lot, too," says Rodgers of Work/Family Directions. And often mothers don't return only 
because the job hasn't been kept for them. Also, studies show women in flexible or 
part-time spots often produce as much as full-timers. "1bere simply is no evidence that 
women managers cost more than men," Rodgers insists. 

So what's the harm in companies believing it's in their interest to subsidize more 
family-centered benefits? 'They say, 'Oh, don't throw me into that briar patch! It's fine 
for other companies, but I don't have the money. And if I have to pay for it, in order to 
have female workers, then forget it,' "says Wendy Reid Crisp, national director of the 
National Association for Female Executives. 

Schwartz's contention that labor shortages will open a wealth of jobs for skilled women 
also draws fire. "Our economy is changing so drastically - it's downsizing and turning 
much more to temporary workers .... Those jobs are never going to come back," insists 
Barney Olmsted of New Ways to Work, San Francisco, a business consulting firm. 

But Schwartz is nothing if not stubborn - and sure she'll be proven right in the long 
run. About the Harvard article brouhaha, she says, "If I had to do it over, I would do 
precisely what I did. At least it got people talking about the issues." 

In her vision, the well-functioning workplace of the future will look more like a jungle 
gym than today's pyramid ringed by vertical ladders to the top. There will be many 
avenues up, freedom to move laterally or horizontally, opportunities to exit, then re-enter 
at a different level without impeding advancement. 

The scene will be better for women - and men. Her new book recommends flexible 
work options for employees of both sexes. "Translation: Don't put them on a mommy 
track," the book advises. 

As Schwartz departs, Crisp argues that young women shouldn't affect the pose of 
ungrateful brats who are too purist and provincial to be fair. 

"Felice has been a critical link between the corporate world and the emerging female 
executive. She had credibility with the corporations, and she fought for women." 

As for charges that Schwartz was co-oped by male bosses, became one of them, her 
voice rises in anger: "ff she had been one bit different than she was, she couldn't have 
done it! Do you think somebody like Wendy Crisp, who practically has to be bribed to 
get out of her Levis, could have been listened to the way she was?" 

Says Olmsted, "She really tried to make more options possible for women, she spent 
her life doing that - and nobody's perfect." 
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l.ANGUAGE: ENGLISH 



Copyright 1993 Chicago Tribune Company 

Chicago Tribune 

March 14, 1993, Sunday, FINAL EDffiON 

SECTION: WOMANEWS; Pg. 1; ZONE: N 

LENGIB: 251 words 

HEADLINE: Survey seeks to rouse slumbering companies 

BYLINE: By Mark Wukas. 

BODY: Felice Schwartz says that corporate America needs a wakeup call regarding 
how it treats women employees, and she is only too happy to sound reveille. 

Schwartz is the president of Catalyst, a non-profit research group in New York 
that focuses on issues facing working women. She recently published a 2~item 
questionnaire for corporate leaders in her newsletter, Catalyst Perspective, that is 
intended to help them evaluate their treatment of women employees. 

"I created the questionnaire to stimulate new thought and provoke (corporate leaders) 
to think about some of these issues," says Schwartz, whose latest book, "Breaking With 
Tradition: Women and Work, the New Facts of Life" (Warner Books, $12.99), comes out 
in paperback this month. 

Some questions are blunt ("Are there specific obstacles to the advancement of women 
in your company that don't exist for men?"); others are more subtle ("Are men reluctant 
to take parental leave, even when it's offered?"). 

The "correct" answer to every question, it turns out, is yes, but the phrasing of the 
questions means that even a perfect score of 20 yeses only gives a company a rating of 3 
on a scale of 1 to 5. 

Schwartz defines a rating of 1 as "Can't find a pulse of interest in women"; a 5 
"elevates the playing field for women." 

Schwartz, a corporate consultant, says that CEOs "are very honest" in rating themselves 
and says the majority rank themselves at 2. "In a way it's a game, but in a way it's a very 
serious game," she says. 
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BYLINE: Cindy Richards 

BODY: Felice Schwartz once thought she would put herself out of business. But the 
glass ceiling has proven tougher than she thought. 

When she retires May 1 after 31 years as head of Catalyst, the New York -based 
organization will continue its efforts to open up business opportunities for women. 

The 68-year-old dynamo, who once thought she would see gender equality in her 
lifetime, now predicts her grandchildren will see a world free of gender prejudice before 
they die. 

Schwartz, who was in town this week taJdng her message to Chicago's corporate elite, 
has tred a rocky path in the last few years. Her 1989 Harvard Business Review article, 
dubbed "The Mommy Track" by naysayers, made her a pariah among feminists. She had 
dared to suggest that women can't have it all any more than men have had it all in the 
past. 

"I felt that, in 1989, we had turned a real comer from a time when women were 
superfluous to a time when women would be a business imperative. I thought we could 
afford to put the issues on the table because companies were no longer looking for 
excuses to put women down," she said. 

Schwartz admits the Mommy Track controversy was "very painfu~ but the outcome is a 
dream of any social activist like me: It got the issues discussed." 

Her latest message is the centerpiece of her 1992 book, Breaking With Tradition: 
Women and Work, and the New Facts of Life. In it, she argues that companies are 

1
1 ; 

hurting themselves by failing to recognize that home and work no longer are separate I_ ·~ 

, · / ,. 



entities. Women as well as men can be good workers and modem dads as well as moms 
also want to be good parents. 

Companies, however, are pursuing the old norms. 

"The word is going out: You've got to word harder and longer. You've got to travel 
and take work home on the weekend," Schwartz said. 

When men respond to that message, they are prevented from being participative 
parents - and their wives are left with all the duties of home. 

"So (employers) get this guy (who'd rather spend more time with his family) and he's 
not functioning that well anymore. They get his wife who has to drop the kids before she 
goes to work and has to leave promptly to pick them up - and leaving promptly is 
antithetical to leadership - then she has to go home and cook dinner and take care of 
the myriad things that used to be women's full-time job," Schwartz said. 

''Think of how limited her contribution to her employer then is. Wouldn't he be smart 
to send out a message to men: We want you to share in parenting (as well as work). 
Then. what would your employer get? Two people who really can be committed ... not 
only to their employers but to their children. 

"It's a simple thing," Schwartz said as she stopped for a breath. 

That's easy for her to say. And maybe it will happen in her grandchildren's lifetime. 

But the reality for most working couples today is not two flexible work schedules that 
allow both parents to share parenting and require that children spend only a few hours a 
day with a surrogate caregiver. It is much more likely that both parents work long hours 
each day and the wife hopes she'll finish in time to get the kids before 6 p.m. 

Despite the entrenched corporate bias against it, Schwartz believes flexibility is 
inevitable. The new corporate environment, which offers just a few levels of 
management, no longer allows companies to reward workers in the old way: a promotion 
to the next level. 

Chief executives may have heard from the human resources department that women 
with children are absent more than men. Or they may have a daughter who just got her 
MBA and can't seem to find a job where her skills are valued. Or a valued secretary may 
have chosen not to return from maternity leave because she can't work 60 hours a week 
and raise a child. 

But the CEOs don't see gender equity - career opportunities for women and well as 
family flexibility for men - as a bottom-line issue. They want to solve one small problem, 
not change the corporate culture, she said. 



"1be things I'm talking with corporate leaders about are largely incremental at a time 
that calls for revolution. And they don't know it," she said. "We no longer have two 
worlds. We have one world and it has to do both: Produce goods and support family." 

So is this Schwartz's dream, or our future reality? 

She figures there's no other way. Companies that don't accommodate their employees' 
needs won't be able to hire the best and brightest managers, she said. 

"And I don't think you can survive if your management is second tier." 
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MEETING w/Cong. Philip Sharp 
HRC's Office 
CLOSED PRESS 

PARTICIPANTS: 
HRC 
Cong. Philip Sharp 
Ray Garant, Leg. Asst. 
Melanne Verveer 
Jack Lew 

FORMAT: 
- Informal meeting 

[D-IN] 

Sharp Contact: Kimberley Floyd 225-3021 
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PVT MTG w/Maggie Williams & Patti Solis 
HRC's Office 

MTG w/Maggie Williams 
HRC's Office 



11:00 am-
11:45 am 

12:30 pm 

12:40 pm 

12:30 pm-
2:00 pm 

MEETING w/Sen. Carol Moseley-Braun [D-IL] 
HRC's Office 
CLOSED PRESS 

PARTICIPANTS: 
HRC 
Sen. Carol Moseley-Braun 
Francesca Cook, Legislative Asst. 
Melanne Verveer 
Chris Jennings 

FORMAT: 
- Informal Meeting 

Moseley-Braun Contact: Kaarin Anderson 
224-2854 

DEPART The White House South Portico 
EN ROUTE ~apitol Hill 
[Drive Time: 10 minutes] 
Travelling w/HRC: 
Kelly Craighead 
Lisa Caputo 
Melanne Verveer 
Chris Jennings 
WH Photographer 

ARRIVE Capitol Bldg 

MESSAGE MEETING 
Room: s-211 
Attire: Business 
CLOSED PRESS 

PARTICIPANTS: 
-Approx. 13 Senators expected to attend 
-Bob Chlopak 
-30 to 40 Staffers 
[See briefing book for further info] 

FORMAT: 
- Sen. Thomas Daschle will open the meeting & 

intro HRC 
- HRC gives brief remarks 
- See briefing book for agenda 

NOTE: Lunch will be served during the meeting. 

Event Contact: Trish Morief 224-3232 



2:05 pm 

2:15 pm 

2:45 pm-
3: 30 pm 

3:45 pm-
4:30 pm 

RON 

DEPART Capitol Hill 
EN ROUTE The White House 

ARRIVE The White House South Portico 

MEETING w/Sen. Joseph Biden [D-DE] 
HRC's Office 
CLOSED PRESS 

PARTICIPANTS: 
HRC 
Sen. Joseph Biden 
Jane Woodfin, Leg. Director 
Melanne Verveer 
Chris Jennings 

FORMAT: 
- Informal meeting 

Biden Contact: Marianne Baker 224-5042 

MEETING w/Sen. Dave Durenberger [D-MN] 
HRC's Office 
CLOSED PRESS 

PARTICIPANTS: 
HRC 
Sen. Dave Durenberger 
Susan Foote, Senior Leg. Health Care Staffer 
Rick Evans, HC staffer 
Melanne Verveer 
Chris Jennings 

FORMAT: 
- Informal meeting 

Durenberger Contact: Julie Hassler 224-3244 

The White House 

WEATHER FORECAST FOR WASHINGTON, DC: 
- Cloudy, breezy, with rain showers occasionally mixing with 
sleet. Low 33 to 38. High 38 to 43. Wind northeast at 12 to 18 
knots gusting to 25 knots. 

WASHINGTON, DC EVENTS: 
KENNEDY CENTER: 
-The Sisters Rosensweig 



-Shear Madness 
-College of Wooster Chorus 
-Academy of Ancient Music 

ARENA STAGE: 
-A Small World 

NATIONAL THEATER: 
-Grease 
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250 Park Avenue South 
Nl!'w "'·\'~ NV 1nnn:'M4!'it:i 
TEL (212) i'77·8900 
FAX (212) 477-4252 

Working with b1Jsiness i 
tu effcc.t cr.angc !or .-·om~n - lhfc;iugh rC3C.QfCh, 

advisory services and cqnrnunication. , ' ' ' ' ' ' . ' 
I 
I 

Post-It'" brand fax: transmittal memo 767"1 
Ta 

Co. 

SHEILA W. WELLINGTON 

I 
i 

Sheila Wellington assumed the presidency of Catalyst on July s. 1993. ~s the ''first 
woman"' to achieve in many areas, Ms. Wellington relates strongly to the role of xecutive 
women in the workplace. :For three decades Catalyst has been the leadin~ natl no1-for-

1 profit organization that focuses the attention of business leaders and public policiers on 
women's leadership development in business and the professions. Catalyst denak.es 
research, environmental assessments and advisory services for leading comp ies and 
professional fums. and via its Corporate Board !-'lacemenr. identifies female can ·dates for 
boards of directors. ! 

Before joining Catalyst. Ms. Wellington served as the secretary of Yale Unive ity, a job 
wilh broad responsibilities outside and inside the university, and the instituti n's third 
highest office. Hired in 1987 lO enhance Yale's relationship with the city of N w Haven 
and with government, business and social organizations, Ms. Wellington ma e historic 
progress in her role. One of her most heralded efforts was facilitating a $ million 
investment from the Yale Corporation for city economic development proj cts. Ms. 
Wellington supervised a staff of 120 and oversaw Yale's extemal relations, po ice force, 
security program, media affairs. activities of the Yale Corporation and major iversity 
ceremonies. Upen leaving Yale she received a "golden" key to the City of New aven, the 
first Yale official ever so honored. 

Ms. Wellingwn has an extensive management background and is known as an in~ova.tor in 
pro2J'!lll and policy. Her initial career choice was in mental health. where she 'fas one of 
the first women and non-psychiatrists to run a major mental health facilitYi. Before 
assuming the position nf Yale Secretary, she was deputy director and director-detsi2nate of 
the Ya.le Psychiatric Institute. Previously, Ms. Wellington was the director of ~e Greater 
Bridgeport Community Mental Health Cenrer, tnrnine it into one of the best r~ognized 
public sector institutions in the nation. She restructured che staffing, fina~ing and 
operations, and raised money in federal and foundation grt1nts, a r.oup for an in~ri nrion that 
had never received federal program money until Ms. Wellington's arrival. E lier. she 
headed up the Hill-West Haven Division of the Connecticut Mental Health C!:':n er. which 
the National Institutes of Mental Health named as one of ten model facilities i~ the U.S. 
While teaching at the Yale School of Medicine, Mi. Wellington developed a 'uccessful 
training program for women and minorities seeking careers in public health. I 

I 

Ms. Wellington has received numerous citations for conununity leadership and ~fessiona.1 
nchievement a.nd htis served on national and state boards and commission . She is 
currently a member of the Financial Women's Association of New York, The In mational 
Alliance, New York Women's Agenda., the Wellesley Colleg~ Business adership 
Council and serves on the Advisory Board of the Ms. Foundation's Take Our D'44ghters tc 
Work Day. A graduate of Wellesley College, she received two concurrent ma.s~e!s degrees 
from Yale, one in public health, the other in urban studies, while raising her f~y. She is 

1 

inarded to HArry Wellington, Deitn of th~ New York Law School and fonncr Dpan of the 
• Yale Law School. They have two sons. · 
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Workir.g wi1h Dl.)$iness 250 Park Avenue South 
Ngw Yor~. NY 1000.3-itil".'9 
TEL (212) 777-8900 
FAX (212) 477-4252 

t.;i ;,ffa~t change for wom n - throu9h r·~:ic rot">, 

ad~isory setvicE:s and c muru:';<tlion. 

About Catalyst 
1994 

Catalyst works with busirzess and the professions to effect change for w 
research. advisory services and co111111ur.ication. 

An independent not-for-profit organization founded in 1962, Catalyst has ad l mission 
enable women in busine.ss and the professions to 14chieve their nrnxim11m flOTP.n ·a1 anct tn p 
employers capitalize on the talents of their female employees. Under the dif · ·on of its ne · 
president. Sheiln W. Wellington. and wjth gu.idanc:t1 from a bo:i..rd of corpor~r.c a d profession 
leaders. Catalyst's pragmatic and solutions-oriented approach has earned the confidence f 
business ka<J~rs, who knuw llit.:y can cuuul on C~lalysL lO help tllt:m ad ress womens 
workplace issues and develop cost-effective responses. Following are highligh of Catalyst s 
programs and services. 

Research and Advisory Senices 

Catalyst's research includes both published srudies Chat are national in sco 
organiz.ationfil assei;sments conducted on a proprietary b3.Sis for corporations d profession 
firms. Catalyst's research and advisory services staff analyzes workplac harriers a d 
uppuJ luuilk::s fur wumtu aml lu:lv:; i..:ump~u.k::s cwd ,.u ofessloual firni.s dev · OJ:I succe55f 1 
strategies to retain, develop and advance women. 

Recently completed research includes a census and study of women's repr sencacion a 
contributions to corporate boards and a report commissioned by the U.S. epanmcnt 
Labor's Glass Ceiling Commission on successful corporate initiatives for bee k.ini the ila s 
ceiling for minorities and women. Currently under way are a study of co rate worn~ s 
groups as organizational chanse asents, a study of the opportunities and barrier to success fi r 
women in sales. a step-by-step examination of the process needed to successfi Uy impleine t 
flexible wo1k poUcles iu i;orporntious aud profes!ijo11al firms, and a study o the impact f 
racJal/ethnic starus on barriers and opportunities for women in corporate manag enr. 

Along with providing large-scale internal company assessments. research an 
can provide Catalyst contributing companies with a range of short-term assist ce, includi 
advice on human resources policy changes. coachin!l on how to establish a rnent ring progr 
corporate women's group and other practices of importance to companies nd to fem e 
employees, and "best practices" information on such issuer. as work/life sup ons, wome s 
leadership development, sexual harassment and managing diversity. 

Information Center 

Cat.alyst's Infonnation Center specialists regularly sere.en hundreds of business 
data on emerging work force issues and provide guidance and information to co 

blications ti r 
ibutors and 
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ACllON 

19th Anooa1 C2tal)!St Award.\ Dinner 
Ma!!:h 23th. 1994 

The Watdmf-Astoria 

EVENING'S AGBNDA; FINAL 

(341194} 

S:4S ~for speakers. 

6:(0 

6:45 

7:0> 

7:15 

DU is lined np in Builton Room. 
Dooa bl Gr3od Ballroom open; gues1S begin ID take 
2'15 (appetber jftRl). 

.. oms announced by o«mge 'mice ("Please bold your crrame "). Eacb dais member rises. name is read 
(1 min.) ' -

Pim» pia,er- in Jade Room. 
MusX: piped inlD Olhcr receplion rooms. 
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1:17 

7:20 

7:30 

- - ·- ... - ....... - . -· - - . 

Gifj IOUUI' nma wea!omHti 1e1aa1k3--:iint bslt:f · - · Lijt11S-op. stww 'fuMik:a titlC·sH&:. · 
speech~imroduces HUJary Clinton video appearance (3 min.) Spolligbt follows all ~ from 

dais to podiwn alld slays .. ou them as 
tt.ey speak. IMA G for all speaten. 

HiJlal'y ClinlDll video nms (10 nlin.) 

Clear app:tim ilfta' vilbJ. DillDer (eouee & desselt) 
isse:nal (5Smia.) 

Shella inaka rcmmk.s {8 mia.) 

Lighls blacken. 

Ligh&s up. AJremate 1994 Award.s slide and 
wiml:A side. Music proWfcd by Wade. 

8:38 Tder walb to podium and introduces E\d,a. LaDdcr (3 min.) 

8:41 I.imda .speaks ab\M1C awanbcriteria; l!lDOmm Show l.&uder title slide. 
mmc.t of wim1e1s md ends .. itb -rd lite to irJIOduce Show award .slide. 
tooighl's awanl wimc:IJ• Lauder sirs DCX1 to podium (3 mia..} 

8:44 first ¥ideo m Bank of Mnnueal runs (3 min.) Lights bla..:ken.. . 
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a·· &:41 v tcl53 tiidS 011111110 o rt earl ar !CkiH ad. l:aab ·· · Uglm-~11, 111!. H • • • • • - • -

.,...., 

f\J returns to podium aJXi ir?vites Comper to stage. Tities11de for Camper goe..s up. 
N 

u:. 
(I 
::::: 8:48 Lauder shakes haP.ds ~ Ccmper and renmu to seal 

next to podimn. Comper speaks {2 min.) 

Second video on McDonald's ll1RS (3 min.) Ughls bla:ten. 
\j) 
\j) 
l{) 
l{) &53 Video ends with iatro of McDonalf.s. Lauder relDlllS liglu paaly up. 
r- to podrJm aJld in~ Quinlan 10 stage. Tllle slide for Quinlan gcies up. 
l{) 
LO 

N .,...., 
f\J 8:S4 Lauder shales bamk wilh Quinlan and retmm to seal .. De%l topoditm. QiinlaB speab (2 min.) _J 
w 
I-

u 
8:j6 Third Wleo on Pimey Bowes mlti (3 min.) Ligbis bJaclm!L 

z 

I- Video am with imodll:tion of Pilney Bowes. Lauder Li~ P.lJl!Y up. 
u ~ R:IW'DS to podWm and invile$ Baney b> stage. Tide slide for Halve)· goes up. 
0 ci (J) 
U1 t-a: a: 

u 
I 9:00 Lauder sbabs .bancb wilb Harvey and retum5., seal 
I- (\J 

~ 
... nm IO podium. Harvey speats (2 mbt..) 
LI'> PJ ... 

00 1. z 9:G2 Harvey aDd Lauder retnm ro dais &!alS; Tooter Je8JIJIS to House lights up. Wumers slide op. 
0 
(fl ..... =· lbaDb guests far alll:llding and adjomns Cl>'elling Mmic (lqlrise from 'fideo). 
Ct'. N 
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