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We understand that in order to bring about positive change for our clients and our 

communities, we rely on people who share our values and embrace transformation. 

That’s why we make it a top priority to hire, support, train, and retain people who strive 

to improve themselves and the world around them. In this section, you will find examples 

of the ways we foster the personal and professional development of our employees.
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Supporting IBMers

At IBM, we believe that in order to build a great brand, we must  

first be a great company. And the key to being a great company is 

hiring, supporting and retaining great employees.

Across the world there are more than 430,000 IBMers. These employees represent our brand, 
they embody our values, and they drive our success. They are IBM. And that is why the work of 
developing their full potential is never complete. Within the human resources function at IBM, 
we are constantly crafting new strategies to meet our employees’ needs. During the last two 
years, we have been challenging ourselves to rethink how we select, recruit, train, and develop 
IBMers in a range of critical job roles, especially client-facing and manager roles. This focus 
continues to intensify. 

Since 2012, our focus has been on fostering the link between IBMer engagement and 
client experience. This focus has included a broad range of tactical activities across 
geographies and business groups. In 2013, we introduced THINK40, a self-initiated learning 
program of at least 40 hours of professional development that every IBMer undergoes each 
year. IBMers completed more than 25 million learning hours in 2013, a 154 percent year-over-
year increase from 2012. 

Also in 2013, we launched Think Academy, a new method of sharing and learning that the 
entire company does together, designed to fulfill our goal of being essential to our clients and 
the world. This online, easy-to-digest approach to learning allows employees to gain insight in 
areas critical to the business where new knowledge is being rapidly created. This allows 
employees to become experts in and advocates of rapidly changing areas such as cloud, Big 
Data and analytics, mobile, and social computing. Courses—called Think Friday sessions—
begin on the first Friday of each month, but employees can choose when and how they access 
content. IBM CEO Ginni Rometty begins each Think Friday session by framing a given topic, its 
importance, and key concepts to explore. She also regularly interviews clients to gain insight 
into how a topic affects them and what they are learning about it. Think Academy curates and 
houses each new topic in an interactive learning environment. Employees can earn THINK40 
credit for each Think Academy course they complete. 

We also invested heavily in developing new, more social approaches to finding and 
cultivating expertise, to understanding employee sentiment, and to fostering collaboration with 
one another. 

Social technologies continue to change how we work together with other IBMers, and 
how we work with our clients. Today, new hires are given the option to begin building 
relationships as soon as they accept a job offer, thanks to our social platform called Soon 2 B 
Blue that connects soon-to-be-IBMers with IBMers already in place. Our learning programs 
are infused with rich social interaction and collaboration opportunities that continue long after 
a formal training program is complete. IBMers have the option to thank one another—publicly 
or privately—in the digital BlueThx environment, built by volunteers at IBM for IBMers. And 
increasingly, HR teams are using their own internal blogs and Lotus® Connections online 
platforms to introduce new programs, solicit feedback to existing programs, and fine-tune the 
IBMer experience. 

Also in 2013, we continued to focus on using analytics to drive action by training HR 
professionals worldwide on the use of data and analytics. Our workforce analytics team takes 
on an increasing number of projects to determine what distinguishes performance, what 
makes managers effective, and how to best retain key performers.

 25   million
learning hours completed by IBMers in 2013,  
up 154% from 2012
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Employee Well-Being 

Employee well-being is integrated into every aspect of IBM’s  

global business. It underpins our total health management system 

and demonstrates a commitment to employee health and safety 

that values the whole person—at work, at home, or as a member 

of a larger community. 

“We optimize performance through healthy choices, people, 
workplaces, families, and communities.”

Kyu Rhee, MD, vice president, IBM Integrated Health Services, in communicating his vision statement to more than 

400,000 IBMers around the world

This vision is further expressed in our well-being mission statements:

• Address local and global health priorities
• Improve the overall health and vitality of our employees
• Provide safe and healthy work environments
• Design health benefits and health-promotion programs to improve access, increase 

quality, reduce costs, and drive innovation
• Support business continuity and growth

IBM’s transformation to a culture of health is the result of relentless focus on our 
company’s vision and mission. Within a framework of well-established scientific evidence, IBM 
delivers on this vision through a set of global health priorities that encompasses significant 
aspects of the health, safety, health promotion, and health benefits experience at IBM.

More than 300 physicians, nurses, safety and health promotion professionals, industrial 
hygienists, and health-benefits experts support well-being at IBM through this interconnected 
set of global health priorities. These priorities drive the policies, programs, and processes that 
create the IBM culture of health. 



IBM 2013 Corporate Responsibility Report 4

The IBMer   Employee Well-Being

Table of Priorities

 One
Safety

• Office and general workplace
• Accident and incident 

management
• Non-IBM environments
• Acquisitions and outsourcing
• IT maintenance
• Building design and operation
• Ergonomics
• Transportation safety
• Manufacturing and research
• Contractors and vendors

 Two
Medical

• Clinical services
• Medical case management
• Occupational injury and illness 

management
• Travel health and events
• Executive health
• Food and water safety
• Sick leave and disability
• Emergency preparedness and 

response
• Evidence-based healthcare
• Special programs

 Three
Health benefits design

• Behavioral health
• Primary care
• Target populations & conditions
• Medication coverage
• Elder health
• Maternity and reproductive 

health
• Newborn and pediatric health
• Emergency care
• Specialty care
• Oral and vision health

 Four
Health promotion

• Health risk assessments
• Active living
• Healthy eating
• Mental and emotional well-being
• Preventing alcohol, tobacco, and 

drug abuse
• Infection prevention
• Injury- and violence-free living
• Sleep and rest
• Clinical prevention
• Engagement strategies

Valuing a culture of health 
IBM has long known that a culture of health is good for people and business. Evidence that 
supports this perspective was published in 2013, following a landmark study in which the 
authors demonstrated that beyond having a positive impact on individuals, businesses with a 
strong culture of health are superior performers in the marketplace. This study examined the 
10-year stock market performance of companies that won the Corporate Health Achievement 
Award (CHAA), which is given annually by the American College of Occupational and 
Environmental Medicine to the healthiest and safest companies in North America, and which 
IBM has been awarded twice. Below is an excerpt from an article published in the Journal of 
Occupational and Environmental Medicine in September 2013: 

“Tracking an initial theoretical investment of $10,000 in 
publicly traded CHAA recipients from the mid-1990s to 2012, 
researchers found that these award-winning CHAA 
companies outperformed the S&P 500. Four investment 
scenarios were created, using a combination of simulations 
and past-market performance to create investor portfolios  
for comparison. While the margin of return varied, CHAA 
recipients outperformed the market in each of the four 
scenarios. In the highest-performing scenario, CHAA 
companies had an annualized return of 5.23% vs. -0.06%  
for the S&P 500. In the lowest-performing scenario, CHAA 
companies had an annualized return of 6.03% vs. 2.92%  
for the S&P 500.”
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Providing value through innovation 

Constant transformation of traditional mechanisms for delivering health services is required to 
keep pace with the world we live in and the lives we lead. In 2013, IBM designed new options 
for employees and their families to obtain needed services around the clock, from home as 
well as from the workplace. 

Wellness Advisor 
Often, particularly in growth-market countries, mental health services offered through 
Employee Assistance Programs (EAPs) are limited by the stigma surrounding psychosocial 
health. In addition, medical services such as treatment-decision support and condition 
management are not always available or of high quality. The rapid increase in chronic disease 
risks highlights the opportunity for wellness coaching, which is a new concept in many regions 
of the world. Last year, IBM created a new program model called Wellness Advisor, which aims 
to bring together all of these services to improve access and support, and create a less-
stigmatized entry point for EAP services. 

IBM’s Wellness Advisor service is currently being piloted in Brazil and India, and has been 
well received by employees and their family members. The program includes the following 
services, delivered by telephone:

• EAP counseling (telephone and face-to-face)
• Nurse hotline 
• Condition management 
• Treatment-decision support 
• Pregnancy and children’s health support
• Wellness coaching 
• Legal and financial counseling

Wellness Checkpoint 
To better standardize measurements of health, IBM implemented a global health risk 
assessment tool called Wellness Checkpoint. The tool has been acculturated and adapted for 
use in 130 countries and is available to employees in 26 languages. It provides a common 
platform for employees to identify health-improvement opportunities and be directed to 
relevant follow-up support services. 

• More than 50 percent of IBM’s global employee population now has access to the tool. 
In the United States, 60 percent of IBM employees typically complete the assessment, 
and initial launches in the United Kingdom and India have already reached 20 percent 
and 10 percent assessment completion, respectively. 

• The data generated has already proven valuable. For example, while the average age of 
participants in India is much lower compared to the United Kingdom, the group in India 
revealed a higher prevalence of disease predictors and warning signs, supporting 
further targeted investment in health support. The tool was recently rolled out in 
Germany, Austria, and Switzerland. 

Virtual Health Fair 
Engaging employees where they work through social options is essential to creating a culture 
of health at IBM. With its inaugural Virtual Health Fair, IBM broke new ground with a live, 24-hour 
opportunity for employees around the world to view health and safety webcasts and then chat 
with subject matter experts including physicians, safety professionals, and nutritionists. 
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In addition to webcasts on topics such as sleep health, stress, and active living, we 
established virtual information booths with additional resources such as Body Mass Index 
(BMI) charts, depression screening tools, and guidance on healthy eating. In support of IBM’s 
learning agenda, all materials were made available on demand and aligned with our THINK40 
self-learning campaign.

Supporting the whole person

Through a holistic lens, IBM in 2013, expanded health benefits and health promotion programs 
and offerings that consider the physical, mental, and emotional needs of employees and their 
families. 

Inclusive benefits design 
In addition to designing benefits that cover primary and preventive care, IBM’s Healthcare 
Design Principles were updated, and now include:

1. We believe pre-existing conditions and disease-specific limitations shouldn’t be barriers to 
receiving care.

2. We believe in and support the power of affordable primary care, including annual wellness 
exams, clinical prevention that includes relevant, evidence-based screenings and 
vaccinations, acute and chronic disease management, laboratory and imaging services, 
and medication coverage.

3. We believe in maternity care. 
4. We believe in newborn and pediatric care, including pediatric well-child visits, vaccinations, 

and relevant tests.
5. We believe health is a shared responsibility where the employee and the employer both 

contribute to the increasing costs of healthcare. 
6. We believe in behavioral health. 
7. We believe we must comply with local legal and regulatory requirements.

Medical plans were aligned with IBM’s global health benefit design principles, while some 
changes to deductibles were necessary to manage an affordable and sustainable cost 
structure in view of rising global healthcare costs.
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US healthy living rebates 
Also in 2013, programs that promote health and well-being were introduced to employees in 
the United States during their annual benefits enrollment. Employees had the opportunity to 
participate in two healthy living rebate programs, totaling $300 annually, to support their 
wellness efforts. Topics of focus include children’s health, healthy pregnancy, physical activity, 
nutrition, weight management, and advanced vitality. 

The following chart outlines the evolution of this approach to stimulate participation in 
healthy living choices:

Smoking Cessation

2003 2004 2005 2006 2007 2008 2009 2010 2011 2012 2013

Health Risk Assessment

Physical Activity

Nutrition

Musculoskeletal Health

Preventive Care

Chlidren’s Health

Healthy Pregnancy

Personal Vitality

Advanced Vitality

Migraines

Overall High Engagement in Rebate Program

Consistently high participate rates. On average:
75% choose to participate at enrollment
65% engage on the program website (85% of enrolled)
50% completed 12-week program to earn rebate (75% engaged)

India fitness champions 
To promote physical activity and healthy eating habits, IBM India employees were challenged 
either to maintain their existing BMI (body mass index) or lower a high BMI over a period of six 
weeks. Employees were given points for participating and awarded weekly prizes through a 
lottery drawing. The fitness champions program engaged nearly 15,000 employees in 2013, a 
53 percent increase from 2012. 
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Latin America seven healthy habits 
To support employees in achieving a well-balanced lifestyle, IBM Latin America focused on 
seven everyday habits aimed at improving employees’ mental, physical, and emotional well-
being. Topics of focus included healthy eating, physical activity, addiction prevention, healthy 
sleep, emotional intelligence, healthy relationships, and preventive care services. Resources 
and activities were customized within each region to meet the needs of the participating 
employees. 

Mental health awareness 
Within IBM, focus continued on expanding mental health awareness through online training 
aimed at managing employees with mental health conditions. Managers in Australia and New 
Zealand were among the first to receive this opportunity. 

Evolving approaches to safety 

IBM continued to evolve its approach to assuring safe workplaces with a realigned service-
delivery model and a focus on partnerships. Two IBM organizations, Real Estate Site 
Operations and Integrated Health Services, joined forces to collaborate on process 
improvements designed to reduce risk and optimize governance. Engagement by both teams 
has resulted in tightly monitored building safety at every level, from issue detection to full 
resolution. 

Work at IBM, however, is not confined to office spaces. Employees work at client 
locations, their homes, and even hotels. Corporate events at external locations are part of 
IBM’s daily business. With hotels and convention centers serving as a new workplace, 
controlling hazards can be challenging. To meet this challenge, IBM Brazil’s health and safety 
team worked with procurement to think through the requirements that would maintain the 
well-being of our employees and other event attendees. A total of 25 external locations across 
Brazil were inspected to assess compliance with safety standards. Protecao Magazine 
recognized this team for excellence in the risk-management category. This recognition 
capped a five-year effort to establish health and safety standards that diminish risk at external 
locations where IBM hosts events. 

Recognizing excellence 
Continued external certification of IBM’s Well-Being Management System through the 
Occupational Health & Safety Advisory Services (OHSAS) 18001 certification process has 
helped improve the quality and consistency of our global implementation of well-being. It has 
also enabled IBM to fulfill marketplace demands and foster business opportunities because 
the company is better equipped to demonstrate its standardized approach to managing 
employee well-being to existing and potential clients. IBM’s health and safety management 
system is certified by OHSAS 18001 globally. 

Local recognition of excellence in 2013 included:

• IBM Canada obtained a rebate of Can$1.5 million from the Workplace Safety & 
Insurance Board (Ontario) for accident prevention and return-to-work activities. 

• IBM Rochester was awarded the Minnesota Safety and Health Council’s Governor’s 
Safety Award of Honor, the highest level of achievement for workplace safety and health 
excellence bestowed upon Minnesota employers. The site also earned the Liberty 
Mutual Outstanding Safety Performance award for maintaining an injury/illness lost-time 
case rate 80 percent below our industry peers. 
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• All of IBM’s hardware research, development, and manufacturing operations in the 
United States were recognized as Occupational Safety and Health Administration (OSHA) 
Voluntary Protection Programs Star sites. This is OSHA’s highest honor, given only to 
those that are proactive and exhibit exemplary safety and health programs and results.

• IBM Belgium was awarded the Q Label by Metatecta NV for having the first BioBalance 
building in Europe. IBM’s Brussels office received the award for work that began in 2010 
and changed the building’s cleaning principles by replacing chemical products with 
positive bio-organisms to help restore and maintain the bio-balance of buildings.

• IBM Almaden, East Fishkill, Poughkeepsie, Rochester, Yorktown, and Real Estate and 
Site Operations America locations were recognized by Liberty Mutual Group, our 
worker’s compensation insurance carrier, with safety excellence awards. The award is 
indicative of exceptional safety performance in comparison to other companies in the 
semiconductor industry. 

Well-Being Management System 
IBM’s Well-Being Management System (WBMS) is the foundational architecture that provides 
this coordinated and consistent delivery of health and safety objectives across all geographies 
and time zones. First implemented in 1999, WBMS is framed around IBM’s corporate policy of 
responsibility for employee well-being and product safety. This cornerstone of IBM’s WBMS 
follows the “plan-do-check-act” principles that are common in International Organization for 
Standardization (ISO) consensus standards. System components include proactive planning, 
execution excellence, measurement, and continuous improvement in areas of employee health 
and well-being. 

Each year, we engage in strategic planning to consider new WBMS global objectives that 
align with evolving business priorities. These objectives are translated into relevant initiatives 
with the flexibility to accommodate unique well-being and safety requirements at a local level. 
The desired outcomes are improved productivity, managed costs, and elimination of 
unnecessary expenses.
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Employee Inclusion

For more than 100 years, IBM has understood that diversity is the 

bridge between the workplace and the marketplace. We know  

that success with our clients begins with success in the workplace. 

And as we innovate and grow, we continue to focus on our core 

corporate values to guide us. 

Over the years, IBM has responded to the kinds of challenges some parts of the world are still 
grappling with today—where women continue to struggle for a safe and harassment-free work 
environment; where lesbian, gay, bisexual, and transgender people lack legal recognition and 
feel unsafe; and where people with disabilities are denied equal access to employment 
opportunities due to lacking accessibility standards or discrimination. 

“At IBM, diversity is integrated into our business strategy. 
Diversity is essential, in the same way we view innovation as 
essential for our business and clients. As a company that 
conducts business in more than 170 countries, our belief in 
diversity enables employees to develop their full potential, so 
in turn, IBM can support clients with talent that represents 
true diversity of thought.”

Belinda Tang, vice president of leadership and diversity, IBM

As we approach decisions and negotiations on expanding IBM operations around the 
world, our client teams and business leaders are clear about how we conduct ourselves in the 
world of business and the global community. Rather than be deterred by different cultures or 
beliefs, we share our beliefs so that we can conduct business within any country that is 
aligned with our global corporate values and employment policies. IBM’s willingness to take on 
issues of equity, fairness, and equal opportunity in the United States and around the world not 
only sets us apart, it makes us a magnet for the smartest and most talented people. And we 
have a long history of precedent-setting action in this regard. For example:

• 1899: IBM hired three women—Emma Manske, Nettie Moore, and Lilly Philp—20 years 
before women were given the right to vote.

• 1899: IBM hired Richard MacGregor, our first black employee, 10 years before the 
founding of the NAACP and 36 years after the Emancipation Proclamation.

• 1914: IBM hired its first employee with a disability, 76 years before the Americans with 
Disabilities Act.

• 1934: IBM hired its first professional woman, 29 years before the Equal Pay Act.
• 1953: IBM wrote its first Equal Opportunity Policy that called for equal opportunity in 

hiring regardless of race, color, or creed.

In each of these cases, IBM leadership chose to manage employees in line with our 
values and beliefs and to engage governments, communities, and other corporations in our 
effort to change, even if unpopular or disruptive to normal business relationships.
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“Men and women will do the same kind of work for equal pay. 
They will have the same treatment, the same responsibilities, 
and the same opportunity for advancement.”

T. J. Watson Sr., founder, IBM, 1953

In 2013, IBM continued to demonstrate leadership in its support of constituent groups. 
The following are a few examples:

LGBT (Lesbian, Gay, Bisexual, Transgender) workplace equality
IBM has a long history when it comes to LGBT workplace equality. As early as 1984, we 
included sexual orientation in our nondiscrimination policy. In 1995, an LGBT executive task 
force was established. Today, that task force is known as the Global LGBT Council and is 
focused on making IBM a safe and desirable workplace for all people. 

IBM earned the HR Excellence Award 2013 from Human Resource Manager magazine in 
Germany for its global LGBT reverse-mentoring program. A large group of LGBT employees 
from around the world volunteer to mentor our managers in growth markets on what it is like to 
be a LGBT employee at IBM and to belong to the LGBT constituency in today’s society.

In addition, for the 11th consecutive year, IBM scored 100 percent on the Human Rights 
Campaign Foundation’s Corporate Equality Index, the national benchmarking tool for 
corporate policies and practices related to LGBT employees. The index, released each 
autumn, provides an in-depth analysis and rating of large US employers and their policies and 
practices pertinent to LGBT employees—such as equal-employment opportunity policies that 
include sexual orientation and gender identity or expression, employment benefits for all 
benefits-eligible US employees, and ongoing LGBT-specific engagements that extend across 
the company. 

IBM also scored No. 1 in Stonewall’s Global Equality Index 2013. Stonewall is a LGB 
organization based in the UK. 

Advancement of women
In 2013, IBM was recognized by Working Mother Media as one of the Top 10 Companies on 
both their 100 Best Companies and Best Companies for Multicultural Women. In addition, the 
National Association of Female Executives recognized IBM among the top 10 on their Top 50 
Companies for Executive Women. 

As part of IBM’s ongoing commitment to advancing women in the workplace, more than 
640 executive IBM women participated in the Advancing Women at IBM Study published in 
2013. The study’s paper, Your Journey to Executive, focuses on three themes that emerged: 1) 
Be visible; 2) Plan your career; and 3) Integrate work and life. In addition, we continue to invest 
in innovative programs like Building Relationships and Influence for Women, a program for 
high-potential women leaders that uses experiential and action-centered learning to help 
participants develop skills in building, developing, and maintaining business relationship and 
influencing skills. 

IBM has achieved many milestones in support of the advancement of women. In 1943, 
Ruth Leach, IBM’s first female executive, was promoted to vice president. In 1989, Fran Allen 
was named IBM’s first female Technical Fellow, and in 2011 Ginni Rometty was named 
President and CEO while Jeanette Horan was appointed IBM’s Chief Information Officer. More 
than 23 percent of IBM’s global executive population is made up of women. About two-thirds 
of IBM’s women executives across the world are working mothers—clearly demonstrating that 
IBM women do not have to choose between a career and motherhood.
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People with disabilities
Skills and capabilities of the workforce must keep pace with a constantly evolving world as the 
competition for talent intensifies. Including people with different abilities in IBM’s workforce is 
based on sound business judgment and anchored in IBM principles and HR strategy. As 
employers we have the responsibility to offer equal employment opportunities to everyone.

IBM’s recruiting teams play an essential role in identifying and interviewing skilled people 
with different abilities. In 2013 we updated a training module and a recruitment guide to help 
recruiters understand how to effectively provide reasonable accommodations when recruiting 
people with different abilities and to know what support is available within IBM for employing 
people with disabilities. In addition, IBM has implemented simplified global hiring approvals for 
qualified People with Disabilities (PwD) candidates and is focusing on educating managers to 
help ensure PwD employees succeed at work. 

Leadership in work-life flexibility
IBM is committed to create a supportive, flexible work environment that provides principles, 
guidelines, and workforce options to help our employees effectively manage their work and 
family responsibilities. In fact, that understanding is a cornerstone of our employment value 
proposition; we know that IBMers need time to cultivate personal interests and integrate the 
demands of the job with the demands of their personal lives. To address both employee and 
business needs, IBM follows six flexibility principles. These principles can be adapted by each 
country as needed, based on legislation, local custom, and other factors.

IBM’s six flexibility principles:

1. The enterprise does not stop: In a globally integrated enterprise, the enterprise never stops 
working. Somewhere in the world, IBMers are working on solutions for our clients.

2. Balancing of needs: IBM is committed to providing its employees the greatest degree of 
flexibility while balancing the needs of our clients, our business, team effectiveness, and the 
individual IBM employee.

3. Trust and personal responsibility: Consistent with our core value of “trust and personal 
responsibility in all relationships,” IBM expects managers and employees to make decisions, 
including those about flexibility options, consistent with this value and to demonstrate 
personal responsibility to ensure business commitments are met.

4. Range of options: Flexible work options are a vehicle for IBM to meet the needs of our global 
clients and can be employee- or management-initiated and approved based upon the 
needs of the business, clients, or individuals.

5. Understanding differences: IBMers must consider the needs of our global stakeholders—
clients, customers, colleagues—and the communities in which we operate. Each of us must 
take responsibility to explore, understand, and reflect differences in culture, customs, time of 
day, holidays, language, business requirements, the personal needs of stakeholders, and the 
impact of our decisions on business dealings.

6. Focus on results: IBMers must focus on results, setting goals and measuring performance 
with an eye toward providing an outstanding experience for IBM customers, clients, and 
employees.

Cultural adaptability/intelligence
Every IBMer is considered a global IBMer. That means each employee must be able to 
seamlessly collaborate across borders and business units. Leading and working in 
multicultural teams to solve complex client problems has become the norm as IBMers do 
business around the world.

IBM sponsors an annual Cultural Adaptability Awareness Week to increase the cultural 
adaptability of the entire organization—from the most senior executive to the recent hires. The 
focus of the 2013 Cultural Adaptability Awareness Week was to highlight the programs, 
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activities, and resources we’ve developed and create new initiatives to help IBMers cultivate 
deeper cultural knowledge and insights. We asked all IBMers to join the Global IBMers 
Community located at our internal website and spend time participating in activities to 
broaden their understanding of cross-cultural challenges, helping to improve the way we do 
business across borders. These activities included:

• The Amazing Global Race: a contest that gives participants an opportunity to learn and 
test their knowledge about other cultures 

•  “This is us” videos: employee-produced video clips of his/her own location shared with 
the world 

• A cultural webcast series focused on more than 11 countries 
• A podcast series on becoming an IBM global leader 
• A global cultural mentoring practice to gain expertise from global colleagues 
• An opportunity to learn a new language or become more proficient 
• An opportunity to learn new managing-across-borders skills 
• Information on using IBM’s Country Navigator tool, developed to help IBMers gain and 

apply cultural intelligence

Business Resource Groups
As we refine our employment and leadership practices to continuously attract and develop 
global thought leaders, it is imperative that our diversity strategy enables us to meet the 
company’s business objectives and talent requirements. IBM’s Business Resource Groups 
(BRGs) tie directly into our diversity strategy and voluntarily bring together talented groups of 
diverse IBM professionals with the ultimate goal of enhancing the success of IBM’s business 
objectives by helping members succeed in the workplace. As part of their charter, BRGs align 
their programs and initiatives with at least one of four IBM business and talent workstreams: 
recruitment and hiring, talent development, employee retention, and market development. 

IBM has more than 200 BRGs registered globally in 28 countries supporting 13 different 
constituencies or focus areas:

• Women 
• People with disabilities 
• LGBT 
• Multicultural 
• Veterans
• Work-life integration 
• Cross-generational
• Men
• Black 
• Natives 
• Asian 
• New hires 
• Hispanics 

These groups share their achievements in the BRG Connections Community on IBM’s 
intranet social platform. 
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Leadership Development 

IBM has always been blessed with a rich history of leadership.  

This is not by chance, but rather the result of an unwavering focus on 

developing leaders at all levels of our organization. One important 

aspect of leadership at IBM is constant transformation. 

We are challenged by our chairman to “restlessly reinvent,” and we are driven by the 
awareness that our leaders constantly face new challenges as the world around us changes at 
an historic pace. Data is becoming the new natural resource. The emergence of cloud is 
transforming IT and business processes into digital services. Social, mobile, and access to 
data are changing how individuals are understood and engaged. This confluence of market 
shifts requires our leaders to think, act, and lead differently; to move faster, accelerate our 
strategy, and embrace new ways to engage employees and make decisions. 

Our leadership development initiatives are changing, too. We are experimenting with 
creative approaches, moving from single events to experiential journeys, and featuring role 
models to support our leaders’ transformation. 

Integration & Values Team 10
Our top leaders contribute to the company’s growth through several teams that focus on key 
aspects of our company’s success: the Performance Team, the Operations Team, the Client 
Experience Team, and the overarching Integration and Values Team (I&VT). I&VT develops 
recommendations to solve enterprise challenges and consists of approximately 300 IBM 
executives appointed by the chairman and her direct reports annually. Members of I&VT 
transcend their individual roles and focus on transforming IBM. 

In support of their mission, each year a small group of I&VT members are selected to 
focus on a strategic challenge IBM is facing, providing a tremendous leadership opportunity 
and allowing these top leaders to grow in their capabilities. Last year, the 10th I&VT, was 
offered the challenge to eliminate and reinvent for speed and simplicity.

To meet that challenge, we radically transformed the approach for I&VT initiatives. Urged 
on by the need for speed, we applied “design thinking” as the basis for experimentation, 
leaning on IBM’s agile method of software development. I&VT 10 brainstormed bold ideas, 
tried them out, learned, and iterated fast. Each success laid the foundation for bolder actions. 
I&VT 10 became the first initiative to act as a “do tank” versus a “think tank.” Through this 
experience, the team engaged employees to help them in their efforts and impacted change 
throughout several areas of the organization. They became energized and more empowered 
leaders, inspiring employees and in turn creating more cycles of experimentation and bold 
actions. “I’m pushing my boundaries and those of my organization,” was a consistent 
message from participants.

Their experiments pointed out structures and processes in IBM that impeded speed.  
The group mobilized around four areas for organizational transformation and took action to 
de-layer and flatten the enterprise. They integrated for greater decision-making and clarity. 
They made changes to approval processes and daily work habits to give time back to 
employees so they can focus more on clients. And they highlighted the opportunity to create  
a new organizational unit. 
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The design principle of a simplified IBM is to enable speed and simplicity for the IBMer 
to drive growth and optimization.

The organizational changes are perhaps the most expected outcome, however there is 
an even more profound outcome of the initiative—these senior leaders role-modeled new 
leadership behaviors: Challenge. Experiment. Disrupt. As they share their experience with IBM 
at large and inspire all executives to join the movement, they are leading our cultural 
transformation. (Note: I&VT was renamed the Growth & Transformation Team in 2014.)

New leader journeys
The role of an IBM executive is to achieve business results, lead transformation, serve as a 
client advocate, and engage IBMers in service of our clients. Advancing to an executive role is 
one of the biggest career transitions an IBMer can make. We view the transition as an 
18-month journey and not just a single event. Now, new executives are engaged earlier in the 
cycle and for longer periods to better enable them for success. Based on input from new 
executives themselves, we’ve designed a journey that:

• Celebrates and recognizes their appointment
• Gives them the opportunity to learn about the new expectations, responsibilities, and 

benefits of being an IBM executive 

Enable speed

• Simplify operations to gain speed
• Create more time for value creation
• Increase emphasis on content and capability 

 development

Speed

Optimize and reinvent restlessly

• Further integrate One IBM team
• Optimize capabilities and offerings
• Build a leaner, smarter enterprise

Optimization
Accelerate our growth

• Target practitioners with a digital model
• Develop a new operating model to accelerate 

 growth for select end-to-end initiatives

Growth

Engage the IBMer

• Enable the simpler, smarter, social IBMer
• Build a sustainable culture of restless 

 reinvention based on simplicity
• Enable top-down change leadership to drive 

 successful culture change

Culture
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• Includes participation in an AccEL workshop where they are taught by IBM’s top 
executives 

• Develops them in the role of an executive through creating and executing a leadership 
action plan 

• Connects them to peer executives who become their network for success 

The journey begins with high-touch recognition, includes a fast-track 90-day start, brings 
cohorts together for the AccEL workshop, and establishes a foundation for growth. Following 
AccEL, the next phase of the journey helps the new executive operate in the role with their 
cohort and business unit support to grow as a leader. 

The program’s design is a radical departure from the past. What had been an agenda 
dominated by auditorium speakers is now filled with small group activities and discussions led 
by senior executives. The program focus has expanded from business leadership to include 
personal-development sessions on topics such as executive resilience and social tools. As a 
result of the program, 96 percent intended to make specific leadership commitments to their 
team and 100 percent plan to apply what they learned to their current role.

Though the 18-month journey is in its early days of implementation, survey data suggests 
we are on track to accomplish our goals. Participants appreciate where they’ve been on their 
leadership journey and have envisioned where they need to go. Most importantly, they are 
seizing the opportunity to be transformational leaders in IBM. 

Newly acquired leader’s journey
The same principles for newly promoted executives have been applied for newly acquired 
executives. IBM is widely recognized for the pace and success of our acquisitions. This is not 
by accident. The leadership development team engages with acquisition deal teams 
throughout the acquisition cycle. We engage with acquired leaders early in the acquisition 
phase and stay with them through their first two years at IBM. These acquired executives 
embark on a “managed” journey that helps integrate them into IBM. The journey is supported 
by a series of leadership interventions, including strategic sessions in which the company 
works with IBM to align the organization, and Executive Insights, a program they attend within 
their first year as an IBMer. While acquired executives are already successful executives, often 
they haven’t operated in a company the size and scale of IBM. The program creates time for 
them to think about the leadership impact they would like to have within IBM while they 
explore IBM’s strategy, capabilities, and resources. 

The Executive Insights experience is intended to be both a practical and inspiring 
experience where executives gain a deeper understanding of IBM, a stronger network, and 
specific actions they will take to make a positive impact on the business and—more 
importantly—on the IBMers they lead. Following the program, 95 percent of participants have 
reported an increased sense of affiliation with IBM and 100 percent have said they intend to 
apply what they learned to their current roles.

Manager Champion Group
IBM has always been proud of our pervasive learning and management culture. Our CEO is 
personally sponsoring and launching several initiatives to engage all IBMers. Ginni Rometty 
holds the expectation that all leaders play a primary role in the teaching and development of 
other leaders, managers, and executives. 

One example is the introduction of a Manager Champion Group in 2013. This is an 
experiential program founded to showcase IBM management at its best, honor the critical role 
of the IBM manager, and develop leaders to create a culture of exceptional IBMers and client 
experiences.
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A globally diverse team of 50 exemplary IBM managers are nominated and selected for a 
year-long term of service. Manager champions serve as role models and teachers of IBM 
values while acting as solution advocates for managerial challenges. This unique leadership 
development experience is elevating the role of the manager and enhancing manager 
engagement. In more than 5,000 hours of voluntary service to IBM, manager champions are:

• Teaching management development programs and executing on our line-led strategy of 
education deployment

• Leading employee engagement initiatives and sharing their stories and experiences 
through blogging, community postings, hosted calls, and peer coaching 

• Helping to redesign and simplify internal processes to enable all managers 
• Creating a landmark treatise on the future practice of management at IBM 

“The Manager Champion Group’s participation is helping  
to drive the development of rich, valuable content on  
THINK Management—and providing practical advice for all 
IBM managers. Thank you.”

Reena Jana, executive editor THINK Management, an IBM digital resource with management tips and techniques 

contributed by managers, for managers

Manager champions with IBM Chairman, President, and CEO Ginni Rometty at a recent summit
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